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ABSTRACT

This thesis is an attempt to study a humanistic phenomenon where humour is
viewed as new managerial and leadership traits for employee motivation and work
performance. The study observed that humour at the workplace happening in
government departments in Oman is among the reasons that prevent or encourage the
management to use humour in appropriate situations. A comprehensive study was
also conducted on the effects of humour on the work performance of the employees
in the public sectors in Oman. This study is phenomenological in nature based on
relevant arguments using case study as the design where samples were selected
among employees who have served in three supervisory positions at twenty-five
ministries in Oman. Factor analysis, multivariate regression, Pearson chi-square and
Spearman’s rank order correlation were used to analyse the data and to test the
hypothesis. Results of the study showed that humour is evident in Omani public
environments entailing its uniqueness as a milieu that promotes humour at work with
a sensed tendency towards using affiliative humour style among Omani public
managers in addition to being self-enhancing on a personal level. It was also found
that humour is not exerted at all times during working hours. Instead, it is situational
in nature. In terms of performance, humour generally affects performance in
different ways but with a tendency towards the development of positive attitudes and
work atmosphere where it was found that humour directly affects humanitarian
outcomes such as group cohesiveness, communication and stress reduction.
However, it indirectly affects the job-related outcomes such as creativity,
organisational culture, leadership and management performance. Hence, this
research explores the opportunities for a new humanitarian perspective of

management.
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ABSTRAK

Kajian ini berusaha mengkaji fenomena humanistik di mana humor dilihat
sebagai tret pengurusan dan kepimpinan yang baru dalam meningkatkan motivasi
pekerja dan prestasi kerja. Kajian ini melihat bahawa humor di tempat kerja yang
berlaku di agensi-agensi kerajaan di Oman adalah bertitik tolak daripada beberapa
sebab yang menghalang atau menggalakkan pihak pengurusan menggunakan humor
pada situasi yang sesuai. Kajian menyeluruh juga dijalankan terhadap kesan humor
ke atas prestasi organisasi yang digambarkan daripada kriteria prestasi kerja
kakitangan awam di Oman. Kajian ini bersifat fenomenologikal berasaskan hujah-
hujah yang bersesuaian dengan mengemukakan strategi kajian kes sebagai reka
bentuk kajian. Sampel kajian dipilih dalam kalangan pekerja yang telah berkhidmat
di tiga peringkat jawatan penyeliaan di 25 buah kementerian di Oman. Analisis
faktor, regresi pelbagai, khi kuasa dua Pearson dan korelasi pangkat Spearman
digunakan sebagai instrumen untuk menganalisis data dan menguji hipotesis. Kajian
ini mendapati bahawa humor lebih ketara di persekitaran awam. Keunikan inilah
yang mengalakkan humor di tempat kerja dengan kecenderungan penggunaan gaya
humor afiliatif dalam kalangan pengurus-pengurus awam di Oman, di Ssamping
meningkatkan keupayaan diri staf. Kajian ini turut mendapati humor tidak berlaku
pada setiap masa dalam waktu bekerja, tetapi ia berlaku mengikut keadaan. Dari segi
prestasi, pada umumnya humor mempengaruhi peningkatan prestasi dalam pelbagai
cara tetapi ia lebih cenderung membangunkan sikap positif dan suasana kerja yang
positif. Didapati bahawa humor mempunyai kesan langsung kepada aspek
kemanusiaan seperti kejelekitan kumpulan, komunikasi, dan pengurangan stres.
Bagaimanapun, ia mempunyai kesan secara tidak langsung berkaitan hasil kerja
seperti kreativiti, budaya organisasi, kepimpinan dan prestasi pengurusan. Justeru,

kajian ini menyumbang kepada perspektif pengurusan baru berasaskan kemanusiaan.
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CHAPTER 1

INTRODUCTION

For decades, work performance has been the center of management interest
as it is the ultimate goal leaders and organizations are aspiring to attain. But have
you ever thought of an effective tool that could motivate your subordinates and boost
their performance rate without costing you an extra penny? The answer would be in
simply trying to draw a smile on their faces and do the performance mathematics.
For this reason, humor at work is viewed as the modern tool that professional leaders
and managers shall utilize in order to achieve such affirmative and ample results.
This was evolved lately in management literature but it is yet unclear whether
contemporary managers came across such a behavioral phenomenon in their

organizations or not.

This research seeks to explore and explain the realm of humor from its
pragmatic point of view. The study provides a first time account of humor as a
managerial tool that should be exploited in its proper way. This chapter consists of
nine main parts covering a brief background on the attempted study to trigger the
gaps followed by the statement of the problem, research scope, research purposes
and objectives, research questions and hypotheses, the significance of the research,
operational terms, followed by a brief display of provisional research discrepancies,

and finally a summarized guide towards the sequential chapters along the thesis.



1.1  Background of the Study

Everyone agrees that jokes are silly and there is no hope in silly things being
effective (Davies, 2002) particularly if the situation does force on formality and
seriousness such as your workplace (Fleming, 2005; Watson, 2006) or when it comes
to generate money as in the business sector (Barsoux, 1991; Barsoux, 1993; Martin,
2001). However, many management scholars had proved that workplace humor, to
some extent and within limits, is effective in upraising the work spirit and ultimately
the employee performance (Duncan, 1982; Barsoux, 1996; Newstrom, 2002; Romero
and Cruthirds, 2006). This had led in establishing a whole new body of knowledge
called workplace humor, contributing as a non-materialistic work incentive (Malone,
1980; Duncan et al., 1990; Newstrom, 2002).

Writings on the topic had started in the mid 1970s with few attempts in
explaining some of the work tasks that humor can play a role in. For example,
humor was used as an effective technique in medical counseling (Foster, 1978;
Caudron, 1992). Other applications were on tackling work-stress experiences by
spreading humor in the environment (Shearer et al., 1998; Fatt, 2002; Edwards,
2003). Following these researches, behaviorists started to recognize the significance
of this powerful tool for leaders and managers and they thought of other means for
utilizing such a tool by applying it on different situations (Malone, 1980). The
results though showed that humor is not always equal in its influence on the
employees from different placements (Duncan et al., 1990). This had yielded in the
development of the humor-by-situation theory where it is stated that in order to
guarantee performance changes, humor usage should reflect on the situation the
employee is using it in (Duncan and Feisal, 1989). On the other hand, this theory,
like other typical western-managerial theories, was less acceptable elsewhere
because it was only tailored to study the work habits of Westerners (Ali, 1996).

The humor-by-situation theory should encompass a degree of cultural aspect
in order to observe humor usage from the eyes of non-Western organizations. For
instance, the people of Sultanate of Oman (Omanis) have a very unique cultural
aspect as they are humorous in their lives. This will give a new milestone to the area
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by envisioning the Omani workplace with embedded humor in people not a made
one. Moreover, since humor is a flexible tool, all research applications of workplace
humor were studying private sector organizations where competition always
determines the performance acceleration rate (Page, 2005). This signifies the notion
that public agencies are routine masters and no scope of humor could be experienced
(Malone, 1980). However, this is not true in all public organizations because it all
depends on the cultural setting where you apply humor (Aufrecht, 2001). This
suggests that there are some public agencies with a rich experience of humor usage
(Barsoux, 1991). For instance and as previously said, Omanis are always humorous
(Al Ansi, 1991) and there is a chance that they might exercise it in their public

workplaces. If proven so, it will also add a milestone to the studied area.

On the same pathway, the majority of the writers have agreed that humor has
a positive effect on performance that is observed in the form of group cohesiveness
(Ford et al., 2003; Romero and Pearson, 2004), relieving work stress (Barsoux, 1003;
Romero and Cruthirds, 2006), enhancing organizational communication (Fatt, 2002),
promoting work creativity (Barsoux, 1993; Fatt, 2002; Romero and Cruthirds, 2006),
and others (Duncan et al., 1990; Barsoux, 1993; Barsoux, 1996; Romero and
Cruthirds, 2006). In those terms, the performance per se is understood in the form of
the factors that shape the work performance not the organizational performance.
However, none of the previous researches had investigated the true determinants of
performance that humor could be affecting upon (Ford et al., 2003) and hence, very
few efforts were made to measure the effect of humor on performance by
demonstrating examples and situations that could favor the state, but yet it was not
enough to document the results as positive (Breeze et al., 2004); even though
performance criterions do exist in many work settings but none of the previous
research attempts had investigated the effect of humor upon those criterions. For
instance, it was understood that Omani public sector employees are known for
having low quality service standards due to many judicial, social, and economic
aspects (Al Moharbi, 1996; Al Ismaili, 2004; Al Kathairi, 2006) but none of the
research attempts were undertaken to investigate the effect of workplace humor in

Omani public work environment.
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It has been stated though that the mistake in not reaching the required results
was due to misunderstanding the concept of humor usage where it has been taken for
granted without identifying the true source of humor (Malone, 1980; Duncan et al.,
1990). In fact, the traits of the leading cluster in the organization is the heart of a
successful management practice (Buckingham, 2005) and hence, managers or head
of departments are the true source for allowing humor, or not, in the workplace and
they are the only ones who should identify the measuring criterion for performance
change (Malone, 1980; Duncan et al., 1990; Collinson, 2002). In a simplified form,
researches were focusing on employees’ fun and their milieu but neglected the
managers and supervisors because they thought they were not concerned about it
(Collinson, 2002). This research on the other hand, will prove that managers are in
fact employees and if they do not support humor at work then who would do so.
Therefore, if these factors are identified from the right source, particularly, managers
at public sector organizations with its cultural blend, and then tested upon, it could

open the doors for another new spectrum of the humanitarian school of management.

1.2 Main Research Gaps

From the previous section, it shall be derived that the following are the main

research gaps that needs to be addressed in this research:

e Previous researches recognized the significance of humor as a tool for
management and leadership but within the proper situation or occasion
(humor by situation theory), yet without any attempt to justify it via a
research attempt

e Culture was introduced as one of the means that differentiates the
situation that humor would be exerted within and hence, it is viable to
explore the exertion of humor within work milieus that would possibly
embrace humor as part of their cultural blend such as the Omani
humorous culture

e Almost all research applications of workplace humor were geared towards
studying the private sector organizations (Yarwood, 1995; Page, 2005)

where competition always determines the performance acceleration rate
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unlike the public sector organizations where they are signified with the
notion that it is routinized with no scope of humor could be experienced
within its work environments

e The misunderstanding of the concept of humor usage is apparent where
humor has been taken for granted without identifying the true source of it
at work. In other words, previous researches were focusing on
employees’ fun and their milieu but neglected the managers and the
supervisors because they thought they were not caring about it other than
being the real rejecters of humor exertion at their work environments

e The majority of the writers have agreed that humor has a positive effect
on performance but in forms such as enhanced group cohesiveness,
relieving work stress, enhancing organizational communication,
promoting work creativity and the like but none of the them had justified
it yet (Duncan et al., 1990). In fact, none of the research attempts had
investigated the true determinants of work performance that humor could
be affecting upon particularly at public sector organizations

e An entirety of the functionality of humor at work is not clear enough to
explain such a phenomenon at the work environments leaving the subject

area with models that were not researched yet

1.3 Problem Statement

This research is about exploring the possibility of explaining the behavior of
humor usage by management within the workplace and whether it has an influence
upon performance. It will verify the stated fact that Omani people are humorous by
reflecting that nature per se towards the Omani public sector environment formed in
the Omani public supervisors within the Omani civil service system. This would
entail a true justification of whether Omani public employees in the supervisory
positions exert humor with their subordinates and understanding the reasons that
might hinder them from doing so. It requires a thorough explanation of the humor
styles and the proper situations that Omani public employees in the supervisory

positions would favor or not to use in their organizations. In spite of that, the
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research is emphasizing on the justification of the connotation that humor at work
would positively affect performance. This is sought by interpreting performance
from the Omani civil service law on performance evaluation where humor is tested
for its effect, if any, on each of the performance evaluation criterions. Consequently,
this should aid in explaining the functionality of humor at work in a tidy system if
applicable.

1.4 Research Scope

This research is bound to specific notifications of the study as it encompasses
specific aspects of the undertaken attempt. Thus, the following themes justify the
scope of the research:

e The research will focus on the Omani managerial perspective towards
workplace humor as the real source of humor at work that is formed in the
Omani civil service system (OCSS) in the Sultanate of Oman

e The Omani civil service entities that will be covered in this research are
the 25 civil service ministries that are governed by the Omani civil
service law and its charter

e The managerial perspective is known in the OCSS as the supervisory
level positions. These supervisory positions are formed in the following
three designations which this study will also adopt:

— Director General (DG)
— Director (Dir.)
— Section Head (SH)

e This research will cover the chosen sample from the 25 ministries across
the three supervisory level positions within the Governorate of Muscat

e The attempted study will focus on the male personnel in the three
supervisory positions in the OCSS

e The research will emphasize upon the theoretical implementation of the
humor usage in the Omani public sector agencies whether it is situational

humor or all time humor driven by need



e The research would attempt to address the trivial problem if whether
humor does positively affect work performance in the Omani public
sector organizations or not

e The study will focus on the performance determinants that are adopted by
the Omani civil service law for the significance relationship with humor
usage

e The research would aim in providing a model that explains workplace

humor in terms of its components

1.5 Research Purposes

This exploratory, descriptive, and explanatory research has a main purpose of
understanding, describing, and explaining the phenomenon of workplace humor for
the Omani employees in the supervisory levels by adopting the case study as a
research strategy in order to justify empirically the theoretical connotation that
humor does affect work performance positively. Nevertheless, it is significant to
describe the performance determinants that are adopted into the Omani civil service
system (OCSS), before indulging into drawing any conclusion on how performance
is affected upon. At this stage of the research though, the phenomenon of workplace
humor should be understood generally in terms of a theme that is: Managers are the
real source of workplace humor and they are the true generators and boosters of
performance no matter where they are using it; the effect should always be positive.
Thus, as a trivial objective, the study would explore and explain the reasons that
hinder Omani public employees in the supervisory levels from exerting humor at
their workplaces or sometimes change the style of humor upon need; which will be

helpful in explaining the functionality of humor in the workplace.

On a personal level, humor at work is one of the interesting topics that the
researcher is aiming to investigate, knowing that the researcher is a proponent of
humor and a strong promoter to be implemented at work. The researcher believes it
will surely support the concept of management as being humanistic in its nature,

which could be a live view of an organizational behavior. In addition, the researcher
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is interested much in exploring the uniqueness of the Omani culture formed in the
field of the Omani public administration organizations that come under the Omani

civil service system.

1.6 Research Questions and Hypotheses

The previous section had introduced the general themes of the research along
with the main aims and how to go about accomplishing them. Hence, the thematic
question that this research is attempting to address is as under:

e How humor usage is envisioned in the Omani public workplace

The thematic research question is very general and it has to be addressed with
much focused questions. Thus, it will be attended from three aspects that are; the
existence of workplace humor, situational humor theory, humor-performance
relationship. The research questions that correspond with the previous three aspects
are as following that will be also followed with an elaboration on how will go about

answering each of them. The first question is as under:

1. Is humor evident at an Omani public workplace?

Addressing the above question will encompass a rigorous research and
analysis on the main reasons that does not favor using humor at work. It will drive
the researcher to understand the proper aspects to consider in using humor at work.
Most importantly, it will study the effect of Omani employees in the supervisory
levels and their role in promoting humor usage in the Omani public organizations by
a thorough analysis of their perspectives and thoughts on the matter. Nevertheless,
this will entail researching and studying the methods and types of humor used in the
Omani public organizations and how it is perceived. Above all, it will be justified by
literature on how humor is significant in the workplace and by considering the above
connotations. Yet, the hypothesis for this research question is:

e Humor is strongly evident in the Omani public environment



The second question is:

2. Is the humor usage in the Omani public workplace situational?

The answer to the above question will cover a wide range of research on the
proper meaning of situation and its underpinning applications where humor could be
used. In fact, it will address the two theories of humor usage; the first is the decision
of using humor every time and any time, the second though is the favoring of humor
usage in justified occasions. This will be supported with real-life instances from the
Omani civil service system and the gathered data that touches the argument whilst
theoretically justifying it from literature leading towards a statistical investigation for
such an affect by using regression analysis. The hypothesis for this research question
is:

e The usage of humor at the Omani public workplace is affected by the

situation

The third question is:

3. Does humor usage positively affect work performance?

The above question hypothesizes the notion that behaviorist and management
scholars had stated that humor does positively affect work performance but it was not
yet grounded as a justified theory. Hence, there will be two parts in answering this
question where the first involves a thorough research and analysis of the true
determinants of work performance where insights on work performance will be
adopted from the Omani civil service system. The second part will be build upon the
first part where a thorough analysis of humor usage and its effect will be undertaken.
As a matter of fact, the second part would require statistical hypotheses on the
relationship between humor usage and each performance determinant, which should
be inferentially tested for significance. Yet, this will call for a methodical analysis of
the true determinants of work performance and the ones adopted by the civil service

law in the Sultanate of Oman which the humor-usage effect will be tested upon.
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Thus, the researcher had embraced the notion that the Omani performance appraisal

system is a feasible and yet reliable for analysis where the research hypothesis shall

be the following:

1.7

Ho: Amount of Exerted Humor and each of the Performance Determinants

are

independent of one another

Ha: Amount of Exerted Humor and each of the Performance Determinants are

associated with one another

Research Objectives

In order to attend to the research questions and the underpinning hypotheses,

the researcher is aiming at accomplishing the following objectives:

1.8

Describing the functionality of workplace humor at the Omani public
environment in terms of the humor styles and outcomes which will verify
the possibility for interpreting workplace humor and how it is functioning
within a public work milieu

Elaborating on the main reasons that hinders the managers from exerting
humor at the work environment

Verifying the possibility to explain the functionality of humor at work by
interpreting the suitable situation and whether it has an effect on the
functionality of humor when exerted at work

Describing the relationship between humor usage at work and employee
performance

Establishing an integrated model that would explain the usage of humor at

work in general

Significance of the Study
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This research has many milestones that support the rivalry towards originality

and to reserve its uniqueness among the forefront of management applications. Yet,

the following points document for the significance of this study:

It is the primary attempt to explore humor at work in a different cultural
background with emphases on observing real humor in public
administration bodies. In fact, it will backbone management scholars in
researching other applications of humor given the cultural input and work
behaviors where this study will be considered as simple guidelines in
knowing the proper way for observing such a behavior and what to
document. In addition, this research is the first serious attempt to provide
a thorough review of literature on workplace humor phenomenon
covering the definitions, its types and applications, and its advantages and
the disadvantages along with the underlying theories

The fact of the matter that humor had never been observed on managers
where they were always viewed as rejecters of humor in their work
settings. Hence, this study is original in focusing on the opinions of
managers on applying some fun in their departments or sections and
fostering the perception that humor could become an effective and a
contemporary managerial and a leadership tool. In fact, it will aid
behaviorists and psychologists in understanding the reasons for humor-
usage hindrance in many public organizations in the form of general
guidelines. Moreover, it will provide guidance in proposing effective
strategies for introducing humor in other work settings by understanding
the correct way for influencing managers on the benefits of workplace
humor

This study provides a first chance to observe change management from
another perspective as humor is perceived as a tool that managers will use
to force acceptance of any change in organizations by fostering group
cohesiveness within the organization. The study will hammer on how
humor will assist Omani leaders and managers in introducing change with
minimum resistance and higher rates of appreciation and adoption
particularly when the studied grounding is a routinized and a bureaucratic

system as the governmental sector
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This research is a serious attempt to account for the usage of humor in
public administration milieus and a proof for a new motivational
technique where humor is viewed as an alternative motivating factor for
employee performance since it is always cumbersome to attain any
materialistic rewards for such efforts and yet comes humor to fill that gap.
In fact, this is truly evident in the Omani civil service system since
financial rewards are rarely distributed to the public employees due to
realistic or unrealistic state reasons

This research provides a proved indication of humor at work being
situational not an all time entertainment. This will aid behaviorists in
focusing their studies on possible situations or occasions that humor shall
have the most effect upon performance by applying it in a different
cultural blend

Humor is observed in every occasion which entails that many application
settings shall embrace a degree of humor usage in it. Hence, this research
will provide a solid grounding for generalizing the results and initiating
further theories and applications of humor usage and how it affects the
performance of each studied area. Different applications shall be drawn
from this research to be implemented in different settings and cultures.
Such proposed sectors as education, medicine, training, communication,
marketing, and etc.

Exploring and affirming the factual instances that Omani people are
hilarious by nature due to the simplicity of their culture and the norms
that control such communities. This is vital in social science applications
given that there is no clear evidence on Omanis being humorous which
widens the research perspective to cover the effect of and on culture with
regards to humor usage

This thesis will be a first time account for attesting the fact that humor
usage in the workplace does positively affect work performance where
the performance criterions are the standard ones used by the
governmental official body in the Sultanate of Oman and under a national
law for civil service. This will aid behaviorists in understanding

workplace humor on solid research findings that should be used to form a
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theory of how humor usage affect performance and how shall leaders and
managers use it towards guaranteeing success in their organizations

The results of the study provide a justified conclusion upon the
relationship between humor usage and the two dimensions of
performance that are human-related and work-related. This would open
the doors for further research upon the underpinning dimensions that
make such an argument and how humor would affect on each

This research provides a thorough literature and a comprehensive
framework for explaining the functionality of humor at the work

environment by discussing the preset models and proposing a new model

1.9 Operational Definitions

This research is enriched with terms that could mislead the reader if not

explained, particularly the ones pertaining to the core of the study that is humor. The

following definitions are for the key operational terminology and definitions used in

the following chapters:

Humor: A verbal or non-verbal conduit of communication aimed at
creating a positive atmosphere among people (Cooper, 2005). Romero
and Pearson (2004) defined humor as an amusing communication that
unite, direct, and energize people. Hence, it could be defined as a
communicational matter that aim's at spreading happiness and joyfulness
among people

Fun: It is the act for feeling the joy and pleasure (Dandridge, 1986).
Humor in fact, is viewed as a holistic picture of any funny activity
(Davies, 2002) and hence, humor and fun are having the same meaning
and shall be used interchangeably

Joking: It is the act of telling a joke that is known for being amusing to
others. Yet, joking viewed humor as a tool for generating laughter
(Linstead, 1985; Nevo et al., 2001). Hence, it shall be concluded that
humor has the meaning of joking (Duncan and Feisal, 1989) and could be

used interchangeably
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Workplace Humor: Any activity of laughter, fun, or amusement used in
the work milieu, namely the relationships that justify those activities, is
known as workplace humor (Duncan et al., 1990). Hence, it could be
simply defined as any amusing communication that would produce
positive emotions among organizational members

Humor Exertion: When humor is used in any environment then it is said
to be exerted within it or it is simply connoted as humor usage

Workplace Humor Styles: These are the four styles that were affirmed by
Martin and his colleagues (2003) where they proposed aggressive,
affiliative, self-enhancing, and self defeating styles

Workplace Humor Situations/Occasions: Times and places where a
person is able to have some fun with his/her subordinates or peers and
that is originated upon the protocol that managers always choose the right
time and place to say funny things (Newstrom, 2002). This is different
than the intentions that could explain the situations or the occasions but it
cannot be claimed to be one (Martin, 2001)

Workplace Humor Theories: Theories that evolved from literature of
humor at work where it was found that there two dimensions in
explaining workplace humor and those are: humor by situation theory and
the second is need for fun theory

Employee Performance: Tasks and duties that the employee is attempting
in order to fulfill his/her job be it managerial, executive, or technical
(Mullins, 2002; Watson, 2006)

Management Performance: Managers perform their normal duties of
planning, organizing, influencing, and controlling which are said to be
their measured performance (Boone and Kurtz, 1999; Mullins, 2002). It
other words, when managers are questioned for their input or performance
per se, it shall be understood in the previous four functions of
management (Mullins, 2002). In this research, when the word
"performance” is found, it denotes towards management performance
unless it is specified. Also, when the words "performance determinants”

are found, it denotes towards the performance criterions that define the
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tasks and duties that the managers are held accountable for achieving in
their jobs

e Desired Organizational Outcomes: The outcomes that any organization
would aspire to attain in return for its exerted efforts where it includes the
major activities that employees perform to accomplish their work tasks
(Romero and Cruthirds, 2006). These outcomes are: group cohesiveness,
communication, stress reduction, creativity, organizational culture, and
leadership (Romero and Cruthirds, 2006). In this research, it is assumed
that

e Performance Determinants of Omani Civil Service System: These are the
twenty (20) components of the annual evaluation report for supervisory
positions (director general, director, and section head) in the civil service

charter of the Omani civil service law

1.10 Thesis Summary

This thesis started by an introductory chapter that summarized the general
themes of the attempted research and the designated methodology and research
techniques. The remaining chapters though would be summarized in the following

subsections.

1.10.1 Chapter Two Overview

The contextual context or simply known as literature review is segmented
into two main parts that constitute many subsections that elaborate on the main
aspects of the topics. The first part is considering the phenomenon of workplace
humor along with its theories and how to manage it across the organization. The
second part emphasizes on the environment within which the research is taking place

that is the Omani civil service system in the Governorate of Muscat.
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1.10.2 Chapter Three Overview

The third chapter highlights on the adopted research methodology in this
study along with the justification of the strategy, process, and collection methods.
The chapter also emphasizes on the sampling strategy and technicalities of the

proposed analysis with respect to the proposed research questions.

1.10.3 Chapter Four Overview

The fourth chapter is the implementational side of chapter three where the
collected results will be displayed, analyzed, and discussed in light of the literature
review and the supportive evidences theoretically and empirically with respect to

each research question, hypothesis, and the workplace humor model.

1.10.4 Chapter Five Overview

The fifth chapter displays a thorough discussion of the presented findings and
analysis from chapter four and pertaining to each research hypothesis. This is
followed by the final conclusions of the thesis in addition to the based assumptions
and faced limitations across the study. It will also include research and

implementational recommendations for future perspectives.



CHAPTER 2

LITERATURE REVIEW

The process of research entails a prior step of comprehending the previous
attempts and findings in order to identify any prospected research opportunities
(Collis and Hussey, 2003). This chapter is the core stone of the whole research since
it directs towards and determines the gaps that should be filled in the body of
knowledge. The framed literature review for this research though is made of two
main clusters where the first is a review upon the use of humor in the work
environment which constitutes three main review-segments starting with a discussion
on humor in the organizational development context followed by a comprehensive
context on humor, style, and its underpinning theories and finally, a thorough
discussion of the effect of humor upon work performance. The second part is a brief
review on the Governorate of Muscat in Sultanate of Oman and the governmental

structure it embeds.

2.1  Organization Development

Organization development (OD) is an applied behavioral approach to
reforming and planning change, and introducing developmental schemes to an
organization in the hope for total effectiveness. Thus, the two main characteristics in

organizational development are change and development. The ideal definition was
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made by Huse and Cummings (1985) as they stated that organizational development

is

A system-wide application of behavioral science knowledge to the
planned development and reinforcement of organizational strategies,
structures, and processes for improving an organization's
effectiveness.

(Huse and Cummings, 1985: 2)

In simple terms, OD is concerned with the attempt and efforts to improve the
overall performance and effectiveness of an organization by reflecting on the
relationships among the organizational members (Cook and Hunsaker, 2001).
Hence, OD's significance comes from the fact that it is thoroughly focused on the
development and performance of those individuals and groups of people who
comprise the organization and promoting a motivational climate that influences such
levels of performance (Glasser, 1995; Mullins, 2002). For instance, OD assists
managers in (Huse and Cummings, 1985):

e Providing the necessary skills and knowledge for establishing effective

interpersonal relationships

e Showing personnel how to work effectively with others in diagnosing

complicated problems and devising appropriate solutions

e Helping other personnel to be committed to the set solutions which

increase the chances for their successful implementation

2.1.1 OD Interventions

OD scholars had categorized the processes of organizational development
into small groups in order to concentrate on achieving some of the previously
mentioned duties. However, few thinkers did not comprehend the meaning of such
grouping and they considered the processes as groups of skills, techniques, and
approaches of OD (Mullins, 2002). In fact, these groups, termed interventions, are
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set based on planned change activities which are intended to assist an organization to
become more effective in solving its problems (Huse and Cummings, 1985). Thus,
the approaches are grouped in terms of their intention for solving specific problems
forming an area of interest in OD. According to Huse and Cummings (1985), there
are four interventions as following which are portrayed in appendix A with its
designated approaches:

e Human-Processual Intervention; It focuses on the human side of
organizations where it studies the interaction processes within the
members such as communication, problem solving, leadership, and group
dynamics

e Techno-Structural Intervention; It focuses on organizational technology
and structures that links people. Such technology includes work methods
and work flow, while structures include division of labor, hierarchy, and
work design

e Human Resource Management Intervention; It focuses on the
mechanisms for integrating people into organizations by studying the
personnel practices such as reward systems, career planning, and career
development

e Strategy Intervention; It focuses on the proper thoughts and methods for
utilizing the resources to gain a competitive advantage. Such areas are as

strategic choice, environmental assessment, and corporate culture

2.1.2 Quality of Work Life Approach

In the previous section, the Human-Processual intervention was explained by
its implementation base as it emphasizes on the significance of the human factor in
the organization (Huse and Cummings, 1985), which in fact is the heart of the
organization (Mullins, 2002). In other words, organizations are explained for their
development attempts by their human beings as the basis of discussion. However,
this explanation is somewhat ambiguous as it deprives the right of the other factors
of the organization to take a role in the organizational development attempt where

the ideal explanation is reaching the level of human initiative, choice, and factors at
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the level of social, political, and economic context or structure (Watson, 2006). It is
the individual humans and their surroundings of the societal, political, and economic
aspects that affect in the formation of the procession. This in fact, is demonstrated

by the Techno-Structural intervention.

From a much thorough view on the Techno-Structural intervention, it is quite
evident the level of work related matters it embraces where one of the most
significant approaches to tackle such matters in the workplace is what is termed as
quality of work life. Quality of Work Life — simply connoted by QWL — approach is
viewed as a way of thinking about people, work, and the organization as a whole in
order to spread well-being among workers as well as promoting organizational
effectiveness (Huse and Cummings, 1985; Bruning and Turner, 2009). The meaning
of the “well-being” is understood from the wordings of Kopelman (1985) where he
defines QWL as:

A philosophy of management that enhances the dignity of all workers,
introduces changes in an organization’s culture, and improves the
physical and emotional well-being of employees.

(Kopelman in Martin, 2001: 293)

Despite the realm that the above definition is presenting, Martin (2001)
doubted any performance improvements resulting from QWL programs where he
perceived the situation as only improving work conditions, tasks, and structures. In
fact, QWL programs do not have a direct influence on performance where it first
affects on factors that will in turn affect performance and that’s why they are referred
as interventional approaches. For instance, management shall improve the
communication channels among organizational members such that decisions are
transparent which will ultimately affect performance in any form (Huse and
Cummings, 1985). Figure 2.1 in the next page exhibits the way a QWL program
would affect work productivity.
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Improved
Communication

/ Coordination \
Quality of Work Life Improved Improved
Approach — Motivation —> Productivity
\ Improved /
Capabilities

Figure 2.1: How QWL Affects Productivity (Huse and Cummings, 1985:204)

Based on Figure 2.1, it shall be stated that by implementing the QWL
approach in the workplace, the communication, motivation, and capabilities of the
organizational members will be improved which eventually means a positive-indirect
effect on the other OD interventions too. In fact, one of the effective ways to spread
a healthy work life and improved harmonization is by having fun or precisely humor
at work (Glasser, 1994; Barsoux, 1996).

2.1.3 QWL and Fun

Imagine a workplace where people love their work environment, and they are
calm, stress-free, and happy all day long; obviously, people who are in good spirit
will be much productive than others who are not (Barsoux, 1993; Glasser, 1994;
Templar, 2003; Urquhart, 2005). And fun is one of the ways to support the
mentioned work conditions' set (Barsoux, 1993). People, in fact, like to be with
employees who are friendly and having fun with them (Glasser, 1994; Collinson,
2002; Macks, 2003; Templar, 2003). Hence, laughter creates a bond that brings
people together (Caudron, 1992; Stauffer, 1999; Craumer, 2000) and this is the main
aim of QWL programs as previously stated by Kopelman (1985), which states that
spreading fun in the workplace is an essential method in improving the QWL and
humor in turn is a primary technique of developing funny environments. The

Freibergs (1997) in their description of the fun strategy that Southwest Airlines had
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adopted; demonstrated the significance of humor in the meaning of a proper QWL

approach by stating that:

When you are having fun at work, it does not feel like work at all; its
better than tolerable, its enjoyable. Having a job that is fun is certainly
worth holding onto; people are more likely to accept ownership of
their responsibilities, and much more inclined to go the extra mile and
do whatever it takes.

(Freiberg and Freiberg, 1997: 205)

Hence, many behaviorists had recognized the importance of such a tool in
improving the work ambiance and pointed that some degree of fun by humor should

be injected in every work placement (Newstrom, 2002).

2.2 Realm of Humor at Work

From a psychological perspective, it was apparent that humor at work was
studied at different phases in terms of its feasibility and usability and not upon the
literal meaning of the term (Al Saeed, 1990; Barsoux, 1993). It justifies the exerted
efforts by many behaviorists to illustrate the consequences of humor via diverse
situations that humor would have beneficial or harming outcomes where eventually
was viewed as the essence of humor at work. Yet, and before indulging into the
prospects of the workplace humor, it is viable to start with a thorough description of
humor itself and determine its association with other terms such as fun and laughter.

The following subsection would shed a light upon.

2.2.1  Humor in Definition

Humor is a complicated and multifaceted phenomenon that it does not lend

itself to a single generalized definition (Cooper, 2005; Romero and Cruthirds, 2006).
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A general thematic definition was made by the biologists as they had illustrated
humor as a gesture-reaction by moving fifteen muscles on the face allied with a
change in breathing, hence, it is a physiological attention towards a very
sophisticated stimulus (Al Saeed, 1990). As a first technical temptation though,
psychologists had defined humor as a normal verbal conduit of communication
(Cooper, 2005) whereby there is a sender and a receiver with the underpinning
technicalities of encoding, noise, and decoding (Avolio et al., 1999). Others had
flourished the previous thought into sets of emotions shared by an agent (person)
with another individual (target) that is intended to be amusing to the target and that
the target perceives it as an intentional act (Hornblow, 2003; Cooper, 2005). On the
other hand, many writers had understood humor in other forms such as fun and
jocularity where humor was viewed as a holistic picture of any funny activity
(Davies, 2002) and the latter viewed humor as a tool for generating laughter
(Linstead, 1985; Nevo et al., 2001). Yet, it is evident to distinguish between humor
and a sense of humor as the first represents a behavior and the latter is a trait
(Cooper, 2005; Yip and Martin, 2006).

From another perspective though, humor is said to deal with incongruity that
is disorder and abnormality (Barsoux, 1993; Yarwood, 1995; Barsoux 1996; Watson,
2006). It simply means that people often laugh about the things that worry them
most (Barsoux 1996; Watson, 2006), which eventually retains their sanity and
rational thinking into the proper order (Watson, 2006). Figure 2.2 in the following
page depicts the concept of humor as the glimpses of the tightrope walker over the
abyss that encompasses different types of threats.
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=

Figure 2.2: Humor Helps in Passing the Abyss (Watson, 2006: 157)

The meaning of incongruity is understood in the unexpected circumstances
that the tightrope walker might face along his/her walk towards the other end of the
mountain and yet he/she glimpses (laugh's) downwards and remind him/herself of
the possible intimidations that might be faced if he/she will fall down (Watson,
2006). This depicts the real life of human beings while they pass through their
journey of life and how they address possible discrepancies. However, and despite
all those different views, the formal definition is to understand humor in terms of its

actions as stated by Romero and Pearson (2004) in their article:

We define humor as amusing communications that unite, direct, and
energize people in ways that benefit the individual, group or
organization.

(Romero and Pearson, 2004: 53)

The previous definition had given the birth for the notion of workplace humor
as it will be elaborated upon later. Nonetheless, it is quite significant to notify on
other forms of meanings of humor particularly the ones that explain it in terms of its
justification of usage such as in the work of Jean Barsoux (1993) as he stated that

humor could be a sword, a shield, or a value; others stated that humor could be
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aggressive, self-enhancive, and so on (Martin et al., 2003; Romero and Cruthirds,
2006). Above all, almost all behaviorists agreed that humor is a communicational

tool between human beings regardless of any intentions that could drive such an act.

2.2.2 What is Workplace Humor?

Generally, any activity of laughter, fun, or amusement used in the work
environment is termed workplace humor (Duncan et al., 1990). However, and as
stated in the previous subsection that humor is a communicational medium between
people (Avolio et al., 1999; Hornblow, 2003; Cooper, 2005), then workplace humor
should be explained in the context of the relationships among the organizational
members. For the most part, these relationships can take any form such as weekend
parties, birthday parties, sport days, camping and barbeque plans, and others
(Dandridge, 1986) but humor is much deeper than just refreshing activities. In fact,
it is tied to the sensitive relationships between peers and their bosses (Malone, 1980)
where drives or reasons for such humor usage are evident (Duncan and Feisal, 1989).

Romero and Cruthirds (2006) put it in a very general form by stating the following:

We propose that organizational humor consists of amusing
communications that produce positive emotions and cognitions in the
individual, group, or organization.

(Romero and Cruthirds, 2006: 59)

As a trivial instance, an employee always praises his/her boss by telling silly
jokes where the boss, in return, might make the employee his/her right hand and
involve him/her in some of the decision making process (Duncan et al., 1990) or
might be lenient in giving away the employee few days off without reducing his/her
leave account (Barsoux, 1993). Hence, these examples and more are natural in any
work setting that it was thought of humor and work as mutually exclusive activities.
Thus, it is evident that workplace humor is associated with relationships among

employees and their managers where it is controlled by specified determinants
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(Duncan and Feisal, 1989). In addition, the work setting is not restricted to either
private of public since workplace humor is evident enough at any work setting
(Yarwood, 1995; Aufrecht, 2001) as it will be elaborated upon in upcoming

subsections.

2.2.3 History of Workplace Humor

Comedy in general was recognized by numerous theorists of humor
beginning with Aristotle and onwards (Watson, 2006; Dmitriev, 2008). However,
workplace humor per se was started to be recognized in the mid 1970s where few
attempts were taken to explain some of the work tasks that humor can play a key role
in. In fact, Foster (1978) was the first to explore humor as an effective technique in
medical counseling where it was evident that patients appreciated the attitude of
counselors and were happy talking about their problems freely (Caudron, 1992).
Other psychologists had promoted humor as a tool for handling stress in general and
work stress in particular and that was by spreading as much laughter and humor in
the environment as possible (Shearer et al., 1998; Fatt, 2002; Edwards, 2003).
Figure 2.3 in the next page exhibits the main themes and issues of the workplace-
humor literature since the early days.

In the early eighties, behaviorists started to recognize the significance and the
power of this tool for leaders and managers and they thought of other means for
utilizing such a tool by applying it on different situations (Malone, 1980). The
results were showing that humor was not always equal in its influence on employees
from different placements and situations (Duncan and Feisal, 1989; Duncan et al.,
1990). Thus, behaviorists started to point on humor as a rich source of racism and

sexual harassment (Leap and Smeltzer, 1984; McGee and Shevlin, 2009).
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Humor at Work

What Makes Something Funny? What Roles Does Humor at How is Humor Affected by
Work Perform? Individual Differences?
Incongruity Gender
Cognitive/Appraisal Ethnic
Superiority Contextual

Windows Into the Social Psychology
of Humor at Work

Power & Leadership Group Cohesiveness Communication & Culture

Specific Issue: Legal
And Arbitral Implications

Joking as Harassment Humor & Horseplay

Figure 2.3: Conceptual Framework for the Workplace-Humor Review (Duncan et
al., 1990: 256)

This had yielded in the development of the humor-by-situation theory where
it was stated that in order to guarantee performance changes, humor usage should
reflect on the situation it was used in (Duncan and Feisal, 1989; Duncan et al., 1990)
particularly, if the cultural background is diverse among the organizational members
(Linstead, 1985). Consequently, other applications of situational humor appeared to
the surface of literature such as education, security, marketing, and the like (Ziv,
1988; Cline et al., 2003; Dmitriev, 2008). However, this theory, like other typical
western-managerial theories, was not accepted elsewhere in the world because it was
only tailored to study the work habits of westerns and western backgrounds
(Hofstede, 1993; Ali, 1996).

The fact of the matter is that the humor-by-situation theory should encompass

a degree of cultural aspect in order to observe humor usage from the eyes of non-
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western organizations (Smith et al., 2000). Lately, many researches were geared
towards understanding the impact of humor on workplace culture and how diversity
is influencing the usage (Gundelach, 2000; Holmes and Marra, 2002). However,
there were still some issues that need to be addressed in terms of functionality of
humor and its benefits (Ford et al., 2003). Moreover, the recognition of when the
need of humor is evident was a major issue spotted by management scholars where it
was the source of the second theory of humor named need-for-fun (Glasser, 1994;
Bakke, 2005). In fact, recent studies showed that humor has a significant effect on
performance where it should be sensed by the right person that is the manager (Ford
et al., 2004; Newstrom, 2002). Nowadays, many researches are taking place to
prove the gray areas which are not addressed or yet to be studied. The following
subsections though, will elaborate more on each aspect of the workplace humor’s

history line.

2.2.4 Styles of Workplace Humor

Many attempts were sought in order to explain humor usage in terms of the
characterizing styles; however, it was cumbersome enough since each explanation
was not truly providing what it was expected. As in previous subsections of this
chapter, workplace humor was explained in terms of its purpose (Barsoux, 1993) or
by the required attitudes (Romero and Cruthirds, 2006) or by simply the topic (Leap
and Smeltzer, 1984; Ford and Ferguson, 2004). Conversely, humor should not be
partitioned into styles since humor is simply humor; the idlest segmentation of
humor - since it is comprehended in terms of communication — is in the form of the
communication methods that are verbal and nonverbal (Thill and Bovee, 1996).
Thus, more specifically said, humor styles are based on the communicational type of
usage that is oral, gestured, and admitted. The fact of the matter is that this
explanation is not researched yet and the most acceptable way to observing humor
styles is presented in the work of Romero and Cruthirds (2006) as they proposed the
following five workplace humor styles:

o Affiliative Humor; which is built on the objective of amusing others and

building relationships in order to have a positive environment
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e Self-Enhancing Humor; which is built on the notion of positive thinking
in order to cope with stress and maintain a humorous sense during
difficulties

e Aggressive Humor; which is built on the aim of manipulating others by
implying threat or humor that entails using sarcastic and disparaging
humor

e Mild Aggressive Humor; which is stated in the form of a playful
description of disagreement or a notification towards an act or a work
practice

e Self-Defeating Humor; which is aimed at making the person more
approachable by others and that is by using self-disparagement and status

tolerance

By the same token, it is apparently evident to note that Romero and Cruthirds
(2006) built their arguments upon the work of Rod Martin and his colleagues (2003)
as they had proposed only four of the previous styles where they had stated that there
is only one aggressive style of humor (Martin et al., 2003; Veselka et al., 2010).
This justifies that there is no meaning in having a style named mild-aggressive
humor since it is a degree of another original one that is named aggressive humor.
Above all, it shall be concluded that the above humor styles are the ones well
documented and in further sections of this chapter, it will be evident to rely on the
original four styles that were developed and researched by Martin and his colleagues
(2003).

2.3 Theories of Workplace Humor

Management theories were structured in order to illustrate upon the best and
the ideal style or method a person would implement to ensure business success
(Buckingham, 2005). However, seldom of such theories did accentuate on the
significance of humor in the workplace in terms of a management style (Malone,
1980; Duncan et al., 1990; Collinson, 2002; Newstrom, 2002). Therefore, it was not
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that appealing to many researchers to form a body of knowledge that a theory would
be derived from and controls humor usage. On the other hand though, management
theories could guide towards a superficial understanding of the importance of humor
at work. For instance, McGregor's (1969) work philosophy categorized management
styles into "Theory X" and "Theory Y"; where he said that the first theory describes
the work environment with the workers viewing their workplace as undesirable
because of the rigorous management style and thus they work and strive just for
money (Mullins, 2002; Rees and Porter, 2003). Unlike the second one that is
"Theory Y" where the work is observed being interesting and rewarding and yet
workers respond positively to their jobs as their personal responsibility (Mullins,
2002; Rees and Porter, 2003). Therefore, it shall be said that work should be made
enjoyable and humor certainly has a key role to play in this respect (Fatt, 2002).

The fact of the matter is that there are many theories on humor concentrating
on the psychological aspects of the humorous act which views the action of humor at
work as a communication channel (Avolio et al., 1999) and others considered it as a
vital part that would be interesting in social theories (Collinson, 2002). However,
behaviorists had distinguished workplace humor theories as the ones that apply to the
organizational setting, particularly among organizational members but those theories
are not yet structured ones per se as they were derived from the literature (Al
Kathairi, 2006). In fact, there are two main contradicting views that will be
elaborated upon in the following subsections and they are:

e Humor by Situation

e Need for Fun

2.3.1 Humor by Situation Theory

The theory is derived from the words of the first whom started it and that is
from Leap and Smeltzer (1984) as they argued about humor usage in every time
causing societal conflicts. In their research, they concluded that sex is top on the list
of jokes followed by racial and ethnic jokes as the second where they referred to the
facts that sexual harassment cases were reported daily along with cases on ethnic
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fights, especially on blacks (Leap and Smeltzer, 1984). Duncan and his peers in turn,
agreed and added on that humor should not always be an open board anytime where
the person should know when to be funny than being accused for non-appreciation of
others (Duncan, 1982; Duncan and Feisal, 1989). In fact, humor at work was usually
explained in terms of the proper context that it should be used in as the usage is tied
with jokes as the tools that justify the humor itself; simply said, humor is situational
because jokes are situation-specific (Barsoux, 1993; Barsoux, 1996). However, the
real challenge though is to define the real meaning of the word 'situation’ (Duncan et
al., 1990).

2.3.1.1 Defining a Situation

Management scholars claimed that there are specific times and situations
where a person is able to have some fun with his/her subordinates or peers and that is
originated upon the protocol that managers always choose the right time to say funny
things (Newstrom, 2002). In fact, behaviorists had claimed that humor should not be
used at the time of work because it might cause lost attention and might result in
work errors and thus, it was concluded that humor should be always tied with the
right situation to be used in (Duncan et al., 1990). In fact, few attempts were made
to pinpoint such situations that could be categorized in major groups such as
grouping by time which means that morning humor is different than midday jokes
and end-of-day silly anecdotes. However, such groupings were not standing to the
work of Barsoux (1993) where he identified the right situations to use humor by
recognizing the purpose for its usage and he identified three of such as in the
following:

e Sword: Referring to the action aspect of humor where it is required to
persuade individuals to accept some view points. In other words, it shall
allow the individuals to say the things which otherwise could not be said
without causing offence and damage to the relationships within the
organizational setting (Martin, 2001). For instance, by using humor with

your employees, you shall urge them to unify with your opinion about the
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bad management of any department at your organization (Avolio et al.,
1999)

e Shield: Referring to the defensive aspect of humor where it is aimed at
easing the acceptance of criticism and enabling individuals and groups to
cope with the moment of failure (Martin, 2001). For example, a chief
engineer stating a severe damage in the factory machines by saying to the
managers: ‘I think we should pack up and start selling fish by Seattle’
(Lundin et al., 2000)

e Values: Referring to the conditioning aspect of humor where it is aimed at
influencing individuals to adapt to a particular role and reinforces
organizational values (Martin, 2001). For instance, particular and private
group jokes always raise group cohesiveness which accomplishes the
broader values of the organization being a sign of unity at work (Duncan
et al., 1990; Ford et al., 2003)

On the contrary, the situation is not always blamed for being chosen as the
bad time for exercising humor where psychologists notified that the nature of the
person and his/her judgment is the controller of the humorous prospect. In other
words, the situation could be the same but humor usage in both would differ in its
effect. For example, a situation like the weekly administrative meeting is known for
sharing thoughts and cherishing successes where it is always sensed that it is the best
time to enjoy silly and hilarious jokes (Barsoux, 1993). However, if the meeting is
discussing a serious matter such as bankruptcy, it is not imaginable to have the
attendees enjoying their time (Vennix, 1996). In fact, it justifies that the habit and
the personality type of the person is the ruler of the situation not the situation
premises (Al Kathairi, 2006). Nevertheless, the only way the situation could be of
concern is when the whole work atmosphere changes such as the sector being private

or public where the work culture would be an interfering aspect of the study.
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2.3.1.2 Humor in the Public Sector

It has been evident that almost all research attempts were geared towards
understanding humor usage at the private sector organizations where it was thought
that humor brings more flexibility in the organizational system and guarantees better
performance rates (Duncan et al., 1990; Ford et al., 2003) leaving the public sector
organizations with the impression of rigidity (Moynihan and Pandey, 2007) with no
hope for change (Page, 2005). Conversely, management scholars pointed that public
organizations are having a unique status in exercising communications, behaviors,
and attitudes (Huse and Cummings, 1985; Yarwood, 1995; Wright and Pandey,
2005; Allen, 2008). Thus, it was clear enough to distinguish the public sector
employee from the private as in the following stereotypes (Newstrom et al., 1976;
Perry and Porter, 1982; Glasser, 1994; Rees and Porter, 2001):

e Public employees place greater value on security than do employees of

private companies but it was evident in a study by Houston (2000) on
1457 employees that public employees were less concerned on job
security than private employees

e Public employees have less concern for self-actualization. In fact, it is

well known that they did not move from the lower levels of needs in
Maslow's hierarchy

e Public employees have no direct financial incentive to perform quality

work unlike the private employee whom is driven by such attempts

e Public employees are more dissatisfied with their fringe benefits and

economic rewards than private employees. Unlike in Houston's (2000)
research attempt though, where 10.9% of the public employee
respondents ranked the significance of high income in the far less than the
private employees were they ranked it as the second top important thing

that should be attained from a job

The previous notes conceptualized the notion of public sector being another
place for humor usage than the classical private image. Glasser (1994) in fact, had
emphasized on the significance of the psychological benefits if it was wished the

civil service employees to do quality work. Thus, behavior is the proper key for
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having better civil service organizations (Glasser, 1994; Tong et al., 1999). This
contradicts with the statement that there is no chance for humor in a machine type of
organization as in the government (Duncan, 1982) where Steven Aufrecht (2001)
stated that:

Humor exists in all public agencies, but mostly it is part of the
unofficial realm of administration.
(Aufrecht, 2001: 1)

Hence, in public administration systems, humor is hidden in some way or
another due to many reasons that were discussed previously in subsection 2.4.2. As a
matter of fact, behaviorists urged to investigate the possibility of humor usage in any
public environment (Barsoux, 1991), however, it has yet not been proved or
researched thoroughly (Yarwood, 1995). Moreover, it is vital to include a clear
understanding of the cultural background within which the public organizations are
functioning (Perry and Porter, 1982; Moynihan and Pandey, 2007) particularly when
the interest is upon work pleasance and satisfaction (Newstrom et al., 1976) with due
importance to be given to the public management humor (Yarwood, 1995). Yet, in
the case of this research attempt, it is the employees in the managerial positions at
the Omani civil service system (OCSS). Further illustration will be provided with

regards to cultural and managerial humor in upcoming sections of this chapter.

2.3.2 Need for Fun Theory

According to Watson (2006), humor is a trivial part of daily life in any
organization as we strive to laugh upon the things that worry or disturb us a lot.
Hence, humor is said to be an accepted fact in organizations that without it, people
will not be people anymore (Glasser, 1994; Watson, 2006). Yet, this theorizes that
humor or fun at work is an undeniable need. The following subsections will further

explain the concept.
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2.3.2.1 Job Satisfaction and Performance

Despite the researches that have been made on organizational motivation with
its underpinning content and process theories, it did not address the real motivation
matter as employees always perceived it (Perry and Porter, 1982). Researchers had
thought of focusing on the work content itself which resulted in a new area of
organizational behavior named "Job Satisfaction”. In fact, managers believed that as
long as employees are satisfied with the tasks in their jobs, they should guarantee
higher performance (Luthans, 2002). For example, if an employee is given more
responsibilities in a promotional package, it will be perceived as a reward, leading
him/her to work harder to reach the stage of adding more responsibilities (Luthans,
2002). Yet, designing jobs is a significant task in satisfying employees whilst
working which refers to constructing the main tasks of the job with other features
that eases the acceptance for the employees (Luthans, 2002; Schermerhorn et al.,
1997). Thus, there are three possible relationships between performance and job
satisfaction as stated by Martin (2001):

e Satisfaction generates performance: Reflected in the view that designing
jobs should aim at producing high levels of satisfaction as this in turn will
optimize work performance

e Performance generates satisfaction: Reflected in the view that
achievement generates satisfaction. Hence, all efforts should be made to
improve performance as this in turn will increase satisfaction

e Satisfaction and performance link indirectly: Reflected in the view that
the two are linked but under certain conditions. Intervening variables
such as management style, pressure, personality, equity, and rewards are

examples of mediating factors between the two

The literature is focusing mostly on the third relationship that satisfaction and
performance link indirectly but the real feeling of the employee while working was
neglected. And as previously discussed that employees contribute more if they are
happy in their jobs, it is evident to discuss this matter in more detail. This in fact,
was the core of William Glasser's (1994) control theory with his new hierarchy of
needs as elaborated in the next subsection.
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2.3.2.2 Control Theory

Before we indulge into the control theory, it is evident to explain the
grounding upon which the theory was set. Thus, following the wordings of the
quality guru Edwards Deming, William Glasser (1994) had argued about the real
management intentions when it comes to plan and pursue high quality work
performance and that is by emphasizing on the significance of lead-management
instead of boss-management. In fact, he summarizes the meaning of boss-
management, which also resembles theory X as discussed earlier, in the following
four essentials (Glasser, 1994):

e The boss sets the task and the standards for what the workers are
supposed to do which is usually without consulting the subordinates and
if not done they have to bear the consequences

e The boss does not show the subordinates how the work should be done,
instead they only tell them to do it and they rarely involve the
subordinates in any attempts to know how to improve that work

e The boss always inspects the work that has been done or in the process
where they do not involve the subordinates in such an evaluation; which
results in them being only concerned about the minimum required work
and neglecting the quality

e Punishment is extensively used when subordinates resist to perform what

the boss tells them to do which results in workplace full of adversaries

On the other hand though, and corresponding to the previous four essentials,
Glasser (1994) further elaborates on the differences with the lead-management
characteristics formed in the following four fundamentals:

e The lead-managers always encourage and involve the subordinates in
serious discussions about work, cost, and quality in order to be successful
at work

e The lead-manager shows or models the work so that the subordinates can
see exactly what they expect from them which increases their sense of

control over the work they shall carryon
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¢ Inspection and work inspectors are eliminated and instead lead-managers
teach the subordinates to inspect or evaluate their own work for quality by
embedding the understanding that they know almost everything about
their work more than anyone else

e The lead-manager makes it clear for the subordinates that his/her role in
the organization is just a facilitator where the key duty is to create a work
environment that is friendly, non-coercive, non-adversarial, and with the

necessary tools in order to guarantee constant improvement and quality

All a human being does from his/her birth to death is behaving which justifies
the significance of lead-management that was mentioned before. Hence, the ability
to succeed in management is dependent on how well we learn to choose affective
behavior which is the essence of the control theory. According to William Glasser
(1994), 'Control Theory' is built on the premise that all human behavior is caused by
what goes on inside the minds of each behaving human being as it satisfies one or
more of the five basic needs that are built into the genetic structure of the brains. In
fact, these five basic needs constitute the five levels, forming a hierarchy of needs as

in the following figure:

Need to Have Fun

Need for Freedom & Autonomy |

Need for Power & Recognition

Need for Love & Belongingness |

Need for Survival |

Figure 2.4: Glasser's Hierarchy of Needs

The five levels are sequenced logically in a way that every employee needs to

make sure about his/her food, air, shelter, love, and belongingness and then the needs
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develop into the need for power and recognition followed by the need for freedom
and autonomy. Till the fourth level, everything is almost similar with the works of
Maslow and other developers of his theory except for the fifth level where Glasser
stressed on the all-power employee need and that is the drive to have fun at work
where he believes it is often a predominant and driving force in the lives of the
employees (Glasser, 1994). Hence, employees will strive to refresh themselves by
any means of fun at their work placements and upon this stage, behaviorists had few
thoughts about the new concept and they proposed the 'need-for-fun’, where it
proposes that since humor is inevitable, organizational members will use humor as a
fun media with no consideration to the situation nor the person (Ford et al., 2003,
Newstrom, 2002). A classical example is Southwest Airlines with its magnificent
humorous image (Paik, 1995; Stauffer, 1999) where their philosophy of
professionalism encourage the employees to influence the uniqueness of the
organization they are working for and that is by projecting their own individuality in
the form of fun and enjoyment whilst working on flight (Freiberg and Freiberg,
1997). In fact, under this philosophy, managers claimed work benefits being more,
such as lower turnover, higher dedication, stronger loyalty, raised enthusiasm, and
higher satisfaction (Decker, 1991; Ford et al., 2003; Ford et al., 2004). However, a
formal employee research had concluded that nearly 75% believed that there is less
fun in their organizations and 20% thought it was much lesser (Ford et al., 2004),
and another research on 572 human resource managers resulted in 48% claiming no
fun at their organizations (Ford et al., 2003). In fact, this had notified behaviorists
that humor should not be dependent on employee initiations; instead, it should be
planned in much systematic ways. Therefore, it is the duty of the higher
management to embed humor in their workplace as universal-organizational culture
instead of seizing it in tight situations (Glasser, 1994; Duncan et al., 1990; Romero
and Cruthirds, 2006).

2.4 Managing Humor at Work

There is often good news on many successful people in their businesses that
claim that they enjoy their work (Freiberg and Freiberg, 1997; Fatt, 2002; Newstrom,
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2002; Yerkes, 2003). Unlike many managers around the world who think that
performing daily routine and making profit is their primary duty. In fact the key duty
is to create a workplace milieu that encourages the healthy growth of the human
resources in the organizations as they are the vital resource (Barsoux, 1993; Fatt,
2002). Apparently, making money and making jokes do not mix in reality (Barsoux,
1993). Yet, there are few attempts on illustrating the evidence of humor in the
workplace resulting in models for how managers shall manage humor in their work
environments. However, the first step is to understand exactly what managers really

do where the following subsection will elaborate further.

2.4.1 What Do Managers Really Do?

Simply stated, managers are organizational members who are responsible for
achieving the organizational objectives through people and other resources (Boone
and Kurtz, 1999). Thus, this supports the concept that human skills are important to
adopt where much of the managers' time is devoted to responding to the pressures
from their employees (Rees and Porter, 2003). In fact, this developed into structure
of roles managers should play in such as, the traditional four functions of
management: planning, organizing, influencing, and controlling (Boone and Kurtz,
1999; Mullins, 2002). Zaleznik (2004) had conceptualized the roles in his article as

he says:

Managers embrace process, seek stability and control, and
instinctively try to resolve problems quickly — sometimes before they
fully understand a problem'’s significance.

(Zaleznik, 2004: 75)

However, these roles are equal to every manager but what differentiates great
managers from others is their tight focus on employee's capabilities (Barsoux, 1993),
which is known as lead-type management unlike the other type that is named boss-
type management (Glasser, 1994). As a matter of fact, Buckingham (2005)
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conducted a thorough research on 80000 managers over two years and had concluded
that great managers are the ones who discover what is unique about each employee

and capitalize upon it where he says:

Always remember that great managing is about release, not
transformation. It's about constantly tweaking your environment so
that the unique contribution, the unique needs, and the unique style of
each employee can be given free rein.

(Buckingham, 2005: 79)

Despite the above connotation, Buckingham's (2005) research did not change
the functions and it is considered as another attitude lying between the organizing
function and the influencing function of management. In other words, the boss-type
manager will only be concerned with his/her agenda than the agenda of the
employees (Glasser, 1994). Above all, these wordings and others document the fact
that managers are viewed as rigid controllers of the system, which proves a sign of

rationality in the system as a structured one (Morgan, 1997).

2.4.2 Disembarking Humor

Upon the above elaboration, management scholars had argued that there is no
room for humor in management structures because it will disturb the rationality and
the seriousness of the system (Duncan et al., 1990; Barsoux 1993; Martin, 2001; Fatt,
2002). In fact, humor and joking are viewed as expressions of the human spirit
where it is associated with pleasure unlike the workplace which is meant to be a
serious territory not a comedy club or a site for the pursuit of bodily pleasures
(Watson, 2006); that it will be leaving employees and their managers with the
prevailing view that work is a necessary evil (Bakke, 2005). However, this had been
answered by knowing that the most frequently observed phenomenon in any work
group is joking behavior and work group humor. Thus, even if management did not

support such behavior, you cannot imagine employees working like machines where
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there should be a way for refreshing their thoughts and that is via humor (Starbuck
and Webster, 1991; Barsoux, 1993). On the contrary, there were other serious issues
hindered managers from adopting humor in their work settings as mentioned under
(Duncan et al., 1990; Martin, 2001; Romero and Cruthirds, 2006):

e It reduces respect from the subordinates to their managers which may
result in a chaotic environment and abolished rules of conduct. For
example, some employees make their managers as the butt of their silly
jokes (Duncan and Feisal, 1989; Barsoux, 1993; Barsoux, 1996). The
case of disrespect is also clear when humor is affected by the hierarchical
structure of management as higher status managers joke about lower level
ones which creates a sense of paradox (Duncan, 1982; Barsoux, 1996)

e It promotes sexual harassment as it is the most common topic a daily
organizational humor would have (Leap and Smeltzer, 1984); especially
if the jokes were directly about females and femininity, which results in
disturbed relationships between the two genders (McGee and Shevlin,
2009) and eventually among the employees in any organization

e It develops racism among employees where it is known that it make up
most of the topics of humor in our lives (Leap and Smeltzer, 1984),
particularly significant if the jokes were blackish such as black Americans
(Foxworth, 2008) or on minority groups such as Italians or generally

Hispanic Americans or dumb blondes and so on (Davies, 2002)

In fact, there were few attempts as short answers for the above matters as the
first discrepancy was not researched and proved yet though it is claimed by many
researchers (Duncan et al., 1990). The second is framed in the cultural custom where
a sexual-type humor would not be accepted in the west but could be accepted in the
east (Macks, 2003) even though with the presence of diverse religions and national
customs that prohibits such a thing which every country or nation is known for it
(Romero and Cruthirds, 2006); and if it was mentioned that it has been proved in few
research attempts such as in the work of McGee and Shevlin (2009) where they
stated that there is no direct relationship between gender and the use of humor
because females as males do use sexual humor but the only concern is using sexual

humor between the two genders, which sometimes is accepted, especially if they
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were mates. Above all, sexuality in the workplace might be dimly expressed but it
could not be neglected where it would be apparent in other forms that are inevitable,
which in fact is a true aspect of human spirit that will always be a challenge for
managers to control (Watson, 2006). The third was replied in the same way as the
second discrepancy provided the international rules that demeans it (Foxworth,
2008); except for adding that the Islamic rules regulate any such jokes on minorities,
since Islam promotes equality among all mankind (Ali, 1995; Al Ismaili, 2004).

Many of these replies are discussed further in the following subsections.

2.4.3 Humor Generators

Despite the arguments in the previous subsection, the majority of researches
had turned to studying humor usage among subordinates which led to a deemed
understanding that the source of organizational humor is the employee (Collinson,
2002; Cooper, 2005) where they exert humor among themselves due to many reasons
(Barsoux, 1996; Watson, 2006). In fact, many organizations had adopted this
thought as an evidence of humor usage such as Kodak's "Employee Humor Room"
and Ben and Jerry's "Joy Gang" (Luthans, 2002; Breeze et al., 2004). They felt the
difference in performance by observing the joking behavior among employee groups
where it was hypothesized that it improves group cohesiveness (Duncan et al., 1990;
Ford et al., 2003). Thus, it was evident that the literature is focusing on humor

among employees as depicted in Figure 2.5 in the following page.
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Figure 2.5: Managers are the Generators of Workplace Humor

Less attention has been paid to management and their role in fostering humor
at work (Collinson, 2002). In fact, managers are required to accept humor as a
significant form of communication in order to understand why both they and
employees engage in humor, and strive to understand also its contributions and
dysfunctions relative to the organizational purpose and the general societal standards
of work (Yarwood, 1995). Thus, researchers yet had emphasized on studying
management and leadership styles as the sources for organizational humor since they
are the key players in reducing the signs of the workplace humor pitfalls (Malone,
1980; Linstead, 1985; Duncan et al., 1990; Glasser, 1994; Collinson, 2002; Holmes
and Marra, 2002; Newstrom, 2002; Ford et al., 2003; Hornblow, 2003). Hence, it
was admitted that it was a mistake focusing on subordinates rather than managers as
humor generators (Miller, 1996; Romero and Cruthirds, 2006). Despite all the
arguments in literature, it still lacks thorough research on humor usage from the
managerial perspective (Duncan et al., 1990; Collinson, 2002; Ford et al., 2003).
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2.4.4 Management of Humor-Work Integration

Due to the complexity of the humor functionality at work, it was cumbersome
to bring about a holistic model that could assimilate all aspects of humor at work
(Barsoux, 1993; Cooper, 2005). In fact, and as argued in the previous subsection,
that the missing ring of the chain was in not including the managers in the game of
exerting humor at work, then any proposed model is incomplete and eventually will
not succeed. Duncan and Feisal (1989) had proposed an initial form of illustrating
the functionality of humor at work as the normal joking behavior that takes place in
any work environment. Figure 2.6 exhibits their thought where the process takes the
form of a communicational channel with due respect the surrounding factors that

affect the target of the intended humor.
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Figure 2.6: Elements of Joking Behavior at Work (Duncan and Feisal,
1989: 23)
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The thoughts of Duncan and Feisal (1989) were not promoted and thus were
not taken further into more profound research. Yet, Romero and Cruthirds (2006)
came up with another model based on their analyses of the work milieu where they
proposed their so called Organizational Humor Model (OHM) that is based upon the
trivial concept of communication and corroborates with the work of Duncan and
Feisal (1989). Figure 2.7 depicts the Organizational Humor Model (OHM) with its

process and details.
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Communication —A—V Mild ;
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Moderators:
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Gender

Figure 2.7: Organizational Humor Model (Romero and Cruthirds, 2006: 66)

The model has two main phases that are humor selection and humor
evaluation. It was built on the notion that humor is initiated by specific desired
organizational outcomes, which could be positive or negative depending upon the
stated moderators. Thus, the process starts with the initiator as choosing one of the
proposed humor styles, with due consideration towards gender and ethnicity aspects
of it, and use it to affect the audience. The audience in turn, would comprehend the
exerted humor upon the stated moderators and would result either in a positive or a

negative outcome.
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Despite the logical composition of the OHM, it encompasses few concerns

that would jeopardize its feasibility, notably in the original structure of the model

itself. The following four points are of clear notice:

The model was structured as a communication process but with an
inappropriate drive. In fact, workplace humor cannot be claimed that it is
intentional as it is part of the daily routine in life and work (Barsoux,
1993; Glasser, 1994; Watson, 2003). Hence, the drive for humor is joined
with the initiator's intention. Recall in previous subsections of this
chapter that there were three purposes people use humor at work for, that
are; sword, shield, and values, which corresponds with different situations
that humor would be used in (Barsoux, 1991; Barsoux, 1993; Barsoux,
1996; Martin, 2001). Therefore, it is viable to state that the desired
outcome from any humorous activity is the exposure that the intention
was made for. For instance, if a manager would like to communicate a
bad result to his team upon a decision that he/she had taken in order not to
degree his status, then using an amount of humor in a meeting would
make the information more digestible and the manager would still be a
hero in the eyes of his/her audience (Barsoux, 1991; Barsoux, 1993). As
a matter of fact, the proposed humor styles in the OHM corresponds with
the purposes of humor that were stated by Barsoux (1993) as listed in the

following table:

Table 2.1 : Integrating Humor Style and Purpose

Humor Purpose

Serial | Humor Style (OHM) (Barsoux, 1993)

1 Affiliative Values
2 Self-Enhancing Values
3 Aggressive Sword & Shield
4 Mild-Aggressive Sword

5 Self-Defeating Shield & Values
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The stated moderators in the OHM, that are ethnicity and gender, are not
truly evident since ethnicity does not affect the formulation or the
choosing process of the humor style as people realize that racism is
offensive.  Therefore, they would not use any humor that embeds
ethnicity since it would harm the organizational relationships and
consequently their business profitability (Duncan et al., 1990; Romero
and Cruthirds, 2006). Accordingly, many behaviorists had stressed on
avoiding racist and ethnic humor in the workplace (Duncan and Feisal
1989; Smeltzer and Leap, 1989; Barsoux, 1996; Romero and Cruthirds,
2006). Hence, it is irrational to include it as a moderator in the model.
As for the gender moderator though, the matter is irrational too, since the
effect of gender on humor usage is only viable when sexuality is
considered as both are related (Duncan et al., 1990; Watson, 2003). In
fact, many researches in the humor literature were about the effect of
gender on humor but none of them denied its existence (Duncan et al.,
1990; Watson, 2006). By implementing this thought within the model,
the proposed organizational outcomes in the OHM would obviously be
negatively exposed if the used humor style had a sexuality note (Romero
and Cruthirds, 2006). Thus, embracing gender in the OHM as a
moderator is not required and if it was realized that sexual humor is
accepted within the gender group itself. In other words, sexual humor is
most enjoyed by the gender that is not the focus of the humor (Duncan et
al., 1990); where the only humor that could be used among the two
genders is non-sexual humor — which is expected at the workplace — then
it is obvious that positive organizational outcomes that are proposed by
Romero and Cruthirds (2006) would be accomplished. Above all, gender
and ethnicity are not direct moderators in the OHM

In principle, the OHM is expected to include the humor styles that would
guarantee positive desired organizational outcomes and having negative
outcomes is irrational. In fact, the aggressive humor style should not be
considered within the used organizational humor styles as it is
discouraged by the researchers (Duncan et al., 1990; Macks, 2003;
Romero and Cruthirds, 2006). However, this note does not lead to the
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conclusion of ignoring its significance in few situations when it is
required (Romero and Cruthirds, 2006)

e Despite the logic of the process in the OHM, it is not clear enough on the
surface for a normal reader to comprehend unless it is explained in more
detail. In fact, the OHM should be observed in a cyclical form since it is
an implementation of a communication process that yet to be elaborated

upon

2.4.4.1 Theoretical Framework

By considering the arguments in subsection 2.4.4, the researcher, had
proposed a refined model for workplace humor in a cyclical form; where the
intention is explained in the three purposes of humor that are sword, shield, and
values (Barsoux, 1993; Martin, 2001). And the humor styles are the ones proposed
by the OHM but with the original opinions of Martin and his colleagues (2003)
where they have only proposed four styles of humor in their newly developed Humor
Styles Questionnaire (HSQ) (Martin et al., 2003). The process starts with an
intention as one of the humor purposes which drives the initiator, that is the manager,
to use one of the humor styles that should be appreciated and accepted by the
audience, that are the subordinates, in the form of an exposure of the commenced
intention. Figure 2.8 depicts the proposed outlay of the Workplace Humor Model.

USE ACCEPT
Initiator J Audience J
DRIVE Intention EXPOSE

Figure 2.8: The Logic of the Workplace Humor Model (WHM)
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By considering the refined view to the OHM, the new model could be
illustrated in the cyclical form as in figure 2.9 and depicted in detail in appendix B.

L . USE ACCEPT . .
Initiator: Humor Styles Audience:
Superior ‘ A > Subordinate

1
| —_— \
1 1

A 1
w o, Moderator =-=-=-=-=-=-----~-- - Y
> g
x

%)
o : m
1
Desired CONSTITUTE Omani Civil
Organizational @ — - - - - & C o o e e e e e e m—— Service -
Outcomes Performance
Determinants

Figure 2.9: Workplace Humor Model (WHM)

From figure 2.9 and appendix B, the refined model (WHM) starts with the six
desired organizational outcomes that were proposed in the OHM in addition to
"Performance” as the seventh organizational outcome. As stated in literature that
managers are concerned with the four functions that determine the duty of true
management that are: planning, organizing, influencing, and controlling (Boone and
Kurtz, 1999; Mullins, 2002); the performance of managers is structured in those four
functions. Yet, the desired organizational outcomes are assumed to stimulate and
drive the initiator that is the superior to use the appropriate humor style after

considering the moderator that is the proper situation or occasion if required.

The desired organizational outcomes are explained by the humor purposes
that are proposed by Barsoux (1993) where the desired outcome is basically intended
and set by the manager (Romero and Cruthirds, 2006). In other words, it is not
logical to claim that managers' intention is one or more of the organizational
outcomes in order for him/her to exert humor at work because management's
intension cannot be judged upon easily (Duncan and Feisal, 1989). Hence, it was

assumed that those outcomes are what could stimulate management to use humor at
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work for but it does not mean it is a direct influence to steer such a behavior (Romero
and Cruthirds, 2006) and that is the reason for what stated previously that the
intensions should be explained by one of the three reasons that were emphasized by
Barsoux (1993). This was clear in figure 2.9 where the model is aiming at explaining
the effect of humor upon performance that should ultimately constitute one or more
of the desired organizational outcomes. The reason for completing the cycle from the
desired organizational outcomes to the initiator is to find a possible way to explain
such managerial intentions and interpreting them by one or more of the humor

purposes.

The audience that is formed in the subordinate will accept the humor style
and will expose that acceptance in the form of one or more of the twenty
performance determinants that are stated in the Omani civil service law (Ministry of
Civil Service, 1992). The completion of the cycle is set when it is comprehended
that the performance determinants constitute the seven desired organizational
outcomes. The following points would justify how each performance determinant
relates to the corresponding organizational outcome:

e The development of the competence in presenting the opinions logically

is a communicational outcome (Barsoux, 1993; Romero and Cruthirds,
2006)

e The acceptance of other employee's opinions is regarded as a
communicational outcome and it is also an attempt to develop a better
organizational culture (Romero and Cruthirds, 2006)

e The willingness for developing the job knowledge is regarded as an
attempt towards developing an organizational culture (Romero and
Cruthirds, 2006)

e The relationship between the superior and the subordinate is regarded as
the level of excellence in the leadership matter (Romero and Cruthirds,
2006) in addition to the group cohesiveness

e The cooperative spirit with the colleagues or work peers is regarded as an
explanation for group cohesiveness among organizational members
(Romero and Cruthirds, 2006)
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The relationship between the employee and the clients is regarded as a
communicational and a performance matter since the satisfaction of the
client is the objective for using humor with him/her (Cline et al., 2003)
and it is the managements' strive for better quality management (Mullins,
2002). Hence, it is vital to communicate in the best way possible where
humor works well in this regard in addition to the fact of the overall
performance by having better client satisfaction

The ability of the employee for handling the responsibility is regarded as
a leadership matter (Romero and Cruthirds, 2006)

The commitment towards duty or work hours is regarded as an attempt
towards building an organizational culture (Romero and Cruthirds, 2006)
The knowledge about the work procedures is regarded as an
organizational cultural matter (Romero and Cruthirds, 2006)

The level of productivity of the subordinate is tied with working better
and faster (Shearer et al., 1998) and yet is a performance matter

The level of job effectiveness is about doing the right things where it is
understood in the matter of giving attention to the output of the job and
hence it is regarded as a performance matter (Mullins, 2002)

The subordinate's ability to plan is the first function of management
(Jackson, 2000; Mullins, 2002) and it is thus regarded as a performance
matter

The organization of work among the employees is the second function of
management (Mullins, 2002) and it is thus regarded as a performance
matter in addition to the fact that it is helpful in enhancing group
cohesiveness (Romero and Cruthirds, 2006)

The subordinate's ability to carry on duties without direct supervision is a
wider explanation of the seventh criterion as stated previously. Yet,
increased autonomy ultimately increase's performance (O'Sullivan, 2009).
Hence, it should be regarded as a performance matter along with the
leadership matter as stated in the seventh criterion

The ability to assess the performance of the subordinate corresponds with
the controlling function of management (Lau et al., 2008) and yet it is a

performance matter
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The ability to make decisions is a creativity and a performance matter
since it is an original part of the management's duty (Duncan et al., 1990;
Romero and Cruthirds, 2006)

The ability to create appropriate solutions for work problems is regarded
as a creativity matter (Romero and Cruthirds, 2006)

The handling of work stress is clearly a stress reduction matter of the
desired organizational outcomes (Romero and Cruthirds, 2006)

The capability of preparing official correspondences is regarded as an
organizational cultural matter in addition to the fact it represents another
way of promoting communication (Romero and Cruthirds, 2006)

Having the initiative to develop work procedures is regarded as a

creativity matter (Romero and Cruthirds, 2006)

Cultural Humor

Many theorists argued that management theories are influenced by specific

societal values, beliefs, norms, and work and social experiences; thus, it was a

general consent among management scholars that there is no culture-free theory of

management (Hofstede, 1993). In simple words though, it is problematic to force

any theory developed for a certain culture on another culture because it is only

tailored for the first one (Ali, 1996). Hence, many management scholars doubted

any success in implementing the western management theories on other cultural

settings (Ali, 1995). In fact, it should be clearly stated that the cultural differences

affects the humor usage in the daily life and obviously the workplace too (Romero

and Cruthirds, 2006). The following subsections will shed a light on the different

cultural blends that humor would be affected upon.
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2.5.1 International Humor

Humor is part of the daily life activities as said previously and hence it is
normal to joke around and become humorous with whomever you know but the
problem would arise when the receiver does not appreciate what the joke might be
heading towards and this is simply because he/she is different in attitude due to
his/her background (Davies, 2002; Romero and Cruthirds, 2006). For example, a
research was held on joking patterns among the Scandinavian countries (Norway,
Sweden, and Denmark) where it was concluded that all citizens of one country tell
jokes on the other two except for the case of the Swedes and Norwegians not telling
any jokes about Danes because the values of the two differ from those of the Danes
(Gundelach, 2000). Yet it is irrelevant to claim that there is an international humor
but the evident arguments fosters us to state that there are few jokes and types of
humor that does gain international acceptance but it should be deemed
comprehended that the acceptance gets more cumbersome when you are heading
towards the east (Lewis, 1999). Thus, managers should consider the cultural,
historical, and demographic characteristics of their work groups before they exert
humor (Duncan, 1982) and one of the significant cultural aspects is religion as it is

elaborated in the following subsection.

2.5.2 Humor in Islam

Islam is the religion of peace, mercy, and humanity, whereby attitudes
constitute the majority of the activities that are the human beings are held
accountable upon (Faridi, 1997; Al Sheha, 2006; Al Shiddy, 2007). That humanity
was formed in the Prophet of mercy (blessings and peace be upon him) as he was the
ideal role model for the perfect human being that we are urged to follow (Al Sheha,
2006; Al Shiddy, 2007). In fact, Prophet Mohammed (blessings and peace be upon
him) was a true resemblance of sincerity and humbleness toward others where he had
the perfect manners and moral that availed him to gather his companions and other
nations around him as Almighty Allah described his messenger in the Quran by

saying:
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(e 312 a5 )

((And indeed, you are of a great moral character)) — 68:4
(Al Sheha, 2006:38)

The Prophet's moral was known for being very easy and friendly oriented
with others and that is in order to ease the comprehension of Islam to the new
believers and yet Almighty Allah had said about his messengers' attitude in the

Quran:

( Oiasall dlalia it )

((And lower your wings for the believers)) — 15:88
(An Nawawi, 1998: 591)

And also Almighty Allah said in the Quran:
(U el saity Qi) Lagle Usé cuiS ol )

((And had you been severe and harsh-hearted, they would have broken
away from about you)) — 3:159
(An Nawawi, 1998: 592)

As a matter of fact, the Prophet (blessings and peace be upon him) had
fostered to spread humor and happiness among other fellow Muslim brothers and
sisters, a true example is what Jareer Ibn Abdullah Al Bajali said that the Prophet
(blessings and peace be upon him) always smiled when he looks at him (Al Sheha,
2006). The prophet (blessings and peace be upon him) had narrated that smiling at
others is a charity as in the following hadeeth (Al Bukhari, 1989: 307):

(Vs il any 8 claws)) ralugadde i Lo bl Jsuy J8
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The messenger of Allah (blessings and peace be upon him) said:
((Smiling at the face of your brother is a charity)).
(Al Bukhari, 1989: 307)

In another hadeeth, the Prophet (blessings and peace be upon him) had

narrated as the companion reported:

YY) el g agle A s d}uud\ﬁ :dﬁf‘-“—‘&\g".‘vjbgﬁ’i&
(Gl 4 o AT (A () Sl ¢ Lad G paall (a0 jn

By Abu Dharr (Radiya Allaho Anhu) said: the Messenger of Allah
(blessings and peace be upon him) said: ((Do not disdain a good deed
— no matter how small it may seem — even if it is your meeting with
your — Muslim — brother with a cheerful face)).

(An Nawawi, 1998: 592)

Furthermore, there are many occasions that the Prophet (blessings and peace
be upon him) had literarily said funny and amusing jokes that entertained his

companions such as in the following hadeeth (Dawood, 1991):

A e ) ) sae Bl el sJB e i iy sl o0
Jud ¢ maall iy A seal ¢ B sy L rcadled alu g ale
Cuxa 8 ¢ (e Al d3as V) ralusy agle A o il Jgu )
Ll Ll 15168 )) ol g adde bl Lm bl Jguay JUah ¢ S5 a0 g 3] yal
oalalead oL alilial ) ) (08 ) oY sac g daall Jaxi )]

((( o) QY W 5T L e ) S

By Al Hasan (Radiya Allaho Anhu) said: ((An old woman came to the
Prophet (blessings and peace be upon him) and said: "O Messenger of
Allah, ask Allah to admit me into the Heavenly Gardens". He said:
"Old women will not enter the Heavenly Gardens!", She then walked
away crying. The Prophet (blessings and peace be upon him) said:

"Tell her that she will not enter the Heavenly Gardens as an old
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woman, for Allah says: "Verily, We have created them —maidens — of
special creation. And made them virgins. Loving — their husbands
only — and of equal age" — 56:35)).

(Al Sheha, 2006: 59)

In other occasions though, the Prophet (blessings and peace be upon him) did
exert and sported humor with his companions and sometimes in the public as in the
following hadeeth (Dawood, 1991):

il Aangs dma Al oLl (g 28 LS (S €l 0 a) ) dansl (55
Ol A1 b g ade 4 aa all o jgad ¢ algade ) Laa
oy Wil 50 3)) i s b agle i (e (il S 7 40
PH\M&&M\&@&wﬁjuﬁwb‘((4.'3)»'4\;
=l 40l Ca ye Ll "9Ias e il I i JUE 4dls el g ale
Al Lo ol drs s Ciy il o jha e Sy Jla alugadle & s
(S Al J sy L iU ¢ (Sl 5 i 0 ) s b s agle

(S i ) vie (K1) ralu g adde i e ol Jld MaulS

A Bedouin named Zahir Ibn Haram would give gifts to the Prophet
(blessings and peace be upon him) and he would prepare things for
him as well. The Prophet (blessings and peace be upon him) said:
((Zahir is our desert and we are his city)). The Prophet (blessings and
peace be upon him) approached him while he was selling his goods,
and the Prophet (blessings and peace be upon him) hugged him from
behind, and he could not see him. He then said: "Let me go” When he
knew that it was the Prophet (blessings and peace be upon him) who
was hugging him, he pressed his back towards the Messenger's chest!
The Messenger of Allah (blessings and peace be upon him) then said:
((Who will buy this slave from me?)) Zahir replied: "O Messenger of
Allah, I am worthless”, the Messenger of Allah (blessings and peace
be upon him) said: ((You are not considered worthless by Allah)).

(Al Sheha, 2006: 60)
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The previous verses and others justify the fact that the Messenger of Allah
does allow and promote fun and amusement in daily life which eventually became a
cultural aspect of Muslims worldwide. Yet, Islam is the religion of simplicity and
happiness in life and thus, it could be affirmed that Muslims are urged to be
humorous with others within the set limit of being honest and true in all what he/she
says or does (Dawood, 1991).

2.5.3 Arabian Culture

One of the unique cultures is the Arab world and as it was previously
mentioned that the religion (Islam) works as an influential force in regulating
individuals, their behaviors, and their present and future outlook where it applies the
same in the case of the Arabian countries (Ali, 1996; Wilkins, 2001). This influence
was derived from general themes of the society as explained in the following (Ali,
1996; United Nations Development Program, 2003):

e Arab-Islamic society is still traditional in nature, especially, values and
norms where commitments to honor, honesty, respect for parents and
older persons, loyalty to one's primary group, hospitality and generosity
are still held among Arabs

e Islam was founded in Arabia for which Arabs carried the message to
other nations. Thus, they believe they are blessed by Allah (God)
Almighty

e Arabic is the language of the Quran and Arabs read it and listen to it more
than once a day and in turn, they always refer to it in their daily life
activities as guidance

e Every societal group starting from the individual through the whole
generation still commands the respect for all individuals regardless of

their social backgrounds

As a matter of fact, Geert Hofstede (1993) in his research article had
emphasized on the matter that every nation goes back to its origins and yet should be
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treated in terms of its own cultural blend. Hence, the mentioned and other themes
oriented the image of Arabian culture being humanistic (United Nations
Development Program, 2003). On the other hand, other scholars claim that Arab
management theories and organizations are a result of the contemporary Arab
environment (Ali, 1995). In fact, the six Arab Gulf states that are: Kingdom of Saudi
Arabia, Sultanate of Oman, United Arab Emirates, Qatar, Kuwait, Kingdom of
Bahrain, represent a practical example of humanistic Arabia where hospitality and
friendliness is the major feeling the visitor might get the moment he/she is on any
ground of the six Gulf countries (Wilkins, 2001). This is clearly viewed in any of the
Gulf State managers where their job was characterized as making the employees feel
good in their workplace (Rankin, 2004). Aside from that, Sultanate of Oman has its
own cultural themes embedding the above characteristics which placed it apart from
the other five countries in many aspects (Parsons International Limited, 2001). The
following subsection will elaborate further on the matter.

2.5.4 Oman: A Humorous Culture

There was no thorough research on the cultural aspects of Omanis except for
few observations in other humanitarian fields that studied the Omani culture from
one angle. By assimilating them, it can be said that the Omani culture praises human
beings by building good relationships with others (Al Hajri, 1992). As a matter of
fact, Omanis were known long ago of their good manners as Prophet Mohammed
(blessings and peace be upon him) had narrated in one his hadeeths that Omani
people are not rude and they are friendly as understood from the following verse that

is followed by a translated version (Al Qushairi, 2001):

e]ujulcaﬁ\‘;m&\d}#‘)c_uuduc\_\s:ais\‘_,,_».a‘)o‘)‘)_a‘_,’_j\tp
A Jsnny (A elad o5 paingo grud o all slial G (oa (AN Ss
JJ)) (aLuJA_AGAJSJ\L;mAfU\ d)ﬂ)d@bﬁﬂéﬂj@j&d&\é@
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By Abi Burza (Radiya Allaho Anhu) said: the Messenger of Allah
(blessings and peace be upon him) had sent a man to a neighborhood
of the Arab neighborhoods and they swore at him and beat him. He
returned to the Messenger of Allah (blessings and peace be upon him)
and told him what happened. The Messenger of Allah (blessings and
peace be upon him) said: ((If the people of Oman you had went to,
they would not swear at you nor beat you)).

(Al Qushairi, 2001: 650)

The above hadeeth is a testimony from the Messenger of Allah (blessings
peace and be upon him) about the thematic characteristic of Omani people. All in
all, and on a technical grounding, the Omani cultural aspects could be understood by
the following characteristics:

e Friendliness: Omanis are known for being friendly with everybody. In

fact, it ranked first as the image of Oman in a tourism research holding
43% of the total respondents (PKF Consulting Services, 2000)

e Hospitality: It is a consecrated feeling and duty of any Omani to invite a
stranger to at least have a coffee with him/her implying an excellent
source of conduct with others (Al Mowaiti, 1991; Al Moharbi, 1996)

e Cooperation: Omanis are very cooperative in any mean even with people
they do not know. They might show such cooperation with some sort of
objective or subjective support (Al Ansi, 1991b; Sultan Qaboos
University, 2003)

The above aspects, though not sufficient enough, entails preliminary evidence
that Omanis are very humanistic in nature and despite, there was no serious research
on the cultural characteristics of the Omani society on humor, it was evident that
Omanis had a humorous sense in their lives by observing their daily life activities
(Sultan Qaboos University, 2003). They joke all time on anything and in any
occasion, particularly in large-gathering ceremonies such as "Eid" (Al Ansi, 1991a).
Also, they joke with their families and peers in order to strengthen the bonds among
them (Al Kathairi, 2006). At their work placements, they are known for loving their
jobs and creating their own fun-atmosphere by sharing funny moments and throwing
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silly jokes even with the presence of red-taping and increased bureaucratic practices
(Farazmand, 2002; Al Kathairi, 2006). In short, Omani humor is conceptualized in
the daily chats and poetries that embed silly jokes and anecdotes aimed at forcing
others to laugh (Al Ansi, 1991a; Al Mowaiti, 1991).

In spite of the above argument, it is hard to frame the Omani humorous acts
with what has been stated because it is not yet researched thoroughly. On the other
hand though, and referring to the fact that Oman is a nation with tribal societies (Al
Zidy, 1995; Al Ismaili, 2004), it is quite evident that humor in such societies is
vitally significant to social order because those societies function in a way that
reduces tension and conflict among them, particularly between those individuals who
have competing interest but at the same time must cooperate to accomplish certain
tasks (Collinson, 2002). However, it is also evident enough to state that every region
in Oman has its own cultural set with its underpinning customs and rituals (Al Ansi,
1991b) where, from a jocularity point of view, a joke by an Omani from Dhofar
region might not be accepted by another Omani from Al Batinah region as it might
be misunderstood or simply not appealing enough to be laughed upon. In addition to
the fact that the Omani culture encompasses different cultural and racial backgrounds
(Al Ismaili, 2004), which provides a rich grounding for numerous racial and
discriminating humor. However, it all goes back to the norm that Omanis are used to
these practices though laughing on a racial aspect is a criminal offence by the Omani
law; yet, it is exerted in a very smooth and accepted way. Another significant aspect
of Omani humor is the humor between the two genders. In fact, Omani females as
any Muslim female would decline to joke with a male unless they are known to each
other such as family relations or simply work colleagues. However, it is clear that

the topic would not include sexuality as Islam prohibits such a behavior.

2.6 Sultanate of Oman

Sultanate of Oman is one of the ancient lands of Arabia where early
inhabitants were recorded thousands of years ago and in the form of modernized

cultures of every century and generation (Al Qasmi, 1999). Yet, it was evident
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enough that this rich country of the past, present, and futuristic endeavor would be
standing ahead for many concurrent challenges. Thus, it had plethora aspects that
qualified its strength to reach where it is now and plan for the best in the future
(Ministry of Information, 2008). Nowadays, Oman is standing amongst the
developed and modernized nations in the world which pulled the respect and

appreciation of other nations.

2.6.1 Provincial Distribution

The Sultanate of Oman has a different and a unique shape of regional
structure as Omani tribes scattered themselves along the country in search for food
and shelter which resulted in inhabiting different regions that was known lately as the
Omani provinces (Al Zidy, 1995). These provinces are topographically divided into
the following eight governorates and regions (Ministry of Information, 2008;
Ministry of National Economy, 2006a):

e Muscat: includes the capital area, major cities, and suburban towns in the

governorate

e Al Batinah: includes the western coastal area from Muscat towards the

city of Khitmat Al Milaha and the boarders with United Arab Emirates

e Al Shurgia: includes the eastern coastal area from Muscat towards Bur El

Hakman area
e Al Dhakhilia: includes the central area between the Al Batinah and Al
Shurgia regions

¢ Adh Dhahirah: includes the south-western area from Al Batinah region

e Al Janubia (Dhofar): includes the southern region of the Sultanate

e Al Wausta: includes the area between Al Dhakhilia and Al Janubia regions

e Musandam: includes the isolated area from the country that occupies the

entrance to the Arabia Gulf by the Strait of Hormuz
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The map of the Sultanate of Oman is set in appendix C demonstrating the
eight provinces and other designated cities that come under each region (Ministry of

National Economy, 2006a: 5).

2.6.2 Governorate of Muscat

The Governorate of Muscat is the country's political, economic, and
administrative center. It is the heart of the government and the location of the capital
area and the base of the headquarters of the administrative apparatus of the state
(Ministry of Information, 2008). These administrative bodies include the major state
entities, civil service ministerial entities, and the other public authorities. The
upcoming subsections will elaborate more on the Omani governmental structure and

its underpinning entities.

2.7 The Omani Governmental Structure

The public administration system is a multifaceted process covering a wide
spectrum of mini-administrative bodies that share the same aim and are congruent to
some extent but differ in pragmatism (Mohammed, 2005). That aim, although the
specifics vary from country to another, is viewed in the seeking to improve
governmental performance by emphasizing on customer service, decentralization,
market mechanisms, cross-functional collaboration, and accountability for results
(Page, 2005). However, the fact of the matter that Arab states have a different blend
of protocols and practices, forced by their culture and language (Ali, 1995; Wilkins,
2001), that shapes its public administration system and hence its governmental
structure (Mohammed, 2005). The following subsections will elucidate the Omani
public sector and the underlying organizations that represent it.
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2.7.1 Omani Public Administration Environment

The Sultanate of Oman, in turn, has a unique structure that resembles the
traditional Arab-Muslim management system, covering every level starting at the top
with His Majesty the Sultan and ending up with the normal citizens (Al Zidy, 1995;
Ministry of Information, 2008). The experience that the Omani government had
realized throughout the past three decades justifies the fact that it was successful in
the way it administered the country given the challenges, opportunities, and the
threats (Mohammed, 2005; Al Kathairi, 2006). As a matter of fact, His Majesty the
Sultan had prioritized since the early days of the renaissance to form a government
that could actualize the dream of the modernized Oman (Ministry of Information,
2008) but he was facing a complicated system of many other subsystems that need to
consort with each other in a smooth-cyclical fashion. Hence, it is evident enough to
explore the public management system that Oman had established and according to
Mohammed (2005) the Omani public administration system could be illustrated in

the form of a cycle as it is exhibited in appendix D (Mohammed, 2005: 76).

2.7.2 Components of the Omani Public Sector

Despite the entirety that Mohammed (2005) is providing in his cycle
(appendix D) for the Omani public administration, it is very cumbersome when it
comes to understanding the underlying technicalities of the system-environment.
Yet, His Majesty the Sultan had clearly elaborated his views, on the proper
governmental structure, in the Basic Statute of the State or as named The White
Book (Al Kathairi, 2006). In fact, the Omani government could be easily viewed in
terms of six organizational clusters or entities that support the Sultan and constitute
the actual body of the current government (Ministry of Legal Affairs, 1980). Those
entities are: Council of Ministers, Special Councils and Committees, the Ministries,
Public Establishments, Regional Public Administration, and Public Institutes
(Mohammed, 2005; Ministry of Information, 2008). Figure 2.10 depicts the channel

of order and the communicational protocols among these entities.
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Figure 2.10: The Governmental Structure in the Sultanate of Oman

The previous figure denotes to the fact that His Majesty is the head of the
state and he controls the government through two types of councils: council of
ministers and special purpose councils and committees. These councils are
established and formed by different ministers whom representing their seats upon
their specialties and expertise (Mohammed, 2005). Moving further beneath the
ministries, comes the other entities of the government that the ministries would
control fully or partially based on their significant role they play in the decision-
making of the public organization in each of the three entities (Mohammed, 2005).
For example, a “Wali’ or the mayor of Barka city in the Al Batinah region is directly
reporting the local activities to the minister of interior affairs because he follows the
minister’s jurisdiction, and by the same token, he would report all activities
pertaining to healthcare to the ministry of health and so on. This channel of order
had availed the Sultan and his government to develop every sector synchronously
and thus, the country had developed dramatically till it reached its later state
(Ministry of Information, 2008).
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2.8 The Omani Civil Service Sector

The civil service sector or as simply stated public sector and as opposed to
the private sector, is an environment of people and organizations that work together
under the name of the government to serve the community (Perry and Porter, 1982;
Mohammed, 2005). Yet, it is comprehended that there are many differences between
the two sectors given the characteristics that shape each one (Newstrom et al., 1967)
but the cultural blend does affect the establishment of organizations (Hofstede, 1993)
which means that every nation has its own agenda of running the civil service sector
(Mohammed, 2005). Nevertheless, it is generally accepted by scholars that the civil
service sector is the heart of any governmental structure where executing the civil
service duties is vital enough in attaining the supreme objectives of any nation that
aspires for prosperity (Mullins, 2002; Mohammed, 2005) where any surplus of
revenue over expenditure may be reallocated by improved services or reduced
charges (Mullins, 2002). The following subsections would elaborate more on the
role of the civil service system in the decision making in the Sultanate of Oman,
however, it is much evident to start by a brief preface on the civil service sector in
the Arab World.

2.8.1 Civil Service in the Arab World

The Arab World States are categorized as third world or underdeveloped
countries (United Nations Development Program, 2003) due to the unresponsive
governmental structures towards the dynamic changes and information revolution
upon the current years (Shuhwan, 2001). The fact of the matter is that most of the
Arabian governments are still resuming the classical bureaucratic system in
administration and control (Shuhwan, 2001) and others had blamed the richness of
the culture (Hofstede, 1993; Ali, 1995) which caused such an image. On the other
hand though, and in terms of civil service, Arabian countries had vast experiences in
formulating the regulations and policies, establishing, and administering a sound

civil service structure where the difference is evident in the degree of authority the
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unit is given in order to exercise its autonomy (Mohammed, 2005). Table 2.2 shows

the different civil service entities in chosen Arab countries.

Table 2.2 : Civil Service entities in Selected Arab Countries (Mohammed, 2005:234)

Serial | Country/State Civil Service Body
1 Saudi Arabia | The Council of Civil Service
2 Kuwait The Council of Civil Service
3 Tunisia Public Employees’ Administration
4 Lebanon The Council of Civil Service
5 Somalia Civil Service Administration
6 Morocco Public Employees” Administration
7 Jordan Civil Service Diwan
8 Sudan Ministry of Public Service & Administrative Renovation
9 Egypt Central Institute for Organization & Administration
10 | Oman (Ministry of) Civil Service (Council)

For the purpose of the research, it is advisable to focus the argument on the
Arab Gulf states as the Sultanate of Oman is one of them. Hence, the Arab Gulf
states share much of the culture in the Arabian Peninsula (Wilkins, 2001) which led
into a common trend towards the dealing with the civil service sector in each of the
six states besides the other neighboring Arab countries in the Middle East
(Mohammed, 2005). From a philosophical perspective though, Arab management
theories, practices, and organizations are products of the contemporary Arab-political
environment (Ali, 1995) where the social and governmental matters were taken into
consideration as a significant sector since the end of the fifties from the last century,
particularly, when Great Britain had decided to withdraw from the Gulf States (Aukil
and Zakarya, 1998; Al Badwawi, 2007). This denotes to the fact that Arab Gulf
states as other Arab states were also affected by the western schools of bureaucracy
or the indulgence into a vague economic or governmental structures such as
communism, socialism, or radicalism or even federalism (Aukil and Zakarya, 1998;

Gardiner, 2008). However, it is undoubtedly accepted that the civil service sector in
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Arab Gulf states was affected by the political, economic, and cultural aspects of the
existing milieu that shaped the civil service practices, with its necessary

amendments, till today (Mohammed, 2005).

2.8.2 Civil Service System in Sultanate of Oman

The civil service system in the Sultanate of Oman is constructed through the
interconnectivity among the three main entities; civil service council, ministry of
civil service, and civil service law (Mohammed, 2005; Shaiban, 2008). These
entities share and execute the civil service practices, and establish and develop the
policies and regulations that control such a sector (Mohammed, 2005). In a nutshell,
it could be viewed as two bodies interact reciprocally within a set framework where
the ministry of civil service is working together with the civil service council under
and within the guidelines of the civil service law. Figure 2.11 illustrates the
relationship among the three main entities in the civil service sector and followed by
an elaboration on each entity and the underlying technicalities in separate

subsections.

CIVIL SERVICE LAW

CIVIL
SERVICE COUNCIL

MINISTRY
OF CIVIL
SERVICE

Figure 2.11: The Omani Civil Service Milieu
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2.8.2.1 Civil Service Law

In the early days of the renaissance, there were few regulations and laws that
determined the administrative levels and their rights under the law (Shaiban, 2008).
This was carried on till the year 1975 where the first Royal Decree was issued to
specify and demonstrate the civil service bodies and practices in the country and it
was named “The Civil Service Law” (Dewan of Judiciary, 1975). However, and due
to the dynamic nature of the society which entails a continuous attempt to reiterate
and amend as necessary, and hence in 1980, another Royal Decree was issued to
affirm the required changes (Shaiban, 2008). Till that time, the civil service charter
was included as subsections in the civil service law where in 1984; a Royal Decree
was issued to account for the first executive charter of the civil service law as a
separate regulation that governs the civil service entities till today (Mohammed,
2005). In other words, the civil service law is considered as the framework that
bounds the civil service sector and the civil service charter is a detailed handbook of
all significant technicalities that eases the comprehension and the implementation of
the civil service practices (Mohammed, 2005). Yet, the final amendments to the civil
service law were recognized in the Royal Decree number 120 that was issued in the
28" of December 2004 outlining the following boundaries of the civil service sector
(Shaiban, 2008):

e Basic civil service terminology

e Objectives of the civil service entities

e Job distribution and description

e Recruitment policies

e Employee behavioral

e Assessment policies

e Work benefits

e Work conditions

e After-service conditions

Starting with the base of the law, appendix E lists the governmental bodies
that were mentioned to be acting under the civil service law (Ministry of Civil

Service, 2010) where it is noted that other governmental bodies that have been
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mentioned before (Figure 2.10) were not included in the referred list and that this due
to the sensitivity reasons and the nature of their operation where they are excluded
with a designated Royal Decree (Diwan of Judiciary, 1975; Mohammed, 2005).

2.8.2.2 Civil Service Council

The civil service council is an isolated governmental body that holds the
supreme responsibility for overseeing and developing the civil service sector in the
country (Dewan of Judiciary, 1975; Mohammed: 2005). According to the Royal
Decree number 27 that was issued on the 28™ of June 1975, the first civil service
council was formed with its specialties (Ministry of Legal Affairs, 1980) and it was
accounted under the Royal Court (Shaiban, 2008). Thus, in 1980, the civil service
law had noted that the civil service council should report to the council of ministers
and since then till the year 2002, the council had ran through many changes
(Shaiban, 2008) where according to the Royal Decree number 17 that was issued on
the 2" of March 2002, the main responsibilities and duties of the civil service
council were documented as in appendix F and stating the council league as it should
encompass the following members (Ministry of Legal Affairs, 2002):

e Minister of Royal Court (Chairman)

e Minster of Civil Service (Deputy Chairman)

e Secretary General — Council of Ministers

e Minister of Social Development

e Minister of Legal Affairs

e Minister of Education

e Minister of Workforce

2.8.2.3 Ministry of Civil Service

The Ministry of Civil Service was established with the Royal Decree number
17 that was issued on the 21 of February 1988 (Shaiban, 2008). It is the third
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ministry in significance that comes after ministry of finance and ministry of foreign
affairs as it is held responsible and accountable on deciding and processing all
relative matters that come under the custody of the Omani civil service law
(Mohammed, 2005) that shall be pinpointed as the ideal human resource
management activities but on a wider sector-scale (Al Busaidy, 1999). Those
activities shall be summarized in the following points (Mohammed, 2005):

e Formulating the civil service policies and its follow-up

e Structuring and analyzing ministerial hierarchies

e Analyzing jobs and the remuneration schemes

¢ Planning and executing the recruitment system and the Omanization plan

e Administering the performance assessment system

e Employee training and development

¢ Enhancing administrative communication and employee relations

e End of service, retirement, and pension schemes

e Fostering research on personnel affairs

e Analyzing and archiving records, reports, and statistics

The fact of the matter is that the ministry of civil service exerts all of the
above efforts and responsibilities upon a total number of 118990 Omani and non-
Omani public employees where most of them are clustered in the capital area as it
encompasses the major governmental buildings; the rest of the employees are

distributed among the regions as exhibited in table 2.3.

Table 2.3 : Civil Service Employees by Region (Ministry of Civil Service, 2010: 14)

Serial Region Number of Employees Percentage (%)
1 Governorate of Muscat 31390 26.4
2 Al Batinah 27777 23.3
3 Al Shurgia 16790 141
4 Dhofar 15011 12.6
5} Al Dhakhilia 13745 11.6




71

6 Other Regions 14277 12

Total 118990 100

2.9  Outcomes of Workplace Humor

Humor is beneficial in our lives and in many different ways (Yip and Martin,
2006) and part of our life is spent in our work placements as jobs and duties that have
to be carried on (Barsoux, 1993). Thus, it is viable to emphasize on the plausible
dividends that would be attained when humor is exerted at work. However, there are
costs that have to be incurred when workplace humor is used and not used. In fact, if
managers did not limit humor at work, it could result in hurt feelings, misunderstood
messages, harassment, lower quality standards, and obviously, lower rates of
performance (Duncan, 1982; Leap and Smeltzer, 1984; Glasser, 1994; Fatt, 2002;
Newstrom, 2002). On the other extreme, when humor is controlled, then work stress
would increase along with work boredom and a clear deterioration in the
motivational levels and so on (Duncan et al., 1990; Fatt, 2002). Yet, clearly a
balance is always required in such an attempt (Malone, 1980; Newstrom, 2002) as
the work cultures and its complexities fosters in doing so (Dandridge, 1986). Hence,
humor is crucial in the daily survival of the organization in terms of higher
performance rates but what is the true definition of performance, the following

subsection will shed a light upon.

2.9.1 What is Performance?

Performance, as a word, incorporates different work aspects that made it hard
to define, however, it is much easier understood if it was viewed in terms of purposes
(Schermerhorn et al., 1997; Luthans, 2002). Simply, the real meaning goes back to
what the organization really ought to do. For example, a financial accountant
produces a perfect balance sheet and income statement but knowing that every

organization adopts its own accounting convention might constrain or excel that
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perfection. Thus, the organization goals and objectives are the major borders of how
employees perceive performance, hence, how it should be defined (Martin, 2001).
By the same token, technically many researchers stated the problem of not being able
to measure performance as vague, due to the fact that work performance is not
tangible enough; as a whole, to be sensed in the workplace (Duncan et al., 1990;
Ford et al., 2003). For example, manufacturing engineers define performance as the
throughput of the production line (Hill, 2000), others thought of it in terms of
employee job satisfaction (Martin, 2001). Other attempts were on differentiating the
measuring criterions of performance by grouping them into two clusters that are
technical and contextual; where the first directly measures the technical tasks of the
job whereas the latter resembles the social and psychological context of the person
and the milieu (O'Sullivan, 2009). Nevertheless, as said, the true meaning lies in the
stated determinants by the organization and the most well known ones are as under:

e Work motivation: where higher performance is positively related with the
degree of love and motivation the employees are having towards their job
placements particularly in private enterprises (Ford et al., 2003; Yerkes,
2003); unlike public or civil service entities where it requires incentives in
order to have sound motivational schemes (Jones, 2001) — but it is not the
best idea (Houston, 2000) — and a serious attention towards the work
conditions and environment (Moynihan and Pandey, 2007)

e Absenteeism: where performance should be high if it is reduced
especially the non-excused ones (Fatt, 2002; Ford et al., 2003) and it is
evident to note that the educational level is negatively related to
absenteeism (Ng and Feldman, 2009)

e Stress: where performance is claimed higher when all stress drivers are
kept in the minimum levels (Schermerhorn et al., 1997; Avolio et al.,
1999; Edwards, 2003; Hornblow, 2003)

Despite all that, it had been stated that these determinants are not enough for
understanding performance, particularly, when it comes to people's feelings and
attitudes in their work settings (Ford et al., 2003), thus it requires much deeper
researches in order to formalize it better. For example in the Sultanate of Oman, the
success of any governmental structure is quantified by the level of the attained
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customer satisfaction that are the civilians in this case (Al Hajj, 2013). Thus, it was
always vital to consider quality assurance or total quality attempts in the Omani
ministerial structures in order to boost its performance per se (Al Moharbi, 1996).
However, given all the developmental attempts by the Omani officials, yet it is very
evident to find higher absenteeism among public employees in addition to the
common depression among them creating a de-motivated environment to perform
(Al Kathairi, 2006; Al Hajj, 2013). Other employees on the other hand, still complain
from ample work tasks that created anxiety and developed later on into work stress
(Al Hajj, 2013). Such cases provide an indication for what employee performance
could be other than just to finish the assigned tasks where humor would become a

possible way to enrich performance if explored and proved so.

2.9.2 Humor Affects Performance

As stated in earlier sections of this chapter, Quality of Work Life (QWL)
improves performance in terms of output and work purposes. However, some of the
techniques involved could be misused or misunderstood that will violate the stated
conclusion (Huse and Cummings, 1985). Hence, this notifies to the claim that
exerting humor at work will reduce work performance (Barsoux, 1993; Newstrom,
2002). In fact, almost all humor scholars and behaviorists agreed that humor usage
will definitely affect performance positively (Malone, 1980; Duncan, 1982; Duncan
et al., 1990; Barsoux, 1993, Barsoux, 1996; Avolio et al., 1999; Newstrom, 2002;
Ford et al., 2003; Breeze et al., 2004; Romero and Pearson, 2004; Bakke, 2005;
Romero and Cruthirds, 2006) but none of them provided a thorough documentation
of the statement (Barsoux, 1993; Avolio et al., 1999; Breeze et al., 2004). Instead,
they were satisfied with stating the major benefits of workplace humor which were
also not researched thoroughly on ground. The following are the major benefits of
humor usage as assimilated from literature:

e Act as a vaccination for burnout (Foster, 1978; Malone, 1980; Fatt, 2002)

and effectively reduces daily life and work stress (Barsoux, 1993; Avolio
et al., 1999; Collinson, 2002; Newstrom, 2002; Ford et al., 2003;
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Edwards, 2003; Hornblow, 2003) and counter the drivers of such tension
(Caudron, 1992; Yerkes, 2003)

Create and secure the morale of employees and boosting their spirit
(Duncan et al., 1990; Hornblow 2003; Yerkes, 2003)

Raise work motivation (Ford et al., 2003; Yerkes, 2003) and love
(Duncan et al., 1990)

Kills the effect of tedium and job boredom (Duncan et al., 1990; Starbuck
and Webster, 1991; Aufrecht, 2001; Newstrom, 2002; Bakke, 2005)
Reduce absenteeism (Miller, 1996; Ford et al., 2003; Yerkes, 2003)
Strengthens group cohesiveness and solidarity (Duncan, 1982; Duncan
and Feisal, 1989; Duncan et al., 1990; Aufrecht, 2001) by braking down
any barriers between people (Barsoux, 1993; Barsoux, 1996) and
enriching team work (Fatt, 2002; Newstrom, 2002)

Demonstrates an effective communicational tool, be it from down to up of
the hierarchy or the opposite (Duncan et al., 1990; Barsoux, 1996;
Aufrecht, 2001; Collinson, 2002)

Enables Problem Solving and resolves conflicting matters (Smith et al.,
2000; Newstrom, 2002; Yip and Martin, 2006) where it makes
organizational confusion more bearable and draws attention to areas in
need of management (Barsoux, 1996)

Managing and easing change acceptance (Barsoux, 1996) and reducing its
resistances (Linstead, 1985)

Stimulate and increase employee creativity and innovation at work
(Barsoux, 1993; Barsoux, 1996; Miller, 1996; Newstrom, 2002; Ford et
al., 2003; Ford et al., 2004)

Higher quality of work commitment and performance (Duncan and
Feisal, 1989; Glasser, 1994; Fatt, 2002)
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2.10 Chapter Two Summary

This chapter was structured in two main parts as the first focused on the topic
of workplace humor with its underlying theories and practices that adhered mostly
towards pointing the research gaps that this research is aiming to attempt towards.
The second part though, described the civil service system in Sultanate of Oman
within which the research is going to take place with due importance to the
Governorate of Muscat and its underpinning organizations and processes. The
following chapter will determine the methodology by which the researcher would fill

the pointed gaps.



CHAPTER 3

RESEARCH METHODOLOGY

The upcoming sections will elaborate upon the research methodology adopted
for this study. This research embeds the inductive and deductive approaches, since
the studied topic is new in the organizational behavior and industrial administration
areas, as well as the application ambiance is also different. In fact, this research is
heading towards collecting and analyzing data in order to understand a phenomenon
and develop a theory that requires the testing of hypotheses for which it is obvious to
place this attempt as an inductive and a deductive research approach. By the same
token, there are many other forms of mixing the approaches but it differs in the level
of the application. For instance, at a later section of this chapter, the researcher had
demonstrated the usage of mixed approaches by utilizing different data collection
methods that is termed triangulation but first it is viable to explain the adopted

research strategy.

3.1 Research Strategy

According to the Research Process Onion that was developed by Saunders et
al. (2000), research strategies are particular methods that avail the researcher to
design the collection, analysis, and interpretation schemes for the topic and within
the research paradigm. There are two paradigms in any research attempts and they
are the positivistic view and the phenomenological perspective.
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If the research philosophy reflects the positivistic view in the study, then it
will probably adopt the stance of the natural scientist (Saunders et al., 2000). This
influences the researcher in order to prefer working with an observable social reality
and that the final result of such a research could be in the form of a derived and
generalized law which are similar to those found by physical and natural scientist
(Remenyi et al., 2000). This explains the matter of replication in most of the
positivistic research attempts (Saunders et al., 2000; Scandura and Williams, 2000).
However, it is deemed necessary to notice that the main assumption, under which the
positivistic paradigm is stated, is in the researcher being independent of the subject
of the research entailing no affecting nor affected by it in a case (Remenyi et al.,
2000). On the contrary, the positivistic view was criticized because the world of
business and management is seldom too complicated to be framed in general laws
such as physical sciences (Saunders et al., 2000). For this reason though,
phenomenologists argued that generalisability is not of crucial importance in
business research due to the following two main issues (Gummesson, 2000):

e The dynamism of the business world where every day it should be
expected that something new would happen, which requires a reformat of
the previously resulted principles. A good example of this argument is in
the tendency towards forcing stochastic models in business and
operational research fields as it embeds probabilistic factors (Anderson et
al., 2004)

e Every organization on its own is considered a unique case to be studied
individually and further researchers are as advancements in critical issues
within the topic itself. In other words, there is always a piece of the

research cake for every researcher to have

This proves the usage of such a view in many business researches, especially
when it comes to dealing with humans where different attitudes and behaviors
dominate the final outcome of the research (Gummesson, 2000). Thus, it can be said
that phenomenological paradigm is concerned with the understanding of human
behavior for the participant’s own frame of reference (Collis and Hussey, 2003).

This argument might denote for a while that the phenomenological view is favored
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over the positivistic one because of the business-like research topic. However, this
conclusion is somewhat hazy because the reason for understanding the paradigms is
to examine, challenge, and alter the set assumptions as per the studied case (Saunders
et al.,, 2000). Hence, this would lead to a belief that the assumptions are the
determinants of which paradigm to implement leading to the proper choice of the
research strategy (method). In fact, these methods per se are spread over the
assumptions continuum that was developed by Morgan and Smircich (1980) where
each method would be placed upon its assumptions (Collis and Hussey, 2003).
However, it is possible to have a positivistic method used in a phenomenological
study and vice versa, which means that it is not right to categorize the strategies as
per the research paradigms where it all depends on the set assumptions of the
research topic and the opposing assumptions of the chosen strategy (Gummesson,
2000; Remenyi et al., 2000).

As for this thesis, the study will adopt a phenomenological perspective to
research and herewith deciding to apply a case study strategy on the proposed topic
due to the following reasons:

e The phenomenon of humor is a personal attitude or a reaction that is
unique in its appearance as human beings defer in interpreting what is
humorous or not (Romero and Pearson, 2004; Romero and Cruthirds,
2006) and yet, it gives an indication that it should always be studied in its
own context. Hence, it shall be said that studying the functionality of
humor in essence is a case study

e The civil service system in the Sultanate of Oman is considered a unified
entity with one legal charter that governs the way civil service is running
the country and with determined organizations that constitute the Omani
civil service umbrella. Thus, it shall be said that studying workplace
humor in the Omani civil service system (OCSS) is a case study

e The study of a behavior in a different setting that encompasses different
practices is always unique in its nature and implementation. Thus, it is
evident that researching a phenomenon in a country setting is accepted as
a rich attempt in order to bring about new findings and/or theories that
will not be found elsewhere, and in this thesis though, the researcher will
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study the workplace humor in the Sultanate of Oman which has its special
culture with its own customs, values, and rituals. Yet, it shall be said that

researching within Oman is a case study by itself

3.1.1 Case Study Strategy

A case study is an extended examination strategy where it focuses on a
single, or many instances, in order to develop or exploit theories (Macpherson et al.,
2000; Yin, 2003). In contrast though, the above definition is not truly what a case
study shall provide to knowledge generation. There is another way of
conceptualizing this strategy as a holistic process of data collection, analysis, and
interpretation (Remenyi et al., 2002) which means that a case study research is
especially suitable for studying phenomena that are highly complex and/or embedded

in their cultural context (Macpherson et al., 2000; Verschuren, 2003).

Remenyi et al., (2002) had further illustrated that a case study strategy would
generate information by two approaches that are an evidence collection device or
narrative. The first approach will result in knowledge through ensuring the solid
establishment of valid and reliable evidence where it will be analyzed from either a
positivistic or a phenomenological perspective. The second approach though,
generates knowledge when the researcher is analyzing the studied case through
describing it as a story — or as named a narrative description — within its own context
(Yin and Heald, 1975; Gummesson, 2000).

Case study scholars had reached to an understanding that case studies are not
one type of research strategy anymore; it is a holistic process for generating sound
evidence by examining the main themes of the attempted problem, backing it with
thorough investigations on meticulous details that could and would affect those
themes (Verschuren, 2003). Therefore, it was apparent to the researcher to use a case
study strategy by implanting the two approaches: Evidence Collection Device (ECD)

and Narrative, together in order to cover the application of workplace humor in a
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much wider scale, particularly if it is known that such a matter would bring about
richness to the research attempt (Yin and Heald, 1975). This would be attained when
the subjects were given the chance to talk about their experiences and how it affected
their performance and their work milieu. However, this is constrained by the

implemented type of case study.

According to Yin (1981), there are only three main types that include the
other subtypes that are mentioned in the research methodology literature, where a
case study shall be an exploratory type or a descriptive type or an explanatorily type.
Collis and Hussey (2003) opposed that by generalizing the mentioned types based on
the purpose of the research where they concluded that any research passes through
the four types they proposed (exploratory, descriptive, explanatory, and predictive)
along the research process based on the required thoroughness. Hence, it can be said
that this research attempt is an exploratory research but it does not mean that it will
not describe or analyze the phenomenon of workplace humor in the Omani public
environment. In fact, this study entails descriptive and analytical themes of the
phenomenon under study and under this term, it shall be stated that this research

attempt is also a descriptive and an explanatory types.

To summarize the above and as far as the approaches are concerned, this
thesis will be a blend of the two case study approaches: evidence-collection and
narrative, where the researcher will use collection methods in order to define
evidences and then analyze them accordingly, and backing it by detailed
interpretation of what is going on in the Omani civil service organization as a
particular and an incidental humorous situation. Yet, it is important to shed a light

upon the case study drawbacks and defend them with reference to this thesis.

3.1.2 Defending Case Study Drawbacks

By reviewing the research methodology literature, it was quite evident that

case study strategies were pointed out as the best strategy ever used in business
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research and studies. However, writers had stressed on the inherited drawbacks that
would degree such a significance this strategy would have sought in order to become
the best strategy ever. As a matter of fact, research scholars had agreed on the
following four disadvantages when implementing case study strategies in business
research (Collis and Hussey, 2003; Salkind, 2003; Yin, 2003):
e The history of the working environment will influence the understanding
of the present state that is the research period
e It does not support cause-and-effect links which results in unclear
conclusions
e There is a pretty higher chance of bias in data collection methods and
hence on interpretations

e Generalisability is very limited

The mentioned drawbacks per se, are not applicable in all case study
strategies, and others are able to be reduced in its effect. Therefore, it is crucial
enough to review what has been stated in the literature and bring about the true
drawbacks of the strategy if any. Despite all what was mentioned, the case study
strategy remains the most feasible strategy where it has many powerful techniques
and analytical methods, which for these aptitudes; it became the most popular

method adopted by business researchers (Gummesson, 2000).

As far as this thesis is concerned, the researcher had studied each drawback
and briefly discussed each one respectively by reflecting on opinions from research
scholars and the ambiance that the study will take place within where it had yielded
the following arguments:

e Case studies are focusing on one state of the organization where it will
have its own characteristics, and it is erroneous to generalize on history
having an effect on research (Remenyi et al., 2002). By reflecting on this
study, it is evident enough that the history of any Omani public
organization that is under the civil service law is irrelevant to the research
attempt since the topic is stressing on the usage of humor as a societal
behavior in organizations and these public organizations are taken as

entities in one example; a pool of information-entities in other words. Yet,
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it should be noted that organizations under the Omani civil service system
(OCSS) does not have a history as the word might denote other than the
fundamental royal decrees of the Sultan for the initial establishment and
other few internal laws and regulations pertaining to the work flow,
progress, and development of the organization; where if change is
expected, it would always touch the technical or work related matters and
nothing should be said about employee attitudes. This means that work
and employee attitudes should not change else than what has been stated
in the Omani civil service law that it should always possess perfection in
all ways. It is well documented that social behavior research is not related
to the developmental processes of an organization where it is only
concerned with the detection of such a behavior in a group or a
hierarchical setting (Yin, 2003). Hence, it is quite apparent that
organizational history should not have an effect on the research process in
this thesis

As for the cause-and-effect, it is generally accepted that detecting
causality in researches depends on the research topic itself where one
topic might depend on proving or denying causality in special relations
and another might not (Gummesson, 2000). Even if it was accepted that
there is a degree of causality required, it is not necessary to have it
structured in the research methodology where it always comes in the
interpretations of the assimilated and analyzed information (Yin, 2003).
In other words, proving causality is nothing to do with the research
methodology as much as it is significant in understanding and explaining
the gathered information. This corroborates the notion that case study
strategy is not built on causality mechanisms but it does support it when it
comes to proving the relationships among the studied variables. By the
same token, causality could be the core of the research if it was embedded
in the research questions or stated as a research hypothesis and so on,
which again yields the conclusion that causality has nothing to do with
the methodology in principle. As for this thesis, there are few live
examples of causality in relationships and a major causality matter which
is also the heart of this research attempt is to investigate the relationship

between humor usage and its effect on work performance. The case study
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strategy with its underlying approaches will facilitate in providing the
required data to study the inferences between the humor and each of the
performance determinants stated under the OCSS that is discussed in a
later section

e As for the bias, it shall be asserted that any form of research or even a
human activity will always encompass a degree of bias. For example, a
researcher will be having biased information when capturing evidences
from a poor-memorizing witness and possibly biased conclusions when
reading and analyzing the information subjectively (Remenyi et al.,
2000). Thus, the intention should be to minimize bias as much as possible
or at the worst case, identifying them and admitting them as a limitation
threshold. As for this research, the researcher will triangulate the data
collection methods in order to minimize the bias as much as possible with
special precautions in the interpretation phase as it is discussed later in
this chapter

e As for the generalization, it should be noted that the nature of business
research does not recommend generalization simply because it depends
on the specific case studied, in the specific place and time which might
not be found in another organizational set (Collis and Hussey, 2003).
Thus, the more uniqueness is sought the more inappropriate to generalize
the findings in terms of analytical and statistical restrictions (Yin, 1989).
On the other hand, insights will be provided upon how to generalize in

such research attempts as it is discussed at the end of this chapter

3.2 Data Collection

Data collection is the essence of any research where the effort is made to
produce and accumulate evidences on a phenomenon in order to support the research
findings (Remenyi et al., 2000). Data collection is a systematic plan spread over a
detailed process where the researcher has to decide on the different phases and
methods used as per the research topic. In fact, data collection does not work as an

ideal model for any data set. In reality though, data consists of units of analysis or
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variables in research terms (Anderson et al., 2004) where they are attributes of the
entity that the researcher had chosen as his/her unit of analysis (Ponemon and
Wendell, 1995; Collis and Hussey, 2003). The following subsections would shed a
light on the data collection plan for this thesis along with the arguments on the

underpinning methods and techniques.

3.2.1 Quantitative and Qualitative Data

A guantitative data variable is a numerical attribute of an individual or object
(Anderson et al., 2004) where arithmetic operations could be applied upon (Sprent,
1993). It can take a discrete or a continuous value such as number of employees or
the weight of each of them respectively. On the other hand, when the issues are
related to attitudes or perceptions such as market conditions or management or even
employee performance, the variables are denoted as qualitative where special
techniques has to be implemented in order to convert them into numerical forms
(Scheaffer et al., 1986; Remenyi et al., 2000). This explains why many scholars refer
to qualitative-data research as an approach rather than a collection of tools and
techniques (Morgan and Smircich, 1980). It is vital though, to understand the
importance of having a blend of both data types in any research; that will be
illustrated later in this chapter. However, research scholars have agreed that
approaching a phenomenon from a mixed mode of quantitative and qualitative
perspectives is crucial in boosting the credibility of the outcomes, ultimately, the
knowledge created particularly if the phenomenon is never been approached in more
detail (Birnbaum, 1981; Collis and Hussey, 2003; Bryman and Bell, 2007). By
reflecting on this thesis, the sought data set is a mixture of the two data types and the
researcher will use the following two collection methods corresponding to each data
type:

e Interview (Face-Face): Qualitative

e Survey (Questionnaire): Quantitative and Qualitative
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3.2.2 Collection Plan

The data collection plan for this thesis could be viewed as a chronological
structured process starting with a profound identification of the population and the
studied sample followed by a detailed description of the collection methods and
finally the actual collection act. The presented process is portrayed in appendix G

where each component will be elaborated in the following subsections.

3.2.3 Research Population

The research population is defined as the total components or cases that the
research is intending to derive inference about (Saunders et al., 2000). In business
research namely behavioral studies, the population is usually centered on the
organizational subjects or simply stated as the employees (Saunders et al., 2000;
Collis and Hussey, 2003).

Reflecting on this thesis though, the researcher had decided on the population
that the workplace-humor phenomenon is going to be studied upon as all director
generals, directors, and section heads that serve in the Omani governmental agencies
and that adhere to the Omani civil service law in the Sultanate of Oman. Thus, this
entails the inclusion of all 37 governmental entities that come under the civil service
law, as listed in appendix E (Ministry of Civil Service, 2010). Table 3.1 elaborates
on the total number of Omani employees in the three supervisory levels across the 37

governmental entities.
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Table 3.1 : Supervisory Employees in 37 Governmental Entities
(Ministry of Civil Service, 2010: 38)

OCSS Designation Number of Employees
Director General 240
Director 1368
Section (department) Head 3972
Total 5580

The researcher in reality had studied the defined population from different
perspectives, which will be mentioned in the coming subsection, and had decided to
exclude the following 11 governmental entities from the population set:

e Office of the Personal Representative of His Majesty the Sultan

e Cabinet of the Deputy Prime Minister for Council of Ministers

e Office of Special Advisor to His Majesty the Sultan for External Liaison

e Office of the Advisor to His Majesty for Economic Planning Affairs

e Office of Representative of His Majesty the Sultan

e Tender Board

e Governorate of Muscat

e High Committee for National Day

e Institute of Public Administration

e The Council of Higher Education

e Public Authority of Craft Industries

By the same token, there were few concerns appeared when determining the
above population as it is argued below and followed by a subsection that defends the
shortfalls if applicable.
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3.2.3.1 Concerns on the Population

The defined population has different milestones and limitations as it is tied

with the studied topic and prospected constraints for collecting such data. Yet, the

following arguments were raised:

The researcher had focused on the supervisory levels only and neglected
to study the effect of humor on frontline and executive employees, and
also the higher authorities such as ministers, secretary generals, and the
undersecretaries

The population is defined by the 26 governmental entities without the
mentioned 11 governmental entities that also serve under the Omani civil
service law and few of them are regarded as supreme bodies in the Omani
government

The population could be accepted to be the total 26 entities and the
researcher would sample one entity to research upon and test its
representativeness towards the whole population

The population did not determine the gender type that the research will
take place upon since there are different thresholds when it comes to
observe workplace humor within male and female work-environments
(Leap and Smeltzer, 1984)

3.2.3.2 Defending the Shortfalls

Despite the presented arguments in the previous subsection on few of the

concerns upon the chosen population, the researcher will defend any prospected

shortfall in this research as in the following arguments that are according to the set

concerns respectively:

As for not including the frontline and executive employees in the
population; this research attempt focuses on the concept of usage of
workplace humor by managers within organizations since it is the
determined gap as elaborated in chapter two, where the managers are the
true generators of humor and they could play the devil in not allowing any
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humor to be exerted in the work environment (Malone, 1980; Linstead,
1985; Duncan et al., 1990; Collinson, 2002; Holmes and Marra, 2002;
Newstrom, 2002; Ford et al., 2003; Hornblow, 2003). Thus, this supports
not to include the employees in the research population. Also, as
discussed in the previous chapter, most of the researchers studied
workplace humor from an employee perspective (Duncan et al., 1990;
Cooper, 2005), they concluded that it is apparent to have such activity
since it is part of their daily sarcasm or the window to blow through their
work tensions (Luthans, 2002; Breeze et al., 2004; Watson, 2006) and
that was the cliché in turning the focus to the managers and how they deal
with and within humor in their work milieus. Furthermore, it is also
known that the director generals, directors, and section heads were
previous employees in the same or another entity, which means that the
study will technically have a blend of views on the usage and effect of
humor by the supervisors and the subordinates in the specific entity; and
this supports the decision for excluding the frontline and executive
employees from the population. As for not including the higher
authorities in the governmental entity's structure, the fact that constraints
the decision was that the positions starting from the undersecretary level
onwards are appointed by a royal decree from His Majesty the Sultan
(Ministry of Legal Affairs, 1980; Mohammed, 2005). This means that the
Omani civil service law does not apply for their cases as they follow the
custody of the Diwan of Royal Court with its legal structure and
privileges. Hence, they should be excluded from the population. And even
if it was true to include them in the population; it will not be feasible
enough to reach them for data collection as arranging personal interview
sessions or at least participating in filling the questionnaire will be
cumbersome enough due to the status of their position, the governmental
protocols, and the nature of their work schedules as they are always in
cabinet meetings or with His Majesty the Sultan; this in fact, will cause a
delay in the data collection phase and might raise an issue of bias since
the anonymity condition will not be valid. However, the above argument

does not fully justify the exclusion of the higher authorities since they
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will be partially evaluated upon for their workplace humor usage by the
director generals; i.e. their subordinates
The exclusion of the 11 Omani governmental entities from the research
population was thoughtfully decided since each of them violates the
condition under which the researcher had set the population quality
standards. As for the following nine governmental bodies:
— Office of the Personal Representative of His Majesty the Sultan
— Cabinet of the Deputy Prime Minister for Council of Ministers
— Office of Special Advisor to His Majesty the Sultan for External
Liaison
— Office of the Advisor to His Majesty for Economic Planning
Affairs
— Office of Representative of His Majesty the Sultan
— Tender Board
— High Committee for National Day
— Institute of Public Administration

— The Council of Higher Education

The researcher had decided to exclude them from the population due to
the number of employees each entity encompasses as it starts with 8
employees in The Council of Higher Education and ends with 59
employees in the Tender Board (Ministry of Civil Service, 2010) where
the majority of the employees are occupied in the secretarial and
executive jobs which means that there are very few supervisory positions
to study the workplace humor phenomenon upon. Therefore, it will not be
feasible to include them since workplace humor will not be experienced
in its fullest and expected magnitude which might affect the quality of the
collected data and ultimately the research results. As a matter of fact, the
governmental bodies that are tied with His Majesty do entertain a special
protocol and work conduct which might, in many cases, limit the exertion
of humor in the work milieu too; this pulls on to the work practice that
management does not promote workplace humor due to their claim on the

holiness of the organization and its ethics (Malone, 1980; Duncan et al.,
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1990). As for the Public Authority of Craft Industries that holds 212 civil
service employee (Ministry of Civil Service, 2010), and even though it
follows the civil service system by law, it differs in its functionality where
it is dealt with as a separate governmental entity that has its own
flexibility when it comes to human resource practices and financial
planning and control, and that is due to the nature of the profession that
the entity is responsible about where most of the employees are craftsmen
and craftswomen that are scattered along the regional towns and villages
in the country, practicing and teaching the crafts work to the younger
generations in order to preserve such heritage and culture (Ministry of
Information, 2008). Thus, the number of employees in the supervisory
positions is very limited as observed from the organizational structure and
chart (Shaiban, 2008). In addition that there is a governmental initiative to
transfer the custody of the mentioned authority from the civil service law
to the Diwan of Royal Court that is not yet implemented. Also, the office
of the Governorate of Muscat was excluded from the research population
for the same reasons mentioned for the Public Authority of Craft
Industries with caution to the clear fact that the office of the Governorate
of Muscat does not have more than 5 employees in the supervisory
positions even though the total number of employees is 244 (Shaiban,
2008; Ministry of Civil Service, 2010). Above all, it is viable and evident
enough to exclude the mentioned 11 governmental entities from the
research population. The remaining civil service entities; those are the 25
ministries and the Office of the Minister of State and Governor of Dhofar,
the researcher had decided to include them all together because the
ministerial structure in the Omani civil service system (OCSS) shares the
administrative structure and the law that governs its activities and work
procedures where each employee in any ministry of the 25 is anticipated
to work as affective as being in any other Omani civil service ministry
(Mohammed, 2005). The same concept is applied in the Office of the
Minister of State and Governor of Dhofar. In fact, the organizational
structure of a typical Omani ministry is divided into five supervisory

levels as portrayed in Figure 3.1.
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Minister Royal Decree

2 Secretary
SeesS Royal Decree

3 Director General \

N

Director \

5 Head of Department/Section \

Figure 3.1: The Hierarchy in an Omani Ministry (Mohammed, 2005: 118)

As depicted in the Figure 3.1, the minister, secretary general, and the
undersecretary are appointed by the royal decree of His Majesty the
Sultan. The three downward levels are appointed by the internal
ministerial decrees issued by the minister. Thus, it justifies the inclusion
of the director generals, directors, and section heads of the 25 ministries
and the Office of the Minister of State and Governor of Dhofar as the
research population

As for the option of choosing one entity to be researched and then
generalizing the results across the other 25 entities, and even though it is
feasible from a research methodology perspective; it is not evident for this
research because doing so will decrease the opportunity to have a wider
view of the workplace humor usage in the whole Omani civil service
sector and how it functions given the surrounding aspects. Furthermore, if
the 26 entities are taken all together as the research population, the results
will reduce the effect of sample errors and would provide higher
estimation of the population (Scheaffer et al., 1986; Anderson et al.,
2004), hence, there would be no problem for ensuring generalisability as
it is already built-in. Another important benefit of not implementing the
above proposed option is that including the 26 entities will reduce the

effect of a clustered culture on the workplace humor usage. For example,
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the Ministry of Foreign Affairs is known for employing many Omanis
from the southern part of Oman that is Dhofar and they are handling the
majority of the supervisory positions (Ministry of Civil Service, 2010);
hence, it is clear that if the study only focused on this ministry, the
cultural factors of those employees would affect immensely on the drawn
results which in turn will not be viable to be generalized upon the other
25 entities. Yet, the research population would include the supervisory
employees in the 25 ministries and the Office of Minister of State and
Governor of Dhofar that serve under the Omani civil service law

As for not distinguishing the gender type in the population, this research
attempt does not intend to study the effect of gender on the exerted humor
in work environments because the Omani female employees in the
supervisory positions is about 8.5% of the total number of Omani civil
service employees in the supervisory positions (Ministry of Civil Service,
2010: 39), particularly the three supervisory levels previously mentioned.
In fact, there would be a matter of female perspective on the significance
of workplace humor since females praise work ethics and they consider
fun at work as a prohibited practice that expresses disrespect to their jobs
(Ryan and Kanjorski, 1998); and having them distinguished would raise
the matter to challenge the research assumptions. However, their input in
this matter would be minimal as the researcher had framed the data
collection methods to capture the attempted research questions by
assuming that humor is equally important for males and females. Another
significant matter that could render female hesitance to participate in such
a research is the fear of the topic or the subject of the exerted humor at
work as they might perceive the joke or the action to be sexually
harassing (McGee and Shevlin, 2009) but the researcher had cleared any
signs that might denote to such an idea in the data collection methods and
ensured that the statements question the nature of the workplace humor
used only. Above all, the researcher did not neglect the presence of
female in the research and they will be given the chance to participate
anonymously with due respect to the fact that the effect of gender on

workplace humor is not part of the research assumption since the
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intention is to explore the area and it is hoped to widening this part in

further researches

3.2.4 Collection Methods

Data collection methods are the techniques by which the researcher gathers
the required information on the subject matter (Saunders et al., 2000). As mentioned
in the previous subsections that the researcher will triangulate the data collection
process by using a blend of qualitative and quantitative methods. That is formed
respectively in the interview and survey techniques. The following subsections will

elaborate on each method in detail with regards to the thesis.

3.2.4.1 Triangulation

Triangulation refers to the use of different data collection methods within a
study (Saunders et al., 2000). There are many advantages for using multi-methods in
a research but the following three are the most significant to note on (Gay and Diehl,
1992; Sekaran, 1992; Collis and Hussey, 2003):

e It obliterates the tradeoff between the data collection methods since it
complements the drawbacks of each one resulting in an even effect. A
known example is that the questionnaire questions give much thoughtful
facts about the data than interview questions because of its quantitative
nature whereas the opposite is true when it comes to explain the
phenomenon

e It provides the opportunity to use the methods in different purposes. For,
instance, the use of interview answers in building the questionnaire
questions by focusing on the significant points

e It provides a holistic view of the research by addressing the case from
different perspectives and ways that will build a state of confidence in the

research conclusions. This will also increase the validity
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Therefore, it is important for a business research to implement a minimum
level of triangulation, particularly, when it comes to measure behavioral acts and
organizational culture (Remenyi et al., 2000). As for this thesis, the researcher had
decided to triangulate the data collection methods by choosing two techniques:
interview and survey. However, this research might be criticized for not
encompassing an observational method in collecting data. Yet, knowing the
significance of such a method does not justify its usage in any research where this
thesis cannot implement this method for the following major reasons:

e The collected data will be biased since the personnel in the supervisory
positions will pretend being humorous with their subordinates in order to
show positive results which proves the notion that observations are not
applicable for behavioral researches (Yin, 2003)

e The nature of people for not appreciating someone observing their
movements and actions, which could make it very hard on the researcher
to continue data collection

e It is usually regarded as time consuming, which means that it could take
years to reach the conclusions (Saunders et al., 2000) and this thesis is
constrained by time as it is a postgraduate research project that has to be

submitted in due time

3.2.4.2 The Interview

Interviews are associated with both the phenomenological and the positivistic
research methodologies (Collis and Hussey, 2003). Simply defined though, an
interview is a purposeful discussion between two or more people where the intention
is to gather valid and reliable data that is relevant to the research questions and
objectives (Collis and Hussey, 2003; Thomas, 2003). This definition characterizes
interviews as a qualitative data collection method and it also includes all discussion
types. There are two types of interviewing activities: an interviewer will either
interview individuals or a group. The first is called face-to-face interviewing and the

second is named a focus group interviewing (Saunders et al., 2000).
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Face to face interviews are the classical interviewing activity in any research
attempt where the researcher is directly asking the interviewee for his/her views on
preset queries on a specific notion (Poundstone, 2003). The researcher must identify
the important characteristics for his/her interview sessions to be successful in
collecting the required information where special precautions must be taken into
consideration. As for this thesis, the researcher planned the meetings three weeks
ahead of the interviewing day by corresponding with the sampled interviewees in
order to assure anonymity and strict confidence. The plan was to have 30 randomly
chosen interviewees from all supervisory levels that are representing the
governmental entities. In order to minimize interview bias, all interviews were held
in the offices of the interviewees in the early working hours in order to ensure full

attention and sound answering.

From a technical point of view, the interview questions are not open-ended
type or the leading-the-interviewee type. Also, strenuous efforts were exerted to
avoid unnecessary jargon and the researcher provided a clear explanation of the
words that the interviewee happened to ask about. The interview questions are
formed by adopting a critical incident technique where the interviewee was asked to
elaborate and reflect upon an incident that he/she had experienced humor in with a
close attempt to the research questions and the underpinning questions where
information is derived and referred upon. A synopsis of the interview questions is

exhibited in appendix H.

Furthermore, the questions were stated in a clear form with one tone avoiding
any nodes or smiles that could distract the interviewee or mislead him/her in the
meaning of the questions. Finally, to note that the interviewer did not take notes
whilst interviewing, the researcher instead used a tape recorder to record the session
and that was after taking the permission from the respective interviewee. This act
was very beneficial since the interviewer had the chance to concentrate on the
questions and how to state them. It was also useful in terms of giving the opportunity
to hear the answers over and over, which helped in documenting the information and

verifying the notes after the interview session. Last but not least, interview-generated
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information was carefully addressed such that the effect of bias would be reduced to

the least level possible.

The other interviewing type is the focus group which is also a useful

qualitative data gathering approach (Fielding, 2004) that takes advantage of

structured interviewing techniques but performed in a group setting (Hartman, 2004).

From a methodological perspective though, the focus group technique is associated

with a phenomenological research paradigm (Collis and Hussey, 2003). However, it

is not applicable for this thesis and the researcher had decided not to utilize the

method for data collection due to the following reasons:

Given that the intention of focus group interviewing is to encourage
members to discuss and argue about a shared opinion or situation (Calder,
1977; Hyden and Bulow, 2003), this research attempt is having a rigid
challenge in implementing it because it will be difficult to assure the
involvement and participation of everyone in the session; notably if they
were from different ministries. For example, if the focus group interview
session had a blend of interviewees representing the three supervisory
levels, it would cause an opinion bias since head of sections might not
participate in the discussions due to the feeling of degrading themselves
in front of director generals or directors in the same session

Difficulty in gathering the group members around one table due to the
different time schedules of the Omani employees in the supervisory
positions. Hence, it will be cumbersome to have all participants in the
session particularly the director generals where if the attendance is not
enough, the result of the discussion might not be evident enough on the
topic and it could generate a biasing factor during the discussions,
especially when a tendency towards an aspect is sensed that will deprive
the discussion from the opposing views

The topic of this thesis is about a universal language that every nation
comprehends, and there is no use of raising a discussion among people
who personally believe or pretend to believe in the significance of humor
in their lives but they differ in the proper situation to exert it within
(Duncan et al., 1990). Thus, every Omani member on the focus group
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panel will end up emphasizing on the same matter and would hide the
proposed critique just to appear with a suitable consent on the main issues

raised during the session

3.2.4.3 The Questionnaire

A questionnaire is referred to all techniques of data collection in which each
person is asked to respond to the same set of questions in a preset format (Saunders
et al., 2000). It is very useful for quantitative, qualitative, and structured information
that arithmetic operations could be applied upon (Bartunek et al., 1993). In fact, there
are many types of questionnaires but the most widely used types in business research
are (Sudman and Blair, 1999; Saunders et al., 2000; Granello and Wheaton, 2004):

e Online questionnaire

e Postal questionnaire

e Delivery and collection questionnaire

The researcher will adopt the delivery and collection questionnaire type due
to the flexibility it avails in many aspects. A notable instance is that this type ensures
a response from the responder, especially, if the survey is held within a closed
environment such as an organization where the researcher will correspond with the
higher authorities in each governmental entity in order to utilize their influence in
getting the questionnaires filled at the most possible way and within the specified
time frame. Notably, if they know that the topic is unique and they had never come

across such a serious research attempt.

As for the questionnaire statements, the questionnaire is designed to capture
the humorous moments and usage by the personnel in the supervisory positions in
each governmental entity; Along with questioning their thoughts on some of the
concepts in the field of workplace humor and its applications. Thus, the statements
address the personal attitudes, beliefs, behaviors, and attributes of the responders on
the subject matter. The listing of the statements is intended to develop a passion in
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the responder since he/she is experiencing a special character of him/herself that had
never been approached yet and this clarifies the reason behind not starting the
questionnaire with an icebreaking question. Furthermore, the chronological structure
of the statements is intended for building such an enthusiastic milieu while
answering the questions (Scheaffer et al., 1986). For simplicity though, an Arabic
translation of the statements is provided in order to ensure clear understanding of the

statements. A specimen of the questionnaire is exhibited in appendix I.

The statements are developed to address the research gaps and reflect the
research questions and justify the raised matters in the theoretical framework of this
study that is exhibited in appendix B. There are statements that would be elaborated
further in other statements and other ones would be just to test the validity of the
questionnaire. The following points will elaborate the source of each statement and
the relationships with the other statements where the numbers within the brackets
corresponds with the number of the statement in the questionnaire that is exhibited in
appendix I:

e (1) This statement is made in order to build rapport with the responder

and to place him/her in a pleasant milieu when attending the questionnaire

e (2) This statement and statement number 3, 4, and 6 are derived from the

humor styles questionnaire that was established by Martin et al., (2003)
where the responses will note on the affiliation activity that humor builds
e (5) This statement is intended to nourish the research with the fact that
Omani people are humorous by nature

e (6) Besides what was stated in statement number 2, Ford et al., (2003)
had emphasized that one of the ways to spread humor at work is by
sharing the good moments with the subordinates
e (7) This statement is a leading statement towards attending statement
number 8

e (8) Scholars had emphasized that humor does exist in public
organizations but it is part of the unofficial realm of the public
administration (Linstead, 1985; Aufrecht, 2001). This was evident in a
research that was carried by Holmes and Marra (2002) where they found

that the governmental agencies were the least in expressing clear humor
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in their work environments. Thus, the appropriate method for exploring
such a behavior in an organization is by asking direct questions whether
humor exist or not. This statement justifies the query for the possibility of
having humor in Omani public sector organizations and it is the opening
statement for upcoming ones that clarify that usage

(9) Management scholars had stated that humor is not allowed at work
because management denies its significance where they emphasized that
it affects in disrespect from the subordinate towards his/her superior
(Malone, 1980; Duncan, 1982; Fatt, 2002; Newstrom, 2002). Hence, this
statement would set the base for questioning the opinion upon statement
number 10. Statement number 11 is another form of statement number 9
and it is intended to test the validity of the responses

(12) This statement is a more specific form of statement 9. It question's
the acceptance of humor from the subordinate towards the superior since
some employees make their bosses as the butt of their silly jokes in the
organization (Duncan and Feisal, 1989; Barsoux, 1993; Barsoux, 1996).
In fact, this statement directly corresponds with the self-defeating humor
style as proposed by Martin et al., (2003) that attending to it would give
an indication of how much self-defeating humor style is used by Omanis
in the public sector

(13) This statement question's the use of self-enhancing style of humor
established by Martin et al.,, (2003) and emphasized by Romero and
Cruthirds (2006). It also enriches the research with a profound technique
of handling stress in the Omani public organizations

(14) According to Leap and Smeltzer (1984), any organization would
expose some sort of racism due to the use of humor within the work
environment particularly when diversity is the major theme of the
organizational culture. Sultanate of Oman has a unique blend of cultural
and ethnic backgrounds where there are four ethnic groups that are
Africans, Persians, strong-tribe Arabs, and weak-tribe Arabs
communicating in nine different dialects (Al Ismaili, 2004). This
statement would enquire the possibility of having humor at work within
the Omani ministerial environment given the different ethnicities that
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form such a culture. In fact, the statement is derived from the work of
Martin et al., (2003) on his humor style questionnaire as the statement
refers to the aggressive style of humor

(15) Workplace humor scholars had emphasized that humor at work
would take many forms starting from simple verbal conduits to off-office
activities such as parties (Duncan et al., 1990; Cooper, 2005) but nothing
was noted that technology could become a medium of humor at work
such as mobile phones where funny text messages would become a rich
source of workplace humor. This statement will justify the significance of
the mobile technology in spreading humor at the Omani public sector
agencies. Statement number 18 and 19 also denotes to the same concept
but with different technologies as it is also used as media for spreading
humor at work (Ford et al., 2003); these statements are intended also to
explore the most used media for humor in the Omani public organizations
(16) Sexuality is a trivial topic that workplace humor shall not neglect but
it differs on how people accept it between themselves (Duncan et al.,
1990). In fact, women find sexual humor more offensive than men
whereas men prefer sexual humor more than women (Romero and
Cruthirds, 2006). Yet, it depends on the cultural and the religious
background of the work setting. In this research though, Sultanate of
Oman is an Islamic country where religion governs much of the behaviors
and attitudes of Omanis and thus, the question is upon the acceptance of
embarrassing humor namely sexual humor under the premises that Islam
prohibits such humor. Martin et al., (2003) stated that this type of
acceptance determines the aggressiveness of humor as aggressive humor
is a proposed style of humor. This statement would provide an indication
of how much subordinates accept embarrassing humor from their
superiors

(17) This statement is aimed at justifying the notion that management is
the true source of humor in the organization as noted by many researchers
(Malone, 1980; Linstead, 1985; Duncan et al., 1990; Glasser, 1994;
Collinson, 2002; Holmes and Marra, 2002; Newstrom, 2002; Ford et al.,
2003; Hornblow, 2003)
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(20) This statement is an advancement of statement number 9 and another
form of statement number 12 where it justifies what behaviorists stated
that employees like to joke about their bosses

(21) Researchers had emphasized that humor is an important trait for
today's managers in order to become successful in what they manage
(Malone, 1980; Duncan et al., 1990; Shearer et al., 1998; Collinson,
2002). Thus, this statement will provide an indication of how Omanis
view humor in terms of a managerial trait

(22) This statement contributes to the theme that builds the self-enhancing
humor style that was proposed by Martin et al., (2003), which also
supports statement number 13

(23) As mentioned in the literature that it is perceived that managers do
not support using humor because of many reasons (Ford et al., 2003), the
position or the designation denotes to a situation that the person perceives
being a person who shall accept humor or not (Barsoux, 1993). This
statement justifies the humor-by-situation theory but in terms of the
occupation that the responder's supervisor is filling

(24) This statement is a specific application of statement number 23 as it
denotes that the subordinate would accept humor just because of his/her
boss

(25) This statement supports the humor-by-situation humor as it measures
the director generals, directors, and the section heads who agree that
humor is exerted at work only if there is a materialistic return from their
superior's perspective

(26) This statement determines the total number of the Omani public
managers formed in the director generals, directors, and section heads
who use humor at early morning. It supports the humor-by-situation
theory since it denotes a time situation

(27) This statement will provide an indication of how many Omani public
managers formed in the director generals, directors, and section heads in
the ministries do exert humor with subordinates while they are working
leading to a firm conclusion of how many use humor at work in full. In

fact this statement with statement number 32 provide a strong base to



102

support the need-for-fun theory as the two statements cover the whole
timeframe of the person

(28) This statement aims at justifying the opinions of the responders
towards their superiors on the need-for-fun theory as Glasser (1994)
emphasized that the ultimate need that a human being ought to fulfill is
fun regardless of any place or time constraint

(29) According to Ford et al., (2003), 60% of the managers agreed that
they do not use humor because they are afraid of being misunderstood by
their employees. Thus, this statement would explore the opinion of Omani
director generals, directors, and section heads upon using humor in an
inappropriate time that it would be misunderstood by their subordinates.
In fact, this statement supports the humor-by-situation theory and
documents its stance. It would avail in giving an indication of resistance
to use humor at work and would support the arguments that would be
generated from the interview sessions too

(30) Humor is a strong weapon to reduce stress (Barsoux, 1993; Avolio et
al., 1999; Yerkes, 2003) and it works well when employees are under
intense work stress (Shearer et al., 1998). Yet, this statement supports the
humor-by-situation theory where humor is observed as an effective tool
for handling and reducing stress at work

(31) This statement contradicts indirectly with statement number 28 and
29 as the aim is to determine the opinion of the Omani public managers
formed in the director generals, directors, and section heads in the
ministries towards their superiors that agree upon using humor in leisure
time not during work per se. It supports the humor-by-situation theory
and gives an indication of how many would support it or not. Statement
number 35 is a more specific leisure time situation as tea and/or coffee
breaks are rich sources of organizational humor among employees

(32) This statement determines the opinions of the Omani public
managers formed in the director generals, directors, and section heads in
the ministries upon the argument that humor should always be used in the
work environment regardless of the appropriateness of the situation. This

in fact supports the need-for-fun theory and statement number 39 assures
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statement number 32 and test's the true opinion of the responders about
their superiors towards the mentioned theory

(33) This statement supports the humor-by-situation theory as the
disagreement towards a matter could be stated using humor (Barsoux,
1996). This supports the power of humor as a profound communicational
tool in the organization (Romero and Cruthirds, 2006). Thus, this
statement would provide an indication of the opinion of the Omani public
managers formed in the director generals, directors, and section heads on
communicating critique to their superiors without creating any hassles
(34) According to Martin et al., (2003), using humor to get to know
others is a method of an Affiliative humor style but it justifies the concept
of situation since humor was only used for a certain purpose in a certain
time and place which means it is tied with a situation. However, Barsoux
(1993) had elaborated on this matter from the purpose point of view. Yet,
by attending this statement, a good indication would be provided to
explore the humor-by-situation theory in the Omani ministries and in
terms of a specific purpose

(36) Aggressive humor is tied with reasons that foster such an attitude
(Martin et al., 2003; Romero and Cruthirds, 2006) that means that humor
is exerted at work when there is a reason to do so which refers to a
situational scheme. Thus, this statement supports the humor-by-situation
theory by referring to the Omani public sector as the field of study

(37) Workplace humor is usually referred to being initiated and exerted in
meetings (Barsoux, 1993) and it is regarded as a double-edged sword
when it comes to know what humor is accepted in meetings than the
unaccepted one (Revell, 2007). Yet, this statement justifies the humor-by-
situation theory as organizational meetings are observed as specific
situations

(38) Management scholars had emphasized that humor is a very powerful
tool for communication where it is useful in communicating filtered
information to the management especially when things go wrong
(Barsoux, 1993; Barsoux, 1996; Romero and Cruthirds, 2006). Thus, this

statement justifies the humor-by-situation theory as humor is explored as
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a method that is used in a specific situation which is hiding work
problems

(40) Holmes and Marra (2002) made a serious attempt in quantifying
humor at work for the purpose of comparing its usability among different
work sectors where they justified humor usage by adopting signs and
nodes that denote humor and they counted those signs as a proportion of
100 minutes from the total attempted session. Another view to
guantifying humor was proposed by Cline et al., (2003) where they
grouped the activity of humor in three simple groups that are: low,
moderate, and high. Likewise, McGee and Shevlin (2009) had grouped
the usage of humor in three levels but they called it: good sense of humor,
average sense of humor, and no sense of humor. In this research, the
work of Holmes and Marra (2002) shall be adopted but in a more direct
way and that is by adding the ideas of Cline et al., (2003) and McGee and
Shevlin (2000); the statement would allow the responder to choose the
proportion that represents the amount of humor that his/her superior
exerts with him/her. It is viable to note that the meaning of humor is
already understood by the preceding statements that explores and explains
humor in addition to the fact that humor is an obvious behavior among
human beings and there is no need to explain it more in the questionnaire

(41) According to Duncan et al., (1990), humor at work would spread
love and solidarity among the employees which will result in them loving
their work more and this would be expressed in terms of higher work
motivation. Statement number 46 emphasizes on the effect of humor upon
work motivation

(42) This statement is another form of statement number 68 but it is more
specific in terms of the performance criterion. The criterion should
measure the absenteeism rate not commitment to duty hours. Scholars had
stressed on the result that humor firmly reduces absenteeism (Miller,
1996; Ford et al., 2003; Yerkes, 2003) without referring it to duty-hour
commitment. However, this statement is comprehended as commitment to
duty hour since no one would imagine the meaning of fully being absent

from work without a valid reason; at least in the Omani public sector.
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Nevertheless, this statement would work good enough to ensure research
validity

(43) This statement is an implementation of statement 59 where statement
45 and statements 50 to 68 are driven from the 20 performance criterions
for director generals, directors, and section heads that are adopted by
Ministry of Civil Service in Sultanate of Oman (Ministry of Civil Service,
1992). The research attempt is to measure how many responders do
believe that humor which is exerted from their superiors affect each of
those 20 performance criterions. Statement 65 will be elaborated upon
further

(44) This statement is the result of statement number 48 and 62 where
accepting authority means accepting change within the work environment
and with less resistance. In fact, behaviorists had stated that humor at
work eases change acceptance (Barsoux, 1996) and it is effective in
reducing its resistance at the work environment (Linstead, 1985). This
statement shall function as a validity assurance statement

(46) According to Yerkes (2003), humor at work raises work motivation
since it creates a good atmosphere and love among work groups (Duncan
et al., 1990; Hornblow, 2003). This statement is a result of statement
number 41 which supports the notion that having a higher quality of work
life leads to improved work motivation and having the latter raised results
in improved levels of work productivity (Huse and Cummings, 1985)

(47) This statement is a result of statement 41 and statement 46 as loving
work leads to higher motivation and when the employee is motivated then
he/she would obey whatever order that comes from his/her superior such
as working off-duty hours particularly when their relationship is very
strong as statement number 62 question's

(48) This statement is a specific form of statement number 62 as it is an
embedded action where accepting authority is an ideal representation of
the strength of the relationship between the superior and the subordinate.
It is in fact, a statement that verifies the validity of the respondents for

statement number 62
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(49) This statement is another form of statement number 52 and it is
referred as a testing statement for validity

(65) This statement is tied with statement number 57 as it is part of it in
the performance appraisal form that is adopted by the OCSS (Ministry of
Civil Service, 1993). Yet, it is evident to distinguish between handling
responsibility and working without direct control or supervision, which
refers to work autonomy. Hence, it is significant to segregate between the
two meanings in order to evaluate the true effect of humor upon each
criterion

(69) This statement corresponds with the notion that management
scholars had emphasized upon that workplace humor would positively
affect performance (Malone, 1980; Duncan, 1982; Duncan et al., 1990;
Barsoux, 1993, Barsoux, 1996; Avolio et al., 1999; Newstrom, 2002;
Ford et al., 2003; Breeze et al., 2004; Romero and Pearson, 2004; Bakke,
2005; Romero and Cruthirds, 2006). Thus, it supports the general theme

of part three of the questionnaire

A notifying point would be raised here is that this research might be criticized

for not adopting the online questionnaire type or as recently named: cyber panels

(Sudman and Blair, 1999), since all concurrent business researches and institutions

must accommodate a degree of information touch in order to be referred as a sound

research act (Sudman and Blair, 1999; Remenyi et al., 2000; Granello and Wheaton,

2004). However, it can be argued that this research cannot implement an online

questionnaire method due to the following concerns:

An online questionnaire is addressing a large sample size where there is
no-replies threshold such as national census and household projects
(Sudman and Blair, 1999), unlike this thesis where the sample size is
considerably moderate and controllable with a built-in system for
ensuring higher responses as stated earlier

Even if the sample size is considerably large enough, the majority of the
responders lack the ability to respond (Yu and Cooper, 1983) because
simply they are not technology literate or hesitate to use computers — as in

the Arab world — where it may cause in not being able to enter the correct
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answers other than being able to use the computer itself and this is evident
particularly in well designed questionnaires (Granello and Wheaton,
2004)

e The nature of the research topic where it requires a serious attention by
the responder and the online questionnaire is usually neglected as a
deleted email (Granello and Wheaton, 2004). This is a fact in many of the
Arabian governmental agencies (Al Kathairi, 2006)

e Even if the email was viewed, there is always the societal concern about
privacy that would hinder the responders from opening a strange
electronic mail asking for his/her opinion on a topic (Sudman and Blair,

1999), which will be dragged later into the trash icon

3.2.4.4 Pilot Test

Pilot testing is referred to the notion of testing the research collection
methods in terms of the set questions in order to pinpoint any typing or irrationality
errors (Collis and Hussey, 2003). There are several ways to pilot the questions,
however, and from a technical perspective, this thesis does not require any pilot
testing for its data collection methods mainly due to the following reasons:

e The interview questions were already tested since the researcher had

adopted the interview questions used in a previous research on a similar
sector and a work setting as it was pilot tested then (Al Kathairi, 2006).
And for further prospected questions, the researcher had tested them with
peer colleagues and friends to assure synchronous flow, consistency in the
questioning activity, and detecting any errors if any, particularly after the
adoption of the critical incident questioning technique

e The questionnaire statements excluding the last part — humor and

performance relationship — were already tested since the researcher had
adopted the questionnaire that was tested and used in a previous research
which in fact proved its effectiveness in collecting the required data (Al
Kathairi, 2006). However, the researcher had amended and added few

statements that fit the thesis work-setting as it is geared towards the whole
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governmental sector in the Sultanate of Oman formed in the Omani civil
service system (OCSS) as one entity, in addition to the sought
perspectives of how to evaluate the management behavior

e The last part of the questionnaire that reflects the relationship between
workplace humor usage and work performance, was already tested since
the performance determinants are established by the Ministry of Civil
Service in the Sultanate of Oman (Ministry of Civil Service, 1992).
Hence, the hypothesis are built on a preset performance criterions under
the Omani civil service law, which are used and implemented as an

annual official practice by all governmental authorities and agencies

Despite the above argument though, and in order to ensure perfection in such
a research attempt, the researcher had tried the questionnaire in its final format on
few friends to review and check on the content, structure, timing, and to determine
any errors if applicable; particularly the statements that determines the effect of
workplace humor on performance as the collected data shall be used in a statistical
test.

3.3  Sampling Strategy

Sampling is the most important step in any research as it is the heart of the
whole game. As a matter of fact, sample selection is a fundamental element of a
positivistic study (Collis and Hussey, 2003). However, it is equally important,
though, to select a sample in attempting a case-study strategy as a phenomenological
study where the researcher shall carry special qualitative and quantitative methods
(Saunders et al., 2000) as in this thesis. Yet, the following subsections will
emphasize on the major concerns of the sampling strategy for this thesis and its

underpinning sample propositions.
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3.3.1 Sampling Techniques

Sampling per se is meant to be the act of determining the sample from a
defined population (Dash and Berenson, 1969; Scheaffer et al., 1986). There are
many types of sampling techniques that it could be classified into different sets but it
is much easier to understand the usage by categorizing them in terms of the degree of
implementing mathematical and statistical models in sampling. Sampling can be
classified as: probabilistic sampling and non-probabilistic sampling (Anderson et al.,
2004).

The probabilistic sampling strategy determines the sample by using statistical
methods and techniques where the underpinning concept is that the probability of
obtaining each possible sample can be computed (Anderson et al., 2004). It is widely
used with large sample surveys and it is particularly significant in deriving
statements and conclusions about the population by bounding on the sampling error
and structuring its confidence (Bailar, 1997; Anderson et al., 2004). On the contrary,
the non-probabilistic sampling strategy does not need such statistical methods in
order to determine the required sample. It depends on the level of experience of the
researcher and how he/she understands the studied area. This is because the
researcher is heading for lower expenses and wider accessibility (Lynch, 1999; Collis
and Hussey, 2003).

It was mentioned in previous sections of this chapter that the defined
population will be reconsidered by excluding few governmental entities due to
mentioned reasons. For which the researcher decided to use the non-probabilistic and
probabilistic methods to determine the required sample. In this term, the sampling
strategy shall be understood in two stages. The first stage is by using judgmental
sampling in determining the employees who serve in the three supervisory levels in
the governmental entities that are within the Governorate of Muscat. The second
stage is by using a stratified sampling technique to sample from the three supervisory

levels. The following subsections will elaborate more on each sampling technique.
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3.3.1.1 Non-Probabilistic Sampling

No doubt that plethora researchers prefer probabilistic sampling techniques ,
particularly in public sector implementations (Bailar, 1997), for its stronger base in
defending the results (Ponemon and Wendell, 1995); however, the trend in business
studies fostered researchers to adopt faster and cost effective sampling methods in
order to yield acceptable population coverage, higher response rates, and data quality
(Sudman and Blair, 1999; Allen, 2008), where judgment sampling came on the
research surface nowadays. It is said to be done when the researcher who is
knowledgeable on the subject of the study selects sampling units or components that
he/she feels are most representative of the population (Ponemon and Wendell, 1995;
Anderson et al. 2004). In other words, the researcher judges on which component to
include in the sample based on his/her experience on the research subject.
As for this thesis, the researcher decided to adopt the judgmental sampling
strategy due to the following reasons:
e This study had adopted the phenomenological research paradigm where
behavioral sciences does entertain non-probabilistic sampling techniques
(Lynch, 1999; Collis and Hussey, 2003)

e The case study research-strategy does not support the normal logic of
sampling which is used considerably in explaining a phenomenon (Yin,
2003); instead, it is much evident to adopt a sampling method that fits the
case study strategy with its underpinning assumptions and judgment
sampling is one to be considered as such

e As mentioned previously that this research attempt is an exploratory study

and judgmental sampling is very beneficial and significant in such
intention (Sudman et al., 1988; Allen, 2008) since it simplifies the way
we handle the data and facilitates control as it determines particularly
what is required in order to understand the phenomenon under study and
by focusing on the applicable data sources (Allen, 2008)

e The case study aspect of the research grounding as being a governmental

or a public sector where judgmental sampling is most appropriately

preferred and adopted in such researches (Allen, 2008; Lo et al., 2009)



111

e The research topic — workplace humor - is seldom in management
practices and relatively new in the literature which fosters any research
attempt to address the phenomenon in a way that ensures the best possible
exploration and representation of the reality, where upon that, theories are
constructed and tested in further studies and yet judgmental sampling is

one good sampling philosophy that serves the mentioned purpose

By reflecting on this thesis, the judgmental sampling shall be viewed in the
form of the bounding of the population by the geographical area of the Governorate
of Muscat. Recall that the real population is the collection of all director generals,
directors, and section heads that serve under the Omani civil service law in the whole
country within the 26 governmental entities that were determined in subsection 3.2.3.
However, and due to the mentioned concerns in the previous subsections, the
researcher had chosen to sample out the employees who serve in the three
supervisory positions in the governmental entities that are in the Muscat territory
only. Doing so would entail the exclusion of the following entities:

e The Office of the Minister of State and Governor of Dhofar

e The regional directorate generals and directorates across the country that

follow the custody of each of the 25 ministries

Excluding the above was trivial since it is not within the territory of Muscat.
However, the issue is raised in the matter of the regional directorate generals and
directorates as it might result in loosing richness of the sample and ultimately the
richness of the data itself. The main reason for excluding those bodies was due to the
fact that these regions are considerably far and they are scattered along the whole
country that the researcher is having difficulties to reach every office, directorate,
and directorate general for data collection and doing so would require more effort,
excess time, and extra costs. Even if it was included in the sample, the phenomenon
of workplace humor will not be evident enough in the regional public administration
bodies since every office or directorate, or directorate generals are occupied by
citizens whom are living within the same ‘Wilayat’ or territory which justifies the
fact that humor usage in these regional bodies is not enriched and that is due to the

lack of the cultural diversity which is significant in determining and shaping the
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studied phenomenon in the work milieu (Duncan, 1982; Davies, 2002), and the
researcher is interested to investigate its effect on workplace humor activity and
usage. Thus, the best role model to have a governmental body that encompasses
diverse Omani employees in terms of region, race, and culture is the headquarters of
each civil service entity that is located in the capital city Muscat. As a matter of fact
though, the regional directorates are representatives of the general directorates and
other main directorates that are centralized in the capital area where they follow them
directly for any work activities which makes it infeasible to contact them directly;
And hence, it is evident that these regional bodies lack the organizational structure
that humor is dependent upon since this research is intending to observe the
workplace humor communication along the organizational hierarchy of an Omani
civil service entity, which could be experienced in the headquarters only. Yet, there
IS no state of bias in not including the regional public administration bodies in the
chosen sample other than the fact that they are literally outside the territory of
Muscat. Hence, the sample is the collection of employees who serve in the three

supervisory levels in the 25 ministries within the boundaries of the Muscat area.

By considering the above conditions, it is viable to quantify the chosen
sample but it is not readily available. In fact, it is quite cumbersome to pinpoint the
exact number of employees in the supervisory levels that are bounded in the Muscat
area due to the lack of clear statistics on regional Omani civil service employees in
terms of the supervisory levels. Thus, the researcher had to visit each ministry
individually to verify and collect information on the correct number of employees
who serve in a director general position, a director position, and a section head
position; but with special caution to ensure anonymity, in order to avoid any
prospected bias. Yet, the table in appendix J demonstrates the number of employees
for each ministry in the three supervisory levels. Table 3.2 in the next page though

summarizes the totals in each level for the 25 ministries in Muscat.
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Table 3.2 : Supervisory Employees in 25 Ministries in Muscat

OCSS Designation Number of Employees
Director General 197
Director 812
Section (department) Head 1817
Total 2826

From table 3.2, it shall be noted that the sample size is 2826 employees in the
three supervisory levels in the 25 ministries within Muscat. Yet, by comparing the
sample size with the population that was defined in subsection 3.2.3, it shall be
concluded that the sample provides a good representation of the population as it
constitutes 51% of the total population. This consorts with the fact that the capital
area is occupied by most of the country population. However, the sample size is still
high enough to be seized and yet the researcher had decided to sample out
probabilistically to a level that could be controlled and researched in limited

timeframe. The following subsection will elaborate further.

3.3.1.2 Probabilistic Sampling

The determined sample from the judgmental sampling method is too high to
be considered for research even though it is a good representation of the whole
population. That is due to the discrepancies it encompasses whilst data collection; be
it effort, time, or even cost. Thus, the researcher decided to have a smaller sample
that could be researched upon and that is by using a proportional allocation method
of the stratified sampling technique. The chosen sample size is 1500 components and

accordingly, the proportion of each stratum is mentioned in table 3.3 in the next

page.
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Table 3.3 : Stratified Sample Proportions of the Thesis

Supervisory Level Components (%) of Proportional
(Stratum) by Stratum Stratum Sample by Stratum
Director General 197 7 105
Director 812 28.7 431
Section (department) Head 1817 64.3 964
Total Components: 2826 Sample Size: 1500

The main reason for having a sample size of 1500 is its representativeness of
the first sample as it constitutes 53% of the judgmental sample and that is a decent
representation of it. Another significant reason is the fact that it is not always
guaranteed to have high response rate from an Omani public sector organization as it
is known for neglecting questionnaires and many times denying to participate in any
research attempt from the beginning. The researcher, in fact, had consulted a
researcher from the Institute of Public Administration who advised to have a sample

that is high enough to ensure higher responses because of the mentioned reason.

3.3.2 Sample Proportions by Method

The sample will be split into two parts that corresponds with the research
collection method. The researcher had decided to have 30 interviews in order to
reach the minimum number of components that avails for statistical analysis. Hence,
the remaining will be left for surveying by the questionnaire as the number of
components must be large enough to warrant cross-case tabulations (Yin, 1981).
Table 3.4 in the following page illustrates the components’ split upon the research
method.
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Table 3.4 : Sample Components by Research Method

Supervisory Level Interviews | Questionnaires | Sample by Level
Director General 2 103 105
Director 9 422 431
Section (department) Head 19 945 964

Sample by Method 30 1470 1500

The sample components for the questionnaire (1470) were randomly selected
from the grand statistics of the Ministry of Civil Service. The remaining (30)
components were randomly chosen but by a systematic sampling technique where
the researcher had chosen the 50" component along the list of the 1500 components

and starting from the first as the chosen one and onwards.

34 Data Analysis Structure

Data analysis will be discussed and elaborated further in the coming chapter
but it shall be notified here that the first and the second research questions, as
mentioned in chapter one, will be analyzed by qualitative and quantitative data
analysis techniques. The attempt is to explore and explain the theoretical framework
of the study as depicted in appendix B by elaborating on each stage of it. By
embedding the open coding method, concept cards were used to record concepts
from the interview sessions by linking them to the interview questions and the
incidents of humor exertion at the Omani public environment. The information from
these concept cards were used in explaining the phenomena of humor at work and

supporting the quantitative analysis.

As for the second research question per se, a regression analysis shall be
employed due to its strength in explaining the linear relationships between variables

(Anderson et al., 2004; Pallant, 2005); Hence, a multivariate regression analysis will
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be conducted to test for the effect of humor usage upon each of the performance
determinants by controlling for different situations at the same time in hope for
exploring their significance where the performance determinants (part three) will be
investigated for its dimensions or possible constructs by utilizing the principle
component analysis (PCA) of the factor analysis (FA) technique. Figure 3.2 depicts

the relationship between the variables for the regression analysis.

Situation/Occasion
(Moderator)

Humor
Exertion/Usage (X)

Performance
Determinants (Y)

|
|
|
~ »

X: Independent variable
Y: Dependent variable

Figure 3.2: Relationships among variables for regression analysis

As for the third research question, it is denoting to the research objective of
analyzing and describing the relationship between humor usage and performance in
addition to the regression analysis, which entails a statistical test for such a
relationship. The generated data will be categorical; it is ideal to use a non-
parametric technique that assesses the statistical significance of a finding by testing
the uncertainty of its occurrence (Collis and Hussey, 2003; Anderson et al., 2004).
Such a test is as Pearson’s chi-squared ( »?) test (Sprent, 1993; Meyer and Krueger,
1998) where it is very appealing to use due to many reasons (Sprent, 1993; Meyer
and Krueger, 1998).

As for the test particulars, the test is applied upon a two-way table (4 by 2)
and the ideal inferential hypotheses for testing the association between humor usage

and performance indicators are as following:
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Ho: Amount of Exerted Humor and each of the Performance Determinants
are

Independent of one another
Ha: Amount of Exerted Humor and each of the Performance Determinants are

Dependent/associated with one another

There are twenty (20) inferential tests of such since there are twenty
performance determinants under the Omani civil service law. Those performance
determinants are stated in table 3.5. Further nine (9) more tests are undertaken for
the performance determinants that were derived from the literature which were useful
in pinpointing and criticizing the performance criterions and assessed what is

provided in the performance determinants under the Omani civil service law.

Table 3.5 : Criterion of the OCSS Appraisal Form for the Supervisory Levels
(Ministry of Civil Service, 1992)

Number Performance Determinants under the OCSS
1 Development of the competence in presenting the opinions logically
2 The acceptance of other employees’ opinions
3 The willingness for developing the job knowledge
4 The relationship between the supervisor and the subordinate
5 The cooperative spirit with the colleagues/work peers
6 The relationship between the employee and the clients
7 The ability of the employee for handling the responsibility
8 The commitment towards work hours
9 The knowledge about the work procedures
10 The level of productivity of the subordinates
11 The level of job effectiveness
12 The subordinate’s ability to plan
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13 The organization of work among the employees
14 The subordinate’s ability to carry on duties without direct supervision
15 The ability to assess the performance of the subordinate

16 The ability to make decisions

17 The ability to create appropriate solutions for work problems
18 Handling work stress

19 The capability of preparing official correspondences

20 Having the initiative to develop work procedures

3.5  Research Credibility

Research credibility is formed in special measurements and targets that
should provide the general theme of the findings being acceptable or not
(Gummesson, 2000). Thus, credibility must be addressed seriously due to the fact
that social science research is usually indirect and very subjective in nature (Collis
and Hussey, 2003). There are different views in the research methodology literature
to define the credibility determinants but the following four are the main ones used in
managerial studies (Scandura and Williams, 2000):

e Internal Validity

e External Validity

e Construct Validity

e Statistical Conclusion Validity

However, Scandura and Williams (2000) opposed by arguing that there is no
research strategy that can adequately cover all four aspects of validity and hence,
researchers need to adopt different strategies in order to maximize the four kinds of
validity. In practice though, the most appropriate terms used to denote research

credibility are; reliability, validity, and generalisability (Collis and Hussey, 2003).
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The following subsections will elaborate on each term with reference to the
attempted study.

35.1 Reliability

Reliability is referred to the degree of replication a research can have anytime
given that the results are always the same (Saunders et al., 2000). In other words, if
the research findings can be repeated, then it is said to be reliable which is evident in
positivistic research studies (Collis and Hussey, 2003). In researches that adopt the
phenomenological research paradigm, reliability is not always that apparent because
phenomena, particularly the behavioral ones, differ in nature and there is no set

framework that could guarantee the same results always (Collis and Hussey, 2003).

By reflecting on this thesis, research reliability could positively be sought
without losing validity and that is through triangulation. As discussed in previous
subsections of this chapter that every data collection method will complement the
other in the missing strengths and the wiping of the shortfalls. Questionnaire to say is
a classical reliable method where it collects accurate and consistent data where the
researcher will always get the same results even if the questionnaire is answered after
some time; provided that the purpose and the objectives of the research are explained
to the responders and the topic is such interesting as workplace humor in the case of
the attempted study. Another way of testing reliability is by testing the consistency of
the answers to the questionnaire by using the Cronbach's Alpha method with a
threshold value of 0.7 and above (Pallant, 2005), which is quantified by utilizing
statistical computer-applications such as SPSS.

35.2 Validity

A research is said to be valid if it demonstrates or measures what the
researcher thinks or claims it does (Collis and Hussey, 2003). Validity is

considerably high in phenomenological researches since the main objective of the
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researcher is to seize as much information as possible about the studied subject
matter by collecting data pertaining to the deep concepts underpinning the
phenomenon (Scandura and Williams, 2000). This corresponds with the capacity of
the interview method; unlike questionnaire, that is criticized for having low validity
because it only focuses on the general meaning of the phenomenon (Collis and
Hussey, 2003). Another way to observe higher validity in this thesis is via the
adoption of the case study strategy as explained in previous sections of this chapter;
and that is because the case study approach provides an internally valid holistic
knowledge that means a knowledge that takes into account the temporal, spatial, and
functional interconnectedness of a phenomenon (Verschuren, 2003). However, it is
much evident to justify the validity by its types and in this thesis the researcher will
focus on the following two types where each is elaborated further in the subsections
under:

e Face Validity

e Construct Validity

3.5.2.1 Face Validity

Face validity involves the assurance that the tests or the measures used by the
researcher do actually represent what they are supposed to represent (Collis and
Hussey, 2003). This corresponds to the act of doing the necessary to ensure
everything on the surface of the research will measure what the researcher is hoping
it yields. Yet, as said earlier that interviews embed higher validity due to the higher
controllability factor in the session but the concern is in the questionnaire data
collection method. With few amendments in the structure of the questionnaire and
the question types, a questionnaire can have a better level of validity than ever. The
following attempts provide factual examples of how to enrich validity in a
questionnaire by reflecting on this thesis:

e The first step is the catchy introduction that describes the research

purpose and the significance of the study along with the notifying points
that the prospected responder should consider whilst answering the

questions. The researcher had provided a screening sheet for the
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guestionnaire emphasizing on the above mentioned justification where it
proved its usefulness whilst pilot testing

e The researcher had designed the questionnaire statements in a way that
creates interest in the responder to attend each statement with an internal
passion to attend the next statement. By this way, the researcher is
guaranteeing to some extent that the responder is led towards the proper
direction for attempting the questionnaire and consequently reaching to
higher validity in the responses

e The researcher had placed the statements with the same meaning such as
statement 9 and statement 11 where it will assist in assuring that the
responders are attempting the questionnaire with logic. In fact, Kappa
factor will be utilized in order to measure the similarity in attempting
such statements that will also provides an indication of the strength of the
validity in the questionnaire statements

e The researcher had placed statements with opposing views: positive and a
negative questioning statement in the same questionnaire such as
statement 31 and statement 39. This will provide better confidence in the
findings and eventually boosts the validity

e The questionnaire will be printed with special colors and special paper
that would denote superiority over other usual questionnaires and
demonstrates an internal elegance and ego as the responder would feel
while answering such a questionnaire; which also will be regarded as
being expensively spent on. The researcher had the capacity to spend on
such an investment to ensure validity

e The questions will be headed by catchy titles and purposely titled
subsections that will raise interest in attempting the questions and the
underpinning statements

e The triangulation of the data collection methods will entail higher validity
(Scandura and Williams, 2000) and this research had utilized two

methods as mentioned in the previous sections of this chapter

3.5.2.2 Construct Validity
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Construct validity is a very crucial type of validity especially in business
researches which concerns on how well the measures employed fit the theories for
which the test is designed (Scandura and Williams, 2000). This notifies to the fact
that there are indirectly observable phenomena which are known as hypothetical
constructs; such as motivation, satisfaction, ambition, anxiety, and the like that affect
or explain the main observable phenomena (Collis and Hussey, 2003). Thus, the
researcher must be able to demonstrate that his/her observations and research
findings can be explained by the hypothetical constructs in order to ensure construct
validity. For example, in this thesis, it is easy to claim that humor is positively
affecting performance but it is hard to validate unless a serious attempt is given
towards the factors that affect or represent performance such as work stress; and
upon that, the findings should be explained. Also, it is convenient to anyone to claim
that the phenomenon of humor at work is situational in nature but proving that notion
via justified constructs is what evident research is named for. Yet, by reflecting on
this thesis, the researcher had to consider the inclusion of the statements that
represent the hypothetical constructs in the research along with the statements that
represent and explain the main phenomenon. For example, the questionnaire has a
statement that question’s the opinion upon the degree of humor usage in the
workplace depending upon the position that the responder is occupying; as a
statement that focuses on hypothetical construct. This in fact, affects the main
question that asks the responder to his/her superior in the proper level of humor
usage at the responder's workplace. Hence, it would be of great benefit in
demonstrating that the observations and the research findings shall be explained by
the constructs. Another way for enriching the construct validity is via the reliability
analysis of the constructs where it is said previously that the dimensions of part three
of the questionnaire will be explored using factor analysis and using inter-component
reliability analysis provides an indication of the construct validity as it will be
elaborated upon in chapter four. Likewise, the multivariate regression analysis for
investigating the situational humor state provides enriched insights about the

construct validity as it is discussed further in chapter four.
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3.5.3 Generalisability

Generalisability is in fact, a synonym for the term “External Validity” where
many researchers use both terms interchangeably (Lynch, 1999; Scandura and
Williams, 2000; Verschuren, 2003). Research generalization is concerned with the
attempt of applying research results to cases or situations beyond the studied case
(Remenyi et al., 2000). For example, finding new mathematical formulas and
applying them in other areas such as architecture. Yet, it can be concluded that
generalisability is meant to be functional with strong experimental design (Nicholas
and Katz, 1983). Hence, research scholars had, fundamentally, agreed on the critique
that business researches do not support generalisability in its results, which makes it
useless for any future applications (Yin and Heald, 1975; Gummesson, 2000; Yin,
2003).

As it was discussed in previous subsections of this chapter, that business
research results are not entitled to be generalized as the researcher is always dealing
with a different case at a time. Thus, it shall be stated that there is no serious need to
generalize business research results. On the other hand, there is a possibility to
generalize results from a phenomenological business-research by having few cases or
even one case study where the analysis should capture the interactions and the
characteristics of the studied phenomenon as they are the roots of the study (Collis
and Hussey, 2003). Yet, it shall be claimed that the results of this thesis are having a
stance of generalisability as it is justified in the following arguments:

e Whenever triangulation of data collection methods is encompassed in a

research, the positive effect on external validity is evident (Scandura and
Williams, 2000). In this research, the researcher had decided to
triangulate the data collection methods as it is discussed previously in this
chapter

e On the level of population components, having a wider set of occupations

represented in the sample would also improve the external validity. In
other words, studies that employ samples from various occupations and/or
industrial sectors may be triangulated on settings and resulting in a higher
generalisability stance (Scandura and Williams, 2000). Referring to this
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research, the researcher had included a triangulated set of occupations as
the population components included all Omani public sector employees
whom are serving in the three supervisory levels in the Omani ministerial
structure; this was elaborated in subsection 3.2.3

e In principle, the results of a case study research strategy are generalizable
to theoretical propositions but not to populations or universes as they
named: analytical generalization and statistical generalization respectively
(Verschuren, 2003; Yin, 2003). Thus, any application of statistical
generalization to case study is a misplaced decision (Verschuren, 2003;
Yin, 2003). This entails the researcher to rely on logical inference instead
of statistical inference (Verschuren, 2003). In this thesis, this latter is
valid enough as the study is emphasizing on investigating on logical
inference of humor usage upon the level of gained performance.
However, the researcher also defended the results by adding a level of
statistical inference by testing the association between humor usage and
performance by focusing on the performance criterions that are stated by
the OCSS

Despite the above argument, the main objective — when it comes to research
generalization — should be to assess not to increase external validity (Lynch, 1999),
and that is to better understand where the findings do and do not apply. Thus, the
researcher proposed the research paradigms that the underpinning insights of this

topic could be applied upon in chapter five.

3.6  Chapter Three Summary

In summary, this chapter had elaborated on the methodology of this thesis as
it demonstrated the chosen research paradigm and the underlying research
approaches and strategies. Moreover, it also hammered on the significance of the
sampling strategy and defined the population with the proposed sample and how it is
planned to collect the prospected data. Finally, few arguments were raised upon the

significance of the credibility of this research attempt and how to attain it. In short,
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this chapter is the technical side of the whole research where the researcher had
emphasized more on the most important parts and the underpinning matters.



CHAPTER 4

FINDINGS AND ANALYSIS

This chapter will present the results that were attained by implementing the
data collection methods and would follow that with critical analysis and discussions
pertaining to the research aims, hypothesis, and the theoretical framework. However,
the tables, and the figures are exhibited in the respective appendices. Hence, the

chapter is divided into two main sections that are: Findings and Data Analysis.

4.1  Findings

The findings are segmented based on the data collection method. Yet, the
results are presented based on the significant parts of each data collection method
and few analytical attempts will be emphasized if need be. However, the following
subsections do not include details or interpretations of the data since it is mentioned

in the third section of this chapter.

4.1.1 Interview Findings

The sampled in-depth interviews were 30, however, and due to the emergent
circumstances, the researcher had managed to conduct 21 interviews. Such

circumstances were in the political status that the country was running through since
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demonstrations took place during the data collection phase and the potential
interviewees were hesitant to participate especially that plethora changes took place
in the whole governmental hierarchy. Hence, the researcher had consistently
rescheduled few interviews in order to guarantee more interviews. Table 4.1
categorizes the 21 interviewees whom were from the three supervisory levels which
in fact, consort to some extent with the sample components that were mentioned in
table 3.4.

Table 4.1 : Sampled and attained interviews

Supervisory Level Sampled Interviews | Attained Interviews
Director General 2 1
Director 9 8
Section Head 19 12
Total 30 21

As for the results, the qualitative nature of the data does not lend itself neatly
in a structured display of the results and it is impractical to abolish the qualitative
findings from its analysis as the two are complementary to each other. Thus, it will
be thoroughly presented in the discussion section of the next chapter. However, it is
important to note at this stage that the responses towards the nine interview questions
varied in terms of length and richness that is depending on the experience each
interviewee was revealing during the session. Appendix K displays a summary such
enrichment and the used codes. The findings were a blend of arguments and
narratives upon the exertion of humor at the Omani public environment. In addition
to the fact that nine interviews were conducted in Arabic language and the researcher
had faced a challenge in reflecting the Arabic context into the research argument but
it was considerably justified since their reflection on the subject matter was much
enriched. The results were useful in explaining many aspects of using humor in the

Omani public sector.
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4.1.2 Questionnaire Findings

The respondents were expected to be as high as the sought sample that is
1470 components, since a system was planned and constructed by the researcher to
assure maximum responses to the questionnaire. However, the attained respondents
were 296 which represent 20.13% of the total distributed questionnaires even with
the commitment of the higher authorities in each Ministry. There are in fact two
main reasons for such a response rate. The first was as the one mentioned in the
previous subsection that is due to the major public demonstrations that started during
the data collection phase which affected the responses in a negative way since major
governmental changes took place starting with changing ministers and ended with
closing or merging ministries. The second reason though was in the normal
negligence of the public personnel in the supervisory levels particularly the section
head level which was explained by their superiors for their busy work schedule and
designation liabilities. Nonetheless, the attained respondents are viable for deriving

researchable results.

The results are displayed in terms of each of the three parts that form the
questionnaire and that are in appendix L, appendix M, and appendix N respectively.
The reliability test for the questionnaire was made for the 69 statements and the
statements that constitute the three parts. The Cronbach's Alpha value for each part
is displayed in table 4.2 where it clearly demonstrates high reliability along the
statements since each Alpha value is above "0.7" (Pallant, 2005) in each part and the

guestionnaire as a whole.

Table 4.2 : Cronbach's alpha for the questionnaire statements

Statements Number Cronbach’s
of Items Alpha
1-22 22 0.886
23 - 40 18 0.783
41 -69 29 0.965
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1-69 69 0.955

As for validity and by recalling from chapter three, the researcher had placed
statements in the questionnaire for the responder to provide the answer in a way that
one statement would provide the same answer to a pervious statement or elaborate it
further in another one. However, it is important to note that this analysis does not
investigate for direct association or any tendency. In fact, the verification for such
symmetrical aspect does support the research validity. Hence, the researcher had
decided to use the Cohen's Kappa indicator due to its simplicity in interpretation.
The Kappa indicator ranges between "0" and "1" where the first indicates perfectly
non-symmetric variables and the latter indicates perfect symmetric variables with
due respect to the indication of the accepted threshold of the Kappa indicator which
is 0.7 and above. The tables in appendix O display few examples of variables that
would support the argument on the validity matter where it is shown that it is lower
than the accepted level as indicated above. The reason for such a low level is due to
the attained sample size. However, it shall be said that with such indicators reaching
53% provided the attained sample size is considerably acceptable in addition to the

other validity aspects that the researcher had mentioned in section 3.5.2.

4.2 Analysis

The research analysis should accompany the theoretical framework since it is
impractical to disentangle it from each other particularly in a phenomenological
study. However, it is easier to comprehend the results and interpret them if the data
analysis part is separated since it includes details that are not pertaining to the
theoretical framework. Thus, this section will encompass the parts of the research
that require data analysis. These analyses include factor analysis for part three
statements of the questionnaire, the multivariate regression analysis to test the
moderating aspect of situations when humor is exerted at work, and finally the

statistical tests for association between humor usage and performance and the



130

possibility of any correlation. Yet, it is significant at this stage to restate the research

purpose, questions, and hypothesis.

4.2.1 Research Purpose and Hypothesis

As mentioned in chapter one, this research has a main purpose of
understanding, describing, and explaining the phenomenon of workplace humor for
the Omani employees in the supervisory levels by adopting the case study as a
research strategy in order to justify empirically the theoretical connotation that
humor does affect work performance positively. Thus, as a trivial objective, the
study would explore and explain the reasons that hinder Omani public employees in
the supervisory levels from exerting humor at their workplaces or sometimes change
the style of humor upon the need. Hence, the thematic question that this research is
attempting to address is:

e How humor usage is envisioned in the Omani public workplace?

The thematic research question is very general and it has to be addressed with
much focused questions. Thus, it will be attended from three aspects that are; the
existence of workplace humor, situational humor theory, humor-performance
relationship. The research questions that correspond with the previous three aspects
are as following that will be also followed with an elaboration on how will go about
answering each of them. The first question is as under:

4. 1Is humor evident at an Omani public workplace?

Addressing the above question will encompass a rigorous research and
analysis on the main reasons that does not favor using humor at work. It will drive
the researcher to understand the proper aspects to consider in using humor at work.
Most importantly, it will study the effect of Omani employees in the supervisory
levels and their role in promoting humor usage in the Omani public organizations by

a thorough analysis of their perspectives and thoughts on the matter. Nevertheless,
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this will entail researching and studying the methods and types of humor used in the
Omani public organizations and how it is perceived. Above all, it will be justified by
literature on how humor is significant in the workplace and by considering the above
connotations. Yet, the hypothesis for this research question is:

e Humor is strongly evident in the Omani public environment

The second question is:

5. Is the humor usage in the Omani public workplace situational?

The answer to the above question will cover a wide range of research on the
proper meaning of situation and its underpinning applications where humor could be
used. In fact, it will address the two theories of humor usage; the first is the decision
of using humor every time and any time, the second though is the favoring of humor
usage in justified occasions. This will be supported with real-life instances from the
Omani civil service system and the gathered data that touches the argument whilst
theoretically justifying it from literature leading towards a statistical investigation for
such an affect by using regression analysis. The hypothesis for this research question
IS:

e The usage of humor at the Omani public workplace is affected by the

situation

The third question is:

6. Does humor usage positively affect work performance?

The above question hypothesizes the notion that behaviorist and management
scholars had stated that humor does positively affect work performance but it was not
yet grounded as a justified theory. Hence, there will be two parts in answering this
question where the first involves a thorough research and analysis of the true
determinants of work performance where insights on work performance will be

adopted from the Omani civil service system. The second part will be build upon the
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first part where a thorough analysis of humor usage and its effect will be undertaken.
As a matter of fact, the second part would require statistical hypotheses on the
relationship between humor usage and each performance determinant, which should
be inferentially tested for significance. Yet, this will call for a methodical analysis of
the true determinants of work performance and the ones adopted by the civil service
law in the Sultanate of Oman which the humor-usage effect will be tested upon.
Thus, the researcher had embraced the notion that the Omani performance appraisal
system is a feasible and yet reliable for analysis where the research hypothesis shall
be the following:
Ho: Amount of Exerted Humor and each of the Performance Determinants
are
Independent of one another
Ha: Amount of Exerted Humor and each of the Performance Determinants are
Associated with one another

4.2.2 Testing the Second Hypothesis

This subsection is attempting the second hypothesis that is mentioned in the
previous subsection where situation is tested for its effect upon the relationship
between humor usage and each of the performance determinants. However, it is
viable to reduce the data structure of the third part of the questionnaire since there are
many performance determinants that could be grouped into constructs that explain
performance in a more realistic way. Hence, factor analysis is employed as the first
step in order to explore for such constructs and then the test of the situation upon the
relationship between humor exertion and performance is undertaken by using a
multivariate regression analysis. The following subsections will elaborate on each

part.
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4.2.2.1 Factor Analysis (FA)

It was mentioned in section 3.4 that the principal components analysis (PCA)

will be utilized from the factor analysis (FA) upon part three of the questionnaire in

order to explore for any dimension of performance. The PCA is often used in early

stages of research to explore the interrelationships among the sets of the variables or

in other words, it empirically summarizes the data sets (Pallant, 2005). However,

there are conditions that should be fulfilled in order to qualify the analysis to be

undertaken where the initial and the final results are presented in appendix P. The

following conditions are pertaining to this research:

Sample size: The ideal sample size should be 300 but other researchers
were more lenient in accepting above 50% of that. Yet, the attained
sample size for this research was 296 which fulfills the first condition
Correlation: The correlation among the variables should be at least 0.3 or
greater. For this research though, the excerpt from the correlation matrix
in appendix P demonstrated a clear evidence for fulfilling this condition
Bartlett test: The Bartlett's test of sphericity should be statistically
significant at p<0.05 where from the SPSS output in appendix P it is
clearly shown that the test is significant having p=0.000 which fulfills the
condition

KMO: The Kaiser-Meyer-Olkin measure of sampling adequacy should be
0.6 or above. Yet, the KMO value for this research is 0.962 denoting the
fulfillment of the condition

Linearity: The linearity condition of FA is based on the concept of
correlation and thus it is assumed to be fulfilled particularly when there is
adequate sample size and higher correlation among the variables (Pallant,
2005)

After fulfilling the pervious conditions, the initial analysis was undertaken by

checking for the number of components that explain most of the variance where it

was found as from appendix P that there are three components having eigenvalues

more than 1 with a total explained variance of 61.928%. However, Kaiser's criterion
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was criticized for creating too many components that are extracted and yet it is
advisable to look at the screen plot of the components to point the corrected number
of components to be extracted (Pallant, 2005). The screen plot in appendix P shows
that there are two components (factors) in the data set to be extracted where the
change in the shape of the curve starts after the second component. Following that
would be the factor rotation where the researcher had implemented the Oblimin
rotation with Kaiser Normalization due to the following reasons:

e The Varimax rotation yielded scattered loadings between the two factors
after the rotation has be implemented where it was cumbersome to rest
them appropriately on each factor group

e If the component correlation matrix for the Oblimin rotation shows a
correlation aspect between the factors with more than 0.3 then it would
indicate the appropriateness of the Oblimin rotation (Pallant, 2005). As
for this research the component correlation matrix in appendix P shows a
correlation aspect of 0.665 between the two factors which denotes that it

is more appropriate to implement than the Varimax rotation

After implementing the Oblimin rotation, the loadings on each factor were
clearly structured except for three loadings that were loaded on each. However, it is
accepted since the loadings are at the last of each factor set and yet the statement will
be included in the factor that has the highest loading. Hence, by reviewing the
statements on each factor, it is ideal to name them as in the following:

e Work (Job)-related construct — 16 statements: 60, 56, 57,54, 59, 66, 68,

51, 64, 67, 65, 55, 43, 61, 53, 50
e Human-related construct — 12 statements: 52, 41, 49, 45, 62, 63, 46, 48,
47, 44, 58, 42

The previous result will be used in interpreting the effect of humor on each
construct given the performance dimension that is set in the literature but in order to
check for the validity of the analysis and overall reliability, a reliability analysis is
conducted for the construct if each item (statement) is deleted. Appendix Q
encompasses the extracted tables from SPSS for the specified analysis where it is

clearly shown that the Cronbach's Alpha value was above the accepted threshold
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(0.7) even if each item is deleted from the construct. This in fact, signifies higher

reliability and better construct validity in the analysis.

4.2.2.2 Multivariate Regression

As mentioned in section 3.4 that a multivariate regression analysis shall be
employed in order to test for the effect of situation upon the relationship between
humor exertion and performance. The concept is to test for the effect of each
situation that is mentioned in part two of the questionnaire, namely the seven

mentioned in table 4.3.

Table 4.3 : Situations/occasions at work that entail a possibility of humor usage

Statement Situation/Occasion
24 Using and accepting humor because of the boss him/herself
25 Using humor in hope for some materialistic return
26 Using humor when meeting at early morning
27 Using humor whilst working
28 Using humor in all work hours
34 Using humor to get along with a person or know him/her
more
35 Using humor in tea/coffee breaks

The above situations/occasions will be included into the regression model in
one block since SPSS does not make a difference in including the moderating
variables into one cluster or not (Pallant, 2005) where the output will yield the same
results. Also, testing for individual situations on each relationship between humor
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usage and each performance determinants entails ample number of test that require
changing the entrance of each situation at a time to check for its significance and tie
it to reach to the best model. The latter in fact, requires a detailed structure of
hierarchical multivariate regression modeling which is beyond the scope of this
research since many of the underlying assumptions and conditions should be fulfilled
in order to run such analysis and also the researcher is bound by time and expenses
for this study. Hence, the proposed regression modeling gives an indication of such
significant situations that attempts the research question and would be utilized for

further research attempts.

The prerequisite conditions and assumptions for the analysis has been
fulfilled, particularly sample size, multicollinearity (Correlations above 0.3, High
Tolerance and VIF is less than 10), and singularity. As for outliers, the SPSS output
showed through casewise diagnostics one or two outliers at most in some regression
models but such outliers does not have significant effect on the results since they are
minimal in quantity and it could be tolerated (Pallant, 2005). In addition to the
Cook'’s Distance value which was found that none of the cases that were suspected to
be outliers had a value more than 1 which denotes for its less significant effect on the
analysis and the results (Pallant, 2005).

After the previous step, the multivariate regression analysis is conducted and
the most important SPSS output for each multivariate regression is exhibited in
appendix R. Each output for each regression analysis includes the model summary,
the ANOVA table, the coefficients table, and the standardized residual plots. Hence,
by reviewing the SPSS output, the only models that were found to be significant
were the ones that had the "F Sig." value less than 0.05 for the second model in each
table of the model summary, and the model fit was based on the ANOVA
significance of the model "b" in each of the ANOVA table being less than 0.05
(Pallant, 2005). From the significant models, the significant situations/occasions
shall be explored for their significance too. Hence, the coefficients table for each
significant model would provide the significance aspect of each moderator that is the

situations/occasions for which it is only significant when the "Sig." value is less than
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0.05 (Pallant, 2005). Table 4.4 summarizes the significant models and the

corresponding significant situations.

Table 4.4 : Significant models with the corresponding situations/occasions

Model Model Fit R?2 Significant
Statement Signifif:ance (ANOVA R? Change Situations
(F Sig.) Sig. "'b™) (Moderator)
42 0.010 0.000 0.143 | 0.020 34,35
43 0.043 0.000 0.133 0.013 35
46 0.021 0.000 0.211 0.015 24,27, 34, 35
54 0.021 0.000 0.123 0.016 27
56 0.024 0.000 0.118 0.016 25, 35
59 0.001 0.000 0.158 | 0.032 24, 27
60 0.001 0.000 0.173 0.034 24, 26, 34
61 0.040 0.000 0.184 0.012 24,27, 34
64 0.023 0.000 0.130 | 0.016 35
65 0.004 0.000 0.152 0.025 24,34
68 0.028 0.000 0.154 | 0.014 34

By considering the factor analysis that was employed in subsection 4.2.2.1, it

is clear from table 4.4 that there only two determines (Statements 42 and 46) from

the human-related construct are significant with situations whereas the remaining

nine determinants are from the work-related construct. Also, it is apparent from table

4.4 that using humor in all work hours (statement 28) is not a significant situation in

any of the regression models which supports the notion that it is not feasible to joke
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all time. On the contrary though, the other situations are found significant where
using humor to get along with a person (statement 34) was the highest in frequency
being significant in the human and work-related statements. The second in row is
using humor whilst working (statement 27) whereas the third are statements 24 and
35 denoting the humor usage because he/she is the boss and using humor during
tea/coffee breaks. Further elaboration on the implications of such results is discussed

in chapter five.

4.2.3 Testing the Third Hypothesis

This subsection is attempting the third hypothesis that is mentioned in the
previous subsection which tests for the association between the amount of the
exerted humor and the performance determinants that are set by the Omani civil
service law in addition to the other determinants that were derived from the
literature. Yet, it is divided into two steps where the first step is to test the effect of
the amount of humor upon each of the performance determinants. The second step
though, is to test for correlation between the mentioned variables upon the significant
tests from the first step. In other words, the tests that prove the association between
the two variables will be tested for correlation. Recalling from chapter three that the
data nature from the questionnaire is categorical; this means that the required
analysis will be nonparametric in nature. In fact, the researcher had decided to use a
chi-square test for independence in the first step and to use Spearman rank order
correlation coefficient in the second step. The researcher had deliberately made the
two steps because the first step tests for possible association between the variables
but it does not provide details on the strength of the association if any. Thus, the
second step was required to calculate the strength of the association between the

associated variables. The following subsections elaborate further on the two steps.
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4.2.3.1 Association

It was mentioned in chapter three that the test for the effect of humor on
performance will be conducted by a 4 by 2 table. The 2 denotes to the action of
assimilating the responses on each end and by including the "neutral” choice with the
disagreement. The main reason for correcting the variables from the 5 likert scale
into 1 and 2 is that the chi-square test is viable when the variables are nominal
(Collis and Hussey, 2003) and yet it was acceptable to correct the data by
substituting the "Strongly Agree™ and "Agree" choices with the number "1" and by
substituting the "Strongly Disagree” and "Agree" choices with the number "2"
(Bryman and Bell, 2007). The choice in the middle that is called "Neutral” is a
debatable response since it does not lend itself into an easy side of the two extremes
where it might entail excluding it from the analysis or including it with the condition
of utilizing another statistical test than chi-square as it was done previously in the
regression analysis. Yet, the researcher had decided to include the responses of this
choice into the disagreement side due to the aspect of the choices being only two and
the responder who is indefinite about the statement would mean that he/she is not
sure about the statement which entails that he/she slightly agrees and slightly does
not agree or simply neutral. However, as said in chapter two that the topic of humor
usage is an attitude in the Omani public workplace that is assumed to be part of the
Omani culture, which means that the responder shall decide on either the usage of
humor is evident or not at the workplace and hence not agreeing simply means
otherwise that is disagreement even if it is a very slight fraction of it. As for the
number "4" in the 4 by 2 table, it denotes to the four clusters that indicate the amount

of time spent by the superior in exerting humor at the workplace.

Presumably, the chi-square test should yield the results without violating the
test assumptions but the SPSS output demonstrated that the expected frequency
counts for the 4 by 2 tables were more than 5 in each test which clearly violates a
major assumption of the chi-square test (Pallant, 2005). The researcher had decided
to re-correct the data by merging the fourth level of statement 40 with the third level
since the responders are very low in accordance with the other three levels which
clearly affected the test. Thus, the test table became a 3 by 2 table and after running
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the tests, the SPSS output did not indicate the previous violation as it is portrayed in
appendix S where it is accepted though, that there should not be any cell that has less
expected count than 5 and others prefer less stringent criteria as they accept the test
with at least 80% of the cells having expected frequencies of 5 or more (Pallant,
2005). Table 4.5 summarizes the test statistics along with the test result for each test
where the SPSS output is presented in appendix S respectively.

Table 4.5 : Test of association for statements 41-68 with statement 40

Obtained Test Result (Independent
Statement | Chi-square | P Value of/Associated with)
() statement 40
41 5.243 0.073 Independent
42 13.842 0.001 Associated
43 5.648 0.059 Independent
44 3.013 0.222 Independent
45 1.552 0.460 Independent
46 8.890 0.012 Associated
47 1.284 0.526 Independent
48 2.535 0.282 Independent
49 2.217 0.330 Independent
50 12.850 0.002 Associated
51 6.101 0.047 Associated
52 4.655 0.098 Independent
53 7.692 0.021 Associated




54

55

56

S7

58

59

60

61

62

63

64

65

66

67

68

16.076

5.096

9.972

10.597

3.181

14.120

10.348

11.324

3.183

4.264

7.745

7.614

2.225

1.966

10.428

0.000

0.078

0.007

0.005

0.204

0.001

0.006

0.003

0.204

0.119

0.021

0.022

0.329

0.374

0.005

Associated

Independent

Associated

Associated

Independent

Associated

Associated

Associated
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Independent

Associated

Associated

Independent
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Table 4.5 provides the results of the tests of independence but it is evident to

explain the test criterion and method. In fact, the null hypothesis (Ho — the two

variables are independent) is rejected when the obtained chi-square value is higher

than the critical value of chi-square that is obtained from the tables. Provided the

insignificance level (Alpha value "a") of 5% for a two tailed test, the critical chi-

square value under 2 degrees of freedom (df) is 5.99 (Collis and Hussey, 2003).

Another indicator is by comparing the sought p value with the a value where the null
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hypothesis shall be rejected if the p value is less than the a value (0.05). Hence, it
was found that the following statements were associated with the amount of time
spent by the superior being humorous with his/her subordinates whereas the
remaining tests proved the independence state:
e 42: Reducing absenteeism
e 46: Raising work motivation
e 50: Strengthening the ability to assess the performance of the subordinate
e 51: Raising the employee willingness for developing job knowledge
e 53: Raising the capability of initiating developed work procedures
e 54: Raising the ability of the subordinates to plan
e 56: Strengthening the capability of preparing official correspondences
e 57: Raising the level of the employee responsibility handling
e 50: Raising the level of job effectiveness among the employees
e 60: Raising the level of employee knowledge about work procedures
e 61: Raising the level of employee productivity
e 64: Strengthening the ability to organize work tasks among the
subordinates
e 65: Strengthening the employee ability to perform their duties without
direct observation

¢ 68: Raising employee commitment towards duty hours

4.2.3.2 Correlation

The analysis in step one provided a justification for the association between
the variables but it does not describe the strength of that association that is noted as
correlation. Yet, the researcher decided to investigate upon the degree of the
correlation between the variables for further comprehension of the situation of the
attained association. Thus, Spearman rank order correlation coefficient (rho) would
give an indication of the strength of the relationship between the variables and other
related indicators pertaining to the correlation aspect. The original data structure was

used since the correlation coefficient will be much evident given that the Spearman
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rank order correlation coefficient works well with ordinal data structures. Hence, a
table of 4 by 5 will be used for analysis where the number "4" denotes to the original
levels of using humor by the superior with his/her subordinates and the number "5"
denotes to the original likert scale of the respondents towards the civil service
performance determinants that were found to be associated with the amount of

humor used at the work environment which were found in the previous subsection.

By running the SPSS on the associated variables, the Spearman rank order
correlation coefficient (rho) is displayed in table 4.6 that is extracted from the SPSS
output which is exhibited in appendix T. The table also provides further details such
as the direction of the relationship being positive or negative and the coefficient of
determination which denotes to the amount of variance that the two variables are

sharing being correlated.

Table 4.6 : Correlation coefficient for the associated statements with statement 40

Strength of Direction of Coefficient of
Statement | Relationship | P Value Relationship Determination
(rho) (Pos/Neg) (rho?)%

42 0.196 0.001 Positive 3.84
46 0.178 0.002 Positive 3.17
50 0.146 0.012 Positive 2.13
ol 0.128 0.028 Positive 1.64
53 0.150 0.010 Positive 2.25
54 0.196 0.001 Positive 3.84
56 0.186 0.001 Positive 3.46
57 0.170 0.003 Positive 2.89
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59 0.240 0.000 Positive 5.76
60 0.223 0.000 Positive 4.97
61 0.189 0.001 Positive 3.57
64 0.167 0.004 Positive 2.79
65 0.203 0.000 Positive 4.12
68 0.195 0.001 Positive 3.8

If the normal scale of rho (Collis and Hussey, 2003) has been implemented
on the results in table 4.32, it is clearly evident that all correlation coefficients are
under 0.29 which brings to the conclusion that the correlation is weak between the 14
variables and statement 40 even though they are associated. The highest correlation
among the 14 statements was found with statement 59 followed by statement 60
which is also reflected upon the coefficient of determination. In terms of the
direction of the relationship, it is clearly mentioned that it is a positive relationship

between each of the 14 statements and statement 40.

4.3 Chapter Four Summary

This chapter had provided a detailed argument and elaborations upon the
analysis and the results with respect to each of the three research questions namely
regression analysis for testing the situation as a moderator between the exerted
humor and each of the performance determinants after employing factor analysis,
and testing for the association between humor exertion and each of the performance
determinants using the chi-square test and following that with a method to measure
the strength of the attained associations by utilizing the spearman rank order
correlation coefficient method. The interpretations and the discussion of the findings
and the analysis are presented in chapter five.



CHAPTER 5

DISCUSSION AND CONCLUSION

This is the concluding chapter where the findings and the analyses of the data
from the previous chapter are discussed in detail by referring its implications and
applications upon the proper literature. Followed to that are the main research
conclusions where they are presented along with the recommendations and the future
research insights. The conclusions are driven from the research hypothesis and the
underpinning research analysis and discussion which were outlaid in the beginning of
the chapter. However, the first to be presented in this regard is a brief overview of
the thesis.

5.1 Discussion

This section is divided into three subsections where each one will elaborate
intensively upon the arguments pertaining to each of the research hypotheses. The
discussion on each hypothesis will follow the structure of the questionnaire that is
exhibited in appendix | and with insights from the conducted interviews where the
codes are used from appendix K. This is with due respect to the matter that the
researcher had decided to use the phrase "Omani Public Managers" to denote to the
Omani civil service employees in the three supervisory levels which will simplify the
presentation of the results. It is apparent that supporting literature will be used upon

relevance on each aspect of the research and the analysis.
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5.1.1 Hypothesis One

The first statement of the questionnaire is intended to build a rapport with the
responder where more than 77% agreed that they are always humorous with their
families which consorts with the literal fact that no one really claims that he/she
would not be humorous with their beloved ones (Watson, 2006). In fact, seventeen
(17) interviewees had stated that it is mandatory to be humorous with the family
members due to the Islamic teachings. That figure slightly declines to about 74%
when it comes to being always humorous with friends since the friendship zone takes
more concern before building friendship with someone (Yip and Martin, 2006) but
for Omani public managers it is still a good way of building relationships as the
figure denotes. By the same token, twenty (20) interviewees had stated that humor is
a very useful tool in creating good friendships in the work environment especially
that Omanis are known for being humorous. However, that is not always the case as
Omani public managers seem to be conservative when it comes to being always
humorous with their subordinates since 50% of them had agreed upon that, which
means that sometimes they are not humorous with their subordinates or at least they
are not sure of that. DG1 had provided a sound reasoning for the difference between
what the interviewees had stated and what the questionnaire results assured and that
is in knowing the difference between using humor and the intention of being
humorous with others. He explains that it is always the intention of a human being to
become friendly with others and he/she would also like others to treat him/her in a
friendly way but that intention is expressed in different ways of humor as the
situation might entail. He provided a live instance of himself when he was newly
appointed having an intention to become friendly with his five subordinates
(directors) but he found that four of them were easily approachable and the fourth (in
sequence) was very stubborn in accepting others where he (the fourth director) was
always serious and he demanded the director general to treat him in that way, and
they eventually became friends without using humor but serious friends as the
director general said. This in fact, supports what Barsoux (1993) had emphasized on
this matter when he discussed the third (values) purpose of using humor at
organizations. The last fact was also justified when almost 50% of the Omani public
managers had assured that they are humorous by nature with their subordinates. The

latter two figures assured that the Omani public managers do not differentiate
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between the meaning of a firm usage of humor and the usage of humor by nature,
which also falls in with what was stated by Hornblow (2003) and Cooper (2005).

On the contrary, 97% of the Omani public managers affirmed that they
celebrate with their subordinates when a subordinate receives good news. This result
supports what Ford et al. (2003) had stated that sharing the good moments with the
subordinate is a good way for spreading humor at work. This also justifies statement
number 3 and 4 of the questionnaire as occasional humor may be favored by Omani
public managers and it consorts with what was stated by DG1. The response on
statements 3 and 4 also clearly signifies the conservativeness of the responder even
though they were statements that reflected which is happened to be the manager's
normal practice. The results on statements 2, 3, 4, and 6 of the questionnaire clearly
demonstrates that Omani public managers are highly affiliative among themselves
but the response on statement 5 opposes that as only 31% do believe that Omanis are
humorous by nature. This could be explained from the structure of the questionnaire
as the responder shall reflect on his/her pattern of using humor but he/she cannot
judge on the entire society. D3 had commented that: "They (Omanis) are humorous
by nature but they are hesitant to expose it due to their personal or social reasons"”.
She further says: "They (Omanis) become humorous with their close ones but not in
public. As for their nature, every person embeds a childish soul. Some of them

unleash it but some keep it quiet".

Statements 7 and 8 of the questionnaire addresses the main query in this study
where around 76% of the Omani public managers claimed that humor is a day-to-day
activity in their departments which consorts with what was accentuated by Watson
(2006). The same percentage was found from the interviews as sixteen (16)
interviewees had affirmed that they believed in using humor at their workplaces.
However, lesser Omani public managers formed in about 54% believed that humor is
a day-to-day activity in the Omani public sector in general. This conclusion is
normal since a manager shall not judge upon other departments in the Omani public
sector as it is not clear to him/her if humor is really evident there or not. This is
clearly viewed in the sixth figure in appendix N as around 100 Omani public
managers are not sure about the Omani public sector as a whole. This in fact,
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consorts with the justification that was made previously for statement 5, yet, 54% is
considerably acceptable as a result particularly knowing that it consorts with the
religious teachings on being smiley and positive. The response on statement 7
indicates that humor is exerted by the specified percentage of Omani public
managers in their work milieus but it does not provide details on the amount of the
exerted humor or the possible occasions for the same. In fact, the results on
statements 7 and 8 justified what Aufrecht (2001) and Holmes and Marra (2002) had
stated that humor exists in the public sector organizations but it is sensed in the
unofficial realm of administration. Yet, the results also explained the "unofficial
realm” in the importance for focusing on humor usage by the public sector manager
as Yarwood (1995) had notified.

The responses on statements 9 up to 12 explains the results on statements 7
and 8 where about 79% of the Omani public managers believed that they have to
have fun with their subordinates which entails that they should allow their
subordinates to be humorous with them. The latter was justified by 73% of the
responses. According to Barsoux (1996) though, it is humor that allows managers to
be more approachable by the subordinates and yet the attained result gives a hint on
the subject matter. However, Duncan (1982) and Collinson (2002) had narrated that
allowing the subordinate to be humorous with the management differs in logic since
managers do not really allow such activities with them as they claim that it
jeopardizes their reputation and their organizational image. The result on statement
10 opposed them since that nearly 76% of the Omani public managers agreed that
such humor does not reduce the respect from their subordinates towards them.
However, the Omani public managers stressed on not taking humor further to the
level of laughing about them on their faces as about 75% demonstrated their
disagreement upon that where it is a trivial opinion as no one likes others to have
them as the joking subject in front of others (Ford and Ferguson, 2004). In fact, all
interviewees (21) had also expressed their disagreement towards being laughed upon
by their subordinates as they affirmed that it demonstrates disrespect and a clear
violation to the role of conduct and work ethics. The latter result also explains the
response on statement 20 as 74% of the managers disagreed to joke about their

superiors in front of their subordinates which resembles an inferior role model. This
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in fact, was supported by Duncan and Feisal (1989) and Barsoux (1996) where they
stated that managers do not favor humor in their work environment because it can

easily lead to having them being the butt of the silly jokes at the workplace.

Nevertheless, there are two concerns regarding the previous results. The first
would be in the result on statements 10 and 11 since it does not go along with the
previous responses on statements 3 and 4. This could be explained from a technical
and a logical perspective. The first explanation is due to the structure of the
questionnaire as the researcher had sequenced the statements in a way to develop a
passion in attempting each statement after another; hence, the responses will become
more positive and real along the statements. In fact, this was sensed from the
response on statement 17 as 61% of the Omani public managers believed that
managers in general should embrace humor in their management style. The logical
explanation in turn, is in the difference between the belief and the practice as
elaborated in the beginning of this subsection where an Omani public manager might
believe that he/she should have fun with his/her subordinate but in practice it differs
based on the situation that could encompass different aspects. The second concern is
regarding the result on statement 10 since it does not consort with the above
presented opposing argument. The ideal reasoning is in the normal difference
between what the Omani public manager believes and what he/she does in practice.
In fact, what should be concluded is that Omani public managers believe that humor
does not lessen the subordinates' respect towards them provided that they (Omani
public managers) define their own zone of humor and determine how their humor

should be perceived by the subordinates.

The response on statement 13 determines the degree of using the self
enhancing humor style as an effective method to counter work stress. In fact, more
than half of the Omani public managers agreed that they make themselves laugh on
anything when they feel stressed at work. According to Martin et al (2003), this is
tied with the person being positive and his/her ability to develop a strong self-esteem.
In fact, the response on statement 22 supports the previous result since about 85% of
the Omani public managers claimed that they are positive in their lives. The
magnitude between the two results could be explained according to what Romero
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and Cruthirds (2006) had narrated and that is by the fact that every human being likes
to claim good attitudes and positive source of conduct about themselves. However,
reality imposes different factors that would make it cumbersome for few managers to
determine a way of defeating such negative feelings due to the job obligations
(Romero and Cruthirds, 2006). The response on statement 13 also provides a hint on
the cultural richness of Omani public managers in countering work stress by
fostering self-humor where it is clear that many of them do not know how to make
themselves laugh even though they claim that they are positive in their lives. DG1
said: "Omanis are not trained much on self motivation and developing positive work
spirit because they do not know how it really works; it comes out from them
naturally since an employee likes to chill out after a dozen of work tasks that resulted
in anxiety and stress”. A live example was sensed from D7, D2, and D1 whom
emphasized that they cannot see themselves in a position of making themselves
laugh without a stimuli especially when they are stressed, and hence they count on
other employees or peer superiors within their premises who are known for being a

hoot in their work environment to make them laugh and reduce their inner tensions.

The previous results entail a meaning that humorous topics shall be anything
that stimulates laughter except that few concerns were raised on special topics. In
fact, 82% of the Omani public managers had disagreed upon their usage of ethnic
humor with their subordinates. Furthermore, 87% of the Omani public managers had
disagreed upon the acceptance of their subordinates towards using embarrassing
humor at work which denotes to sexual topics. These results consort with the nature
of human beings in not favoring abused humor (Romero and Cruthirds, 2006). As a
matter of fact, about 80% of the interviewees had disagreed on using racial and
sexual humor stating that it represents a true disobedience towards the Islamic
teachings for not degrading other human beings. However, about 45% of them
(interviewees) agreed that racial and ethnic humor among Omanis is accepted and
they reasoned that to the fact that the Omani culture still embodies the generations
that faced the days of racism and discrimination as it is hard for modern civilization
to wipe it easily (Al Ismaili, 2004). D7 said: "Racism is still present in the Omani
man, it is in his blood". On the other hand, there is no enough evidence on the other

gender's opinion on this matter since this research did not focus on the females that
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occupy the three supervisory positions; even with the provided input from D3 as she
also agreed that they share the same thought with men of using racial humor because
they were raised by their families in embracing those thoughts. This was also
concluded by Ryan and Kanjorski (1998) as they emphasized that females enjoy as

males the aggressive and sexual humor exerted among them.

In the early days though, Leap and Smeltzer (1984) had narrated that while
some perceived such humor being offensive, harassing, and inappropriate, others
considered it a normal form of hazing and harmless activity at work. They further
argued that the exertion of such humor in the workplace does not violate the
American laws and regulations for fair employment unless the work environment is
polluted with such humor and the management are the main source of it. This could
be the case in Oman as S11 had affirmed by saying: "Sexual and ethnic humor is
accepted in the Omani work environment given that the person you are exposing
your humor towards is known to you and you have studied his personality before
opening yourself to him". He further explains that by saying: "There are very rare
lawsuits raised in the court of administrative cases regarding such subjects at the civil
service sector because this is understood as a normal practice if it is not too much or
the environment is spoiled by such humor; the more of anything makes it bad as the
axiom says". By the same token, DG1 had mentioned that having racial humor at
work is sometimes beneficial since it provides a channel for discussing such a subject
among work groups and individuals who perceived it as a gray area. This opinion
was supported by what was concluded by Foxworth (2008) as she found that using
racial humor at work offered a great opportunity to discuss racial issues further
which resulted in altering the employees' held belief about a certain race or group.
The only concern at this argument would be the opposing result on statement 14 and
16 since it does not support what the interviewed Omani public managers said and
other writers had notated. This could be understood from what Decker (1991) and
Duncan et al (1990) had explained where they said that managers will always
respond negatively to a query on using racial or sexual humor at work but in reality
they will limit the usage within their personal relationships among their employees
and sometimes intensively. Hence, Omani public managers responded negatively to
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the statements because they believed in its negative effects but in reality they do use

it within their known ones at work.

As for the media of humor transfer at work, the results indicated that about
66% of the Omani public managers enjoy joking with their subordinates on the office
phone. More than that was attained as about 71% of the Omani public managers
agreed that they accept humorous emails from their subordinates. These facts justify
the previous findings on statements 9, 10, and 11 as it elaborates on the possible
methods of exerting humor at the Omani public sector environment. The latter result
disagreed with what was narrated by Ford et al., (2003). However, only 18.5% of
the Omani public managers agreed that mobile Short Message System (SMS) is a
key method in spreading humor among subordinates during work hours. This
finding though, does not neglect the significance of the mobile SMS as one the
methods to spread humor but it determines its significance level among the other
methods. The interviewees in fact, did not mention an instance of humor usage via
any specific media as they were assuming humor to be the one exerted in face-to-
face form except for S3 where he pointed on using the office intercom for gossiping
and joking with his peer head of another section and that is in their daily coffee
break. The only note to be considered is that, and according to Duncan et al., (1990)
and Ford et al., (2003), there are other media whereby humor could be transferred
through but the proposed ones are different situations or occasions rather than literal
media where the Omani public managers responded positively to statement 6
entailing that they do understand the difference between the media and a situation.
Hence, the results demonstrated the significance and the facilitation of
communication technologies in transferring humor in the workplace where the
results indicated that Omani public managers favored spreading humor at work via
electronic mails (email) over phonic conversations, and the least favored was by the
mobile short message system (SMS).

The first part of the questionnaire focused on what the responders believed
about his/her usage of humor at work and focused on the exerted humor from the
subordinates towards the responder. Yet, from a managerial perspective, it was
found that 61% of the Omani public managers agreed that they believe managers in
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general should be humorous in their management styles or simply said to adopt
humor in their management style. This statement justified to some extent the belief
of the Omani public managers on the true generators of humor at the workplace
which supports the connotations that were provided by Malone (1980), Duncan et al.,
(1990), and Collinson (2002). As a matter of fact, 67% of the Omani public
managers believed that humor is a vital trait for a successful manager. This finding
supported what was notified by Duncan (1982), Shearer et al., (1998), and Newstrom
(2002) on the subject matter. This was also justified by the interviewees as almost
all of them had agreed and fully supported that they do advise other director generals,
directors, and section heads in the Omani public sector agencies, to adopt humor in
their work milieus due to its benefits on employees, managers, and the work sector as
a whole. However D2, D8, S7, and S11 had emphasized on considering the
conditions that should be present before indulging humor in the manager's style
where it will be discussed further in the second hypothesis. Above all, the argument
certainly gave an indication about Omani public managers as being aware of the
advantages and the disadvantages of workplace humor. The only concern at this part
would be in the difference between the results on statement 17 and 11 since it was
assumed that it should not be significantly deviated from each other. This was
explained by D4 as he argued about the difference between having fun at work and
being humorous at work where he elaborates that the first one (fun at work) includes
humor and other activities that brake the routine at work but humor — according to
the interviewee — should be understood as the literal use of humor. This note is
viable in the two results as the Omani public managers might considered the meaning
of fun other than the literal meaning of humor which resulted in the signified

difference.

By considering the previous arguments, it is apparent that humor is very
much evident in the Omani public environment entailing its uniqueness as an
environment that promotes humor at work but it cannot be judged in terms of a
degree or a level. An addition to the fact that there are other aspects about humor
exertion at the Omani public environment discussed in the other two hypothesis that
demonstrates the uniqueness of the Omani public environment in promoting humor

at work.
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5.1.2 Hypothesis Two

All statements in this part except for statement 27, 28, 32, and 39 evaluate the
use and effect of situational humor where the mentioned four statements emphasize
directly on all-time humor at work. In fact, statement 23 provides an introductory
explanation for the situational humor as 59% of the Omani public managers were
judged for using humor based on the designation or the title he/she is occupying.
Occupation in this matter is viewed as a situation where it determines the degree of
humor usage at work and that's why more than 41% of the responders had agreed that
subordinates accepted humor from their superiors just because he/she is their boss.
This was emphasized by Barsoux (1993) where he stated that managerial humor
differs based on the level of the manager being from the top or middle or else.
However, the results indicated that Omani public managers, and by assuming the
negligence of the designation due to the mentioned reasons in chapter three, are
supporting Barsoux (1993) in his argument especially in the issue of spreading
humor in the workplace but the results does not give a strong stance for accepting
humor by the subordinates because of their bosses. In other words, there is a
difference between spreading humor because of being the boss, which is viewed as a
trivial conclusion in any workplace (Barsoux, 1993), and accepting humor because of
the boss. From table 4.4, it was evident that the situation of being the boss was
significant in the relationship between humor usage and performance where it was
found that it would affect positively upon motivation, raised job effectiveness, the
knowhow of work procedures, raised productivity, and the performance of work
duties without director control which supports the common sense of accepting humor
due to being the superior the boss (Barsoux, 1993; Ford et al., 2003). These results
consort with what was stated by Duncan et al., (1990) and Newstrom (2002) that
humor is situational. In fact, D4, D7, S2, S7, and S11 had agreed that the exertion of
humor in the workplace depends heavily on the position of the superior as director
generals are perceived for not spreading much humor as directors or section heads
do. S2, S7, and S11 claimed that humor is experienced more in their custody than
their superiors. D8 had stressed that Omani public managers are known for being
humorous regardless of their occupation since it comes out naturally from them. He
claimed that there is no much difference between a section head or a director or a

director general or an undersecretary as long as they had worked together and usually
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the positions were filled by colleagues who know each other and yet the exerted
humor from a section head will not be lessened when he/she becomes a director as
he/she will be a director on his fellow colleagues and it will not make a difference in
this case. Collinson (2002) had agreed on this matter and he argued what Barsoux
(1993) stated but he further elaborates on the matter of accepting humor by
subordinates because of their superiors where he emphasized that the subordinates
would accept their superiors’ humor depending on the intention the humor was
exerted for. This in fact, was justified from the responses on statement 25 as the
situation was explained in the form of the intention where 92% of the Omani public
managers disagreed for their superiors from using humor at work in anticipation for a
materialistic return. This was evident from table 4.4 where it was found that the hope
for some materialistic return was not statistically a significant situation except for the
effect of humor usage upon strengthening the capability of preparing official
correspondences as it is very much evident since finishing the work task (the official
correspondences) is a clear materialistic return. A discussion on the intentions of
using humor at work is presented in a later stage of this subsection. Above all, it
shall be said that the spreading of humor by superiors is tied with their intention in
doing so whereas accepting humor by the subordinates is tied with the suitable
condition when exerting the humor towards them where it was found to be

statistically significant.

The previous results justify the significance of situation when using humor at
work where it was found from the responses to statement 29 that 63.5% of the Omani
public managers had agreed that using humor in the wrong time at work yields
misunderstanding by the subordinates. This calls for investigating upon the time
where humor could be envisioned at work in terms of possible situations or
occasions. In fact, the responses on statements 26, 30, 31, 35, and in addition to
statements 27, provided insights on the matter where 50% of the Omani public
managers had agreed that their superiors joke with their subordinates once they meet
up in the morning. This percentage noticeably increases up to about 67% when it
comes to them being humorous with subordinates in the tea and coffee breaks. The
previous two responses shall be explained with the fact that it is not a normal practice

for the superior to meet every subordinate in the morning and in light of the results,
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the Omani public managers do not meet up with their superiors every morning
especially due to their nature being managers in the same place. In other words, a
section head, a director, or a director general does not meet up every morning
because of their work status being superiors. As for the response on statement 35, it
shall be said that tea and coffee breaks are noticed at work which mimics the usual
gatherings with families and friends, yet it is trivial to have a higher response rate.
This consort with the results in table 4.4 where it was found that exerting humor
when meeting at early morning is statistically less significant t than spreading humor
during tea/coffee breaks. It was found that spreading humor in early morning was
only significant as a situation when humor is exerted to increase the knowledge of
the subordinate about work procedures which resembles a true fact in work
environment where usually managers use early work hours to direct and guide their
subordinates to do their daily tasks (Schermerhorn et al., 1997; Watson, 2006).
Whereas spreading humor during tea/coffee breaks was a significant situation in
reducing absenteeism because of the raised motivation. It was also found to be a
significant situation in reducing work errors due to the pleasant atmosphere that
humor creates as noted by D3 and DG1 which also assists in developing the official
correspondences and raises the ability to organize work among the subordinates.
However, statement 31 provides a contradicting fact where 52% of the Omani public
managers agreed that their superiors believe that workplace humor should be evident
at leisure times. The reason for the lower response is that statement 35 was
enquiring about the usage of humor in a specific time whereas statement 31 is
enquiring about a belief. In other words, statement 35 is reflecting an activity that
takes place at a work milieu and statement 31 is reflecting an opinion that could not
be always true particularly that the responder is judging on what his/her superior is
believing. However, the Omani public managers contradicted that tendency in
statement 30 where more than half of the managers affirmed that humor works also
well when the subordinates are under work stress. A discussion on statement 27 is
provided later in this subsection but it shall be concluded yet that workplace humor is

situational to some extent as discussed previously.

Statements 33, 34, 36, 37, and 38 provide evidences on different applications

of situational humor at work where only 31% of the Omani public managers agreed
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that workplace humor is a good way to express his/her disagreement towards a work
matter in front of the superior. Even lesser responders agreed on the matter that
workplace humor helps in hiding his/her mistakes at work as in statement 38. These
results shed a light on the adopted work ethics and the good source of conduct by the
Omani public managers. In fact, D2 and D4 had demonstrated that confronting
mistakes or disagreements towards a decision from Omanis is a cultural aspect than a
practice where they provided few instances from their experiences about this fact.
This was supported by the words of Romero and Cruthirds (2006) and Barsoux
(1996). However, another perspective was provided from DG1 since he had
explained the attained result on statement 33 by emphasizing on the skills of
communication. He elaborated on the proper ways of delivering organizational
information by using the appropriate amount and style of humor where he states that
it differs from a manager to another based on the work experience and length of the
relationship between the two communicational parties. Romero and Cruthirds (2006)
had supported this perspective by stressing that humor is a profound

communicational tool in the organization.

Yet, statement 37 is a trivial example which demonstrates the usage of humor
in an official work situation where good and bad news are shared (Barsoux, 1993); it
also embeds the stances of statements 33 and 38. In fact, only 21% of the Omani
public managers do consider a meeting without humor a failure. According to Revell
(2007), humor is regarded as a double-edged sword when it comes to knowing what
type of humor is accepted during meetings than the unaccepted ones. This indicates
that a higher rate of the Omani public managers do not favor using humor during
meetings since it violates the rules of conduct and work ethics in respecting the
produced decisions and processes as the majority of the interviewees emphasized,
which in this matter supports the first perspective as argued earlier. Barsoux (1996)
supported this conclusion by accentuating on the effect of the cultural differences on
exerting managerial humor in official meetings, he further assures that a joke in one
meeting would not be well received in another meeting even though the organization
is the same and the members of the meeting are the same; hence, it shall be regarded
as situation-specific (Barsoux, 1993). Despite the arguments between the two
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perspectives, it is clearly justifying the notion of humor usage in the Omani public

environment by the proper situation.

From a managerial perspective though, 36.5% of the Omani public managers
had agreed that their superiors joke with other subordinates just to get along with the
subordinate. According to Martin et al., (2003), this statement would indicate the
level of the affiliative humor style adopted by the Omani public managers but it also
justifies the concept of situation since humor is used for a certain purpose in a certain
time and place which entails a situation-tied humor. Barsoux (1993) had explained
this issue from the purpose perspective as he named it "Values™ where the intention
of knowing about others could be utilized for the better or the worst of humorous
origin (the superior). His note was justified statistically from table 4.4 where it was
found that exerting humor by the superior in order to get along with a person or
know him/her is the most significant situation among the other situations and
occasions under study. It was found significant in developing work discipline and
conduct where it was found a significant situation in reducing absenteeism, raising
work motivation, raising the ability to know the work procedures, raised levels of
personal productivity, promoting work—without direct supervision of control, and to
attempt to duty hours. However, the direct results indicate that there is a considerably
less usage of humor by Omani public managers in the situation where they are
intending to know others. In fact, this conclusion is accepted from a cultural point of
view since Omanis are formal when it comes to meeting new people. The
interviewees provided a much clearer picture on this matter by elaborating on the
Omani culture being respectful to the new ones especially work peers. They
provided many instances on how they dealt with others when they meet them at the
first time where they agreed that they cannot be open in terms of being humorous
with them unless they get to know them in the first place. D7 had elaborated further
on this matter by saying: "We —Omanis — are sensitive nation as we care about other
people's feelings. We do not give a wrong signal to other ones about our character
such as being humorous with a person we met him for the first time. 1 do not like
him to degrade me even though I like to joke with others but | do not know what type
of person he is or does he understand my personality, | really doubt it". Thus, it shall

be concluded that the result on statement 34 supports the concept of humor by
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situation and hence it accounts for the behaviorists who support the humor-by-
situation theory (Duncan at al., 1990; Barsoux, 1993; Barsoux, 1996). From another
angle though, aggressive humor was perceived logically by Omani public managers
as about 92% of the Omani public managers had denied that their superiors favor
aggressive topics in their humor which also consorts with the responses on
statements 14 and 16 in part one of the questionnaire. In fact, Martin et al., (2003)
and Romero and Cruthirds (2006) had explained this matter by referring aggressive
humor to the reasons that it shall drive managers to use it in the work environment
which denotes to a situational scheme. The interviewees had agreed that aggressive
humor is not used in the Omani public environment since Omanis respect others.
However, few instances were provided but not in the literal meaning of
aggressiveness, which entails that Omani public managers do understand the
difference between aggressive topics and aggressive attitudes. DG1 explained the
difference by emphasizing on the real intention of using such humor with the
subordinates. He stressed on the matter that aggressive humor could only be
envisioned in the case of communicating inferior work practices or results to your

subordinate but without harming the feelings.

As notified earlier in this subsection that statements 27, 28, 32, and 39
represent the opposing perspective of humor usage which is known as all-time
humor. It is apparent from the results that the responses to the mentioned statements
are not appealing to the Omani public managers where 33% had agreed that their
superiors joke with the subordinates while they are working. This was particularly
assured when 94% of the responders disagreed to the notion that their superiors joke
with the subordinates during all work hours. S10 had summarized his opinion on this
matter by saying: "We are paid to work not to play! Do you think I will eat
Haraam?". In fact, it was found that such a situation as in statement 28 was not
statistically significant in any of the relationships between humor usage and the
performance determinants as in table 4.4 which supports the conclusion that all work
hours cannot be a stage for entertainment. However, statement 27 was found to be a
statistically significant situation where it is expected that humor could be
experienced during work hours (Barsoux, 1993; Barsoux, 1996) where it is found to

be significant when humor is exerted for raising motivation, raising the ability to
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plan, upraising work effectiveness, and boosting personal productivity. These results
indicate a justified base to contradict the thoughts of Glasser (1994) when he
emphasized that the ultimate need that a human being ought to fulfill is fun
regardless of any place or time constraint. As a matter of fact, the previous results
were upon the actual practice but statement 32 determines the level of the belief by
the superior on always using humor at the work environment where about 24% of the
Omani public managers had agreed that their superiors do believe so. This was
further justified in statement 39 where about 85% had disagreed that their superiors
believe that humor is significant anytime during work hours. These results embody
and indication that Omani public managers understand the importance of using
humor in terms of the proper situation and yet this disagrees with the notes by
Glasser (1994) and Newstrom (2002). In fact, the responders understood the
difference between always using humor at the work environment that is in terms of a
philosophy and using humor literally during all work hours but yet the results
demonstrates a low response on each perspective. On a grounded base of practice,
the responses on statement 40 indicated a strong evidence that Omani public
managers are situational in terms of their humor usage and do not support all-time
humor where 73.3% of the Omani public managers spend up to 25% of their work

time being humorous with their subordinates.

By considering the previous evidences and arguments, it is apparent that
humor is not exerted during all work hours instead it is situational in nature. The
Omani public managers have been evaluated upon their level and type of humor
usage at work which resulted in a clear conclusion that the situation affects their
decision on using humor or not during work hours. In addition, a notifying aspect
should be emphasized at this stage upon the humor style that Omani public managers
use at their work environments. Table 5.1 in the next page exhibits the summarized
responses on the statements that represent each humor style as discussed previously

and will be followed by a discussion on its content.



161

Table 5.1: Preferred Humor Styles by Omani Public Managers

Humor Style Statement P,:;Creezza(%;)())f
Aggressive 14 18.2
16 12.9
33 30.7
36 8.5
Affiliative 2 73.7
3 50.6
4 49.7
6 97
34 36.5
38 19.3
Self-Enhancing 13 55.1
22 84.8
Self-Defeating 9 73
12 24.7

From table 5.1, it is apparent that Omani public managers do not prefer
aggressive humor with their subordinates nor exerted in their workplaces. However,
they praise building relationships with their subordinates by being smiley and
humorous with them which supports the affiliative humor style, this is in one hand.
On the other hand, the self-enhancing humor style is preferred on the personal level
as Omani public managers claimed positivity in their lives and by the same token,
they did not prefer being humiliated from their subordinates by being humorous with
them, which denotes to the self-defeating humor style. Despite the logical
conclusion on the humor styles, Barsoux (1993) had proposed the concept of humor
purposes which assures that every attempt of exerting humor entail an underpinning
purpose. In fact, table 2.1 in chapter two compares the humor styles with the

corresponding humor purposes where it is clearly exhibited that Omani public
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managers are exerting humor at their work environments with the intention of
structuring values. Martin (2001) explains the values as the aim of influencing
individuals to adapt to a particular role and reinforcing organizational values. This
leads to increased group cohesiveness and the development of the organizational sign
of unity (Duncan et al., 1990; Ford et al., 2003). In fact, this is justified by the
previous discussions upon the humor exertion and the suitable situations by Omani
public managers where it was understood that they strive to develop the role of
conduct and the ethical standards of work without losing the sense of a normal

human being that requires some time off to chill out.

5.1.3 Hypothesis Three

As mentioned in chapter three, the questionnaire statement 45, and 50-68 are
the ones derived directly from the 20 performance criterions that are adopted in the
performance evaluation of the supervisory leveled employees in the Omani civil
service law whereas the rest statements are derived from literature but are related to
the 20 statements. By referring to appendix N, the responses on the 20 statements
determined a tendency towards the criterions that measure the humor as an approach
for developing positive attitude and atmosphere in the organization. In fact, the
highest response was on proving the effect of the superior's humor on reducing the
level of job stresses of his/her subordinates where 84.1% of the Omani public
managers agreed upon. The second in sequence is statement 52 where 83.3% of the
Omani public managers had agreed that the exertion of their superior's humor would
lead to a strengthened cooperative-spirit with the colleagues. This was also assured
in statement 49 where 75.3% of the Omani public sector managers agreed that group
cohesiveness is raised when their superiors use humor which consorts with the
results in statement 52. This was discussed in subsection 5.1.1. The third in line is
statement 62 with 78% of the Omani public managers agreeing that the relationship
between the superior and the subordinate is strengthened when their superiors exert
humor at work. Statement 63 was the fourth among the 20 statements with 76.7% of
the Omani public managers agreeing that by exerting humor from their superiors, the
level of flexibility of the employee to accept other employees' opinion is raised. The
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fifth was scored by statement 58 with 75.3% of the Omani public managers agreeing
that the strength of the relationship between the employee and the client is raised
when the superior exerts humor in the workplace. Hence, if a threshold was chosen
to determine the second highest scored performance criterions (such as above 50%),
then statements 55, 53, 61, and 64 are the ones to be considered respectively. These
statements denote to performance, communication, and creativity outcomes
respectively, which means that the second effect of humor was sensed on the
performance matter. However, statement 66 was the least agreed upon by the Omani
public managers having 36.2% of them agreeing that decision making ability of the
subordinate is strengthened by using humor at work by their superiors. This means
that the least effect is sensed in the leadership and the creativity outcomes. Above all,
the mentioned results provided an outlay of how Omani public managers evaluated

their superiors in terms of the performance criterions of the Omani civil service law.

By referring to the Workplace Humor Model (WHM) that is elaborated in
subsection 2.4.4 and exhibited in appendix B, the 20 performance criterions shall be
explained in terms of the six desired organizational outcomes. The first one is the
group cohesiveness outcome where table 5.2 in the following page summarizes the
results on the statements pertaining to the outcome as they are arranged in an
ascending order based on the percentage of the Omani public managers agreeing to
each statement with the result of the association tests upon the amount of the exerted
humor and the significant regression models from table 4.4 as it provides an
indication of such an association and supports the results of the association tests. For
example, table 5.2 in the following page shows that the association test results
consort with the regression analysis for each statement which denotes to the fact the
association tests are valid. Also, by referring to subsection 4.2.2.1 and appendix P, it
is apparent that statements 52 and 62 are from the human-related construct, whereas
statement 64 is from the work (job)-related construct.
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Table 5.2 : Summarized results on group cohesiveness outcome

Regression

0 _
Statement | Percentage Who Agreed (%) Association (Sig./Not Sig))

52 83.3 No Not Sig.
62 78 No Not Sig.
64 57.1 Yes Sig.

Table 5.2 refers to the fact that using humor in its minimal levels would affect
in raising the degrees of group cohesiveness among Omani public managers and
between the superiors and their subordinates. However, there was sufficient
evidence denoting to the fact that exerting humor at the Omani public environment
by the superior does affect positively on the subordinates by upraising their
cooperative spirit and the cohesiveness of work groups where 83.3% of the Omani
public managers had agreed upon which supports what Duncan and Feisal (1989)
and Aufrecht (2001) had emphasized. However, there was no sufficient evidence for
the association between exerting more amounts of humor at the Omani public
workplace and the upraising of group cohesiveness. Hence, it was also found that
78% of the Omani public managers agreed upon the strengthening of the relationship
between the superior and the subordinate when the superior uses humor but there is
no sufficient evidence to prove any association when the amount of humor is raised
in work environment. In fact, DG1, D4, and D7 had emphasized on the significance
of humor in braking the barriers between the superior and the subordinate which
entails a much stronger relationship between them and this supports what Barsoux
(1993) (1996) had narrated upon. Yet, according to Fatt (2002) and Newstrom
(2002), the exertion of humor at the workplace would enrich team work and hence,
in the Omani public environment, it was found that this was moderately accepted
where 57.1% of the Omani public managers agreed that the ability to organize work
tasks among the subordinates is raised when the superior uses humor with them.
This was reflected in the requirement of exerting more humor at the workplace as it
was statistically viable to have an association between the amount of exerted humor
and statement 64. In fact, DG1, D4, and D7 had further reasoned this fact by
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emphasizing on the importance to win the trust and the friendship of the subordinate
by being more nearer to him/her and humor is the fastest way to reach their hearts as
they said. Also, it shall be documented that the "ability to organize work tasks" is an
original function of management and it is regarded as a performance matter for
him/her (Mullins, 2002); therefore it should not be included in the group
cohesiveness matter as oppose to what Romero and Cruthirds (2006) did. Above all,
it shall be stated that humor does have a positive effect on raising group cohesiveness

but there is no need to have more of it.

The second desired organizational outcome in WHM is the communication
outcome where table 5.3 summarizes the results on the statements that represent the
outcome from the 20 performance criterions of the OCSS. It is noted here that the
association test results consort with the regression analysis for each statement in the
table 5.3. As for the performance construct of the statements, subsection 4.2.2.1 and
appendix P shows that the first two statements in table 5.3 are from the human-
related construct whereas the third and the fourth statement are from the work (job)-

related construct.

Table 5.3 : Summarized results on communication outcome

Statement | Percentage Who Agreed (%) Association (S?J.E/]Iileostsisoig.)
63 76.7 No Not Sig.
58 75.3 No Not Sig.
55 62.2 No Not Sig.
56 39.2 Yes Sig.

From table 5.3, it is apparent that about 77% of the Omani public managers
agreed that the exerted humor from the superiors would raise the level of flexibility
of the employee to accept the opinions of other employees. This supports the top-
down organizational communication channel that humor facilitates as Aufrecht

(2001) and Collinson (2002) emphasized upon. However, there was no sufficient
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evidence that using more humor by the superior at the workplace would result in
more flexibility since it would be misunderstood as D7 had noted where it was
discussed in the previous two subsections. Yet, humor was also significant in
strengthening the relationship between the employee and the client since around 75%
of the Omani public managers agreed upon that when their superiors exert humor in
the work environment. Cline et al., (2003) had notified on the importance of humor
in guaranteeing the satisfaction of the clients and according to Barsoux (1996),
humor plays a key role in communicating with the organizational stakeholders since
it aids in increasing the level of adopting the products and the services. Thus, the
result on statement 58 supports the previous connotations but it is not viable to use
more humor since there was no association found with the amount of the exerted
humor. In fact, this was also sensed in statement 53 since there was no association
found between the amount of the exerted humor and the development of the
employee competence in presenting the opinions logically. In fact, DG1 said: "Logic
is in the opposite side of humor, when you are humorous with others you are
perceived being non-logic simply because seriousness cannot be represented by
humor”. S11 opposed that by saying: "I think joking or humor as you call it cannot
develop a competency but I would say that joking clears the atmosphere for
presenting the ideas. For instance, if 1 want to talk to the director about a serious
project proposal on climate affairs, | would definitely through a small joke just to
clear any negative thoughts the previous meeting had developed in him. It works
well with me". Barsoux (1993) had assured that humor is very useful in setting the
pace for more serious managerial discussion but it should be used before or after that.
Yet, from a documented communicational perspective, it was found that only 39% of
the Omani public managers had agreed that the capability of preparing official
correspondences is strengthened when the superiors use humor. The reason for such
a response is the misunderstanding of the relationship between the two factors where
the responders assumed the direct causality and therefore the response was lessened
compared to the previous three statements. D3 and D8 had explained that by
demonstrating instances from their work experience on using humor with their
secretaries where it was sensed that the secretaries started to care more about what
they type and spent more time designing the page and the text settings and colors.
DG1 said: "Humor changes the mindset and the mood of the employee as it makes

him more relaxed. He will work more and more accurately to please me which is my
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objective”. According to Hornblow (2003) and Yerkes (2003) using more humor in
the workplace would assure more employee relaxation, which explains the proved
association between the exerted amount of humor and the sought capability but it is
important to note that the effect is indirect unlike the previous three statements. In
short, it shall be said that humor has a direct positive effect on communication but it
IS not viable to use more of it as the communicational part is attained by just using

humor.

The third desired organizational outcome is stress reduction where table 5.4
summarizes the results on statement 45 that represent the outcome where it is shown
that the association test result consort with the regression analysis. It is apparent from
subsection 4.2.2.1 and appendix P that statement 45 is from the human-related
construct. Yet, it is clearly apparent from the table that humor works well in reducing
the level of job stresses where 84.1% of the Omani public managers had agreed upon
that when their superiors exert humor at work. This supports what most of the
writers had narrated such as Barsoux (1993), Avolio et al., (1999), Newstrom (2002),
Ford et al., (2003), Edwards (2003), and Hornblow (2003) where they assured that it
is the classical outcome of any humorous initiative at the workplace. In fact, almost
all interviewees had agreed that humor is a powerful tool to defeat work stress and
many instances were provided from their work experiences justifying such an effect.
However, Foster (1978) had justified a medical point of view where he emphasized
that life and work stress could be tackled by just being smiley and positive. In other
words, a simple smile drawn because of a joke would prevent from a health
catastrophe (Foster, 1978). This supports the attained result on the test of association
between the amount of humor and stress reduction where there was no sufficient
evidence to prove such an association. Therefore, it shall be concluded that minimal

humor would have an effect on reducing work stress immensely.

Table 5.4 : Summarized results on stress reduction outcome

Regression

tatement | Percentage Who A %) | Associati i i
Statemen ercentage Who Agreed (%) ssociation (Sig./Not Sig.)

45 84.1 No Not Sig.
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The fourth desired organizational outcome is the creativity outcome where
table 5.5 summarizes the results of the statement pertaining to the outcome. As for
their construct belongingness, subsection 4.2.2.1 and appendix P shows that all
statements in table 5.5 are from the work (job)-related construct. However, it is
shown that the association test result for statement 53 does not consort with the
regression analysis and that is due to the underpinning assumption in including the
data of the chi-square test where the "neutral” choice was merged with the
"disagreement™ choice. This might affect the interpretation of the test result but it
was mentioned in section 3.4 that the association test will be the main analysis
method in explaining the relationship between humor usage and each performance
determinant. In fact, the highest scored statement among the set is statement 53 with
about 60% of the Omani public managers agreeing that the capability of initiating
developed work procedures is raised when the superiors use humor at work. This
justifies to some extent what Barsoux (1993), Miller (1996), and Ford et al., (2004)
had emphasized on the matter. However, there was a sufficient evidence to prove an
association between the amount of the exerted humor and the effect on the capability.
The only explanation for such association would be drawn from D2 as he narrated
that creativity requires a tension-free mind and yet humor is a great tool in the hands
of the management to unleash the innovative ideas of their subordinates. According
to Barsoux (1996) and Newstrom (2002), humor would stimulate employees to
increase their level of creativity at work and that is only expected when they are
relaxed which entails that humor works indirectly towards fostering organizational

creativity; hence, it is required to be used more and more in the work environment.

Table 5.5 : Summarized results on creativity outcome

Regression

0 _
Statement | Percentage Who Agreed (%) Association (Sig./Not Sig))

53 60.1 Yes Not Sig.
67 47.9 No Not Sig.

66 36.2 No Not Sig.
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According to Romero and Cruthirds (2006), the ability to create appropriate
solutions for work problems is another view for creativity at work but there were less
than 50% of the Omani public managers agreeing that the sought ability would be
strengthened when their superiors use humor. Even if more amounts of humor were
exerted at work, it would not have an effect on the sought ability as there was no
sufficient evidence to prove an association between them. In fact, none of the
interviewees provided an explanation of the above relationship except for a note
from DGL1 as he said: "There is no direct effect of humor on the ability to develop
solutions for work-related problems unless it is indirect”. Smith et al., (2000) and
Yip and Marin (2006) further elaborated that by referring humor to a possible tool
that managers would utilize at work in order to increase creativity and innovation in
the employees which will enable for better problem solving and the resolving of the
conflicting matters at work. This in fact, refers to the results on statement 53 where
it was found that there was sufficient evidence to prove for association. Therefore, it
is viable to explain the results of statement 67 on the same bases and that is by
emphasizing on the significance of using more humor in order to stimulate creativity
at work which will have an indirect effect on fostering the ability of the employees to
create solution for their work problems. By the same token, only 36.2% of the
Omani public managers had agreed that the decision making ability is strengthened
by spreading humor by their superiors. D7 and S11 had explained that by stressing
on the significance of humor in promoting a relaxed work environment which affects
positively on raising the level of creativity and hence the decision making ability is
surely raised. Duncan et al., (1990) and Hornblow (2003) had also supported this
thought and thus it shall be explained in the same manner as it was done with
statement 67. All in all, it shall be concluded that in order to raise the levels of
creativity at work, more humor should be exerted by management at their work

environments.

The fifth desired organizational outcome is the organizational culture
outcome where table 5.6 summarizes the results of the statements pertaining to the
outcome. By referring though to subsection 4.2.2.1 and appendix P, it is apparent that
all statements in table 5.6 belong to the work (job)-related construct except for

statement 63 where it belongs to the human-related construct. As for the difference in
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the results of statement 51 was reasoned for previously when discussed about
statement 53. The table indicated that all statements except statement 63 had
sufficient evidence to prove for an association with the exerted amount of humor at
the Omani public environment. This contradicts with the statement of Al Kathairi
(2006) as he emphasized that Omanis are usually humorous in their normal life
which includes their work environments. However, it could be explained by Al Ansi
(1991a) and Al Mowaiti (1991) where they assured that it is the habit for Omanis to
chat and enjoy poetries that embed silly jokes and anecdotes aimed at spreading
laughter in their work milieus. Therefore, it is a trivial conclusion to exert more
humor in order to flourish the Omani cultural aspect of being humorous. However,
the organizational cultural statements are the ones that determine the criterions for
developing and measuring the work culture where it is found that about 77% of the
Omani public managers agreed that the employee flexibility in accepting other
employees' opinions is raised when their superiors use humor but there was no
sufficient evidence to prove an association state between the amount of the exerted
humor and the raising of the flexibility level of the employee. In fact, this statement
was discussed in the communicational outcome part and table 5.2 where it was found
that there is no need to use more humor as the communicational aspect is attained
when just humor is exerted and this was further elaborated by Al Mowaiti (1991) and
Al Moharbi (1996) as they denoted to the fact that Omanis are known for respecting
others even if they opposed them in their views.

Table 5.6 : Summarized results on organizational culture outcome

Statement | Percentage Who Agreed (%) Association (Sl?;%e;:gg.)
63 76.7 No Not Sig.
51 44.6 Yes Not Sig.
68 44.2 Yes Sig.
56 39.2 Yes Sig.
60 37.1 Yes Sig.
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With an exception to statement 63, the results on the remaining four
statements in table 5.6 indicated that there is sufficient evidence for an association
between the amount of the exerted humor and each of the criterions for work culture.
In fact, around 44% of the Omani public managers agreed that humor raises the
employee-willingness for developing job knowledge and the same result was found
with the effect of humor upon employee commitment towards duty hours. DG1 and
D2 had demonstrated the reason for such a relationship where they emphasized that
workplace humor works well enough in creating a pleasant work atmosphere, which
Duncan and Feisal (1989) and Glasser (1994) had elaborated that it would lead to a
higher quality of work commitment and performance. Hence, and based on the
attained results, the more humor exerted by the superior, the higher the chance is to
raise the employee-willingness for developing his/her job knowledge in addition to
having a higher chance in raising employee commitment towards his/her duty hours.
As for statement 56 and statement 60, it was found that the responses by the Omani
public managers were less than 40%. In fact, a discussion on statement 56 was made
in the communicational outcome and table 4.34 which was concluded then that there
is an indirect effect of humor upon strengthening the capability of preparing official
correspondences. As for raising the level of employee knowledge about the work
procedures, D4 had explained that by saying: "I do not see any direct relationship
between humor and this performance criterion but | can say that humor assists the
management in making the workplace a better place to work in but of course with
special cautions on what and when to use that humor. | personally see it from the
human perspective where a better place to work means having employees who like to
work and this would somehow lead the employee to take the initiative to understand
what exactly his duties are; otherwise, there is no any direct influence | shall say".
Therefore, more humor should be exerted by the Omani superiors if they wish to
flourish the organizational culture within their subordinates.

The sixth desired organizational outcome is the leadership outcome where
table 5.7 summarizes the results of the statements pertaining to the outcome. By
referring to subsection 4.2.2.1 and appendix P, it is clear that statement 62 is from the
human-related construct whereas the rest two statements in table 5.7 are from the

work (job)-related construct. However, it is noted that statement 57 differ in its



172

results between association and regression analysis but it was reason for previously
upon discussing statement 53. It is apparent though that 78% of the Omani public
managers agreed that the relationship between their superiors and the subordinates is
strengthened when their superiors use humor at work. The strengthening the
relationship makes it easy on the superior to lead the subordinate (Romero and
Cruthirds, 2006).

Table 5.7 : Summarized results on leadership outcome

Regression

0 _
Statement | Percentage Who Agreed (%) Association (Sig./Not Sig))

62 78 No Not Sig.
65 45.9 Yes Sig.
57 40.5 Yes Not Sig.

In fact, DG1, D2, and S6 gave insights from their experience on how their
humor at work supported them in leading their subordinates but D1 mentioned that
being humorous with your subordinate does not always guarantee his/her strict
obedience and that is the reason he emphasized on the word "helps" not the word
"strengthens”. Hence, the latter note was justified by the test on association as there
was no enough evidence to prove for an association between the strength of the
relationship and the amount of the exerted humor at work by the superior, which
means that there is no need for the manager to become more humorous at work as
will not have more effect on strengthening the relationship between the superior and
subordinate. This was also justified in the results on statement 48 as about 55% of
the Oman public managers had agreed that humor affects on leading the subordinate
to accept authority which was also sensed from the association test as there was no
sufficient evidence to prove for such an association. Collinson (2002) made this
clear when he emphasized on the difference between the management of humor at
work and the humor of management as he pointed out that humor should not be
degraded for its enormous effect on employees since it can easily seize their
willingness and assist managers in imposing more control. However, the results in

table 5.6 indicated that there are almost 46% of the Omani public managers who
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agreed that by using humor at work the subordinates will perform their duties
without direct supervision. This is also contradicting with the previous conclusion
where here more humor should be exerted as there was an association between the
amount of exerted humor and the strengthening of the employee ability to work
without supervision. Duncan et al., (1990) had explained that by pointing on humor
as a tool to build the trust between the superior and the subordinate which will affect
positively on responsibility handling towards the work duties. In fact, the results on
statement 57 supported what Duncan et al., (1990) notified towards as there was
sufficient evidence to prove for an association between the amount of the exerted
humor and the raising of the level of the employee responsibility-handling.
Therefore, it shall be concluded that more humor should be exerted by management
at work since it will have better chances to affect indirectly on building the trust
between the superior and the subordinate which will lead to a better forms of

synchronous leadership at work.

The seventh desired organizational outcome from the workplace humor
model (WHM) is the performance outcome or as explained in section 1.9 as
management performance. According to Buckingham (2005) and Watson (2006), the
performance here would denote to the general duties that an employee in a
managerial position would likely to carryout in order to accomplish the
organizational objectives. Thus, table 5.8 demonstrates the results on the criterions
pertaining to the performance of the manager and in this regard they are the Omani
public managers in the Omani civil service system (OCSS). As for the construct
belongingness, it is clearly shown in subsection 4.2.2.1 and appendix P that all
statements in table 5.8 are from the work (job)-related construct. As for the
difference in the analysis for statement 50, it was reasoned for previously when

discussing statement 53.

Table 5.8 : Summarized results on performance outcome

Regression

tatement | Percentage Who A %) | Associati i i
Statemen ercentage Who Agreed (%) ssociation (Sig./Not Sig.)

58 75.3 No Not Sig.
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61 58.8 Yes Sig.
64 57.1 Yes Sig.
50 47.3 Yes Not Sig.
65 45.9 Yes Sig.
59 45.3 Yes Sig.
54 44.6 Yes Sig.
66 36.2 No Not Sig.

From table 5.8, it is apparent that the highest scored criterion was the
strengthening of the relationship between the employee and the client having more
than 75% of the Omani public managers agreeing upon but there was no sufficient
evidence to prove for an association between the amount of the exerted humor and
the specified criterion. In fact, DG1 and D4 had explained this state by denoting to
the significance of humor in creating a better work atmosphere. They emphasized on
the humor usage by the superior and its positive reflection on the employees when
they provide the ministerial services to the Omani citizens and the foreigners.
According to Collinson (2002) and Watson (2006), managers are the boosters of
humor in the workplace and when they allow it by being the first ones to adopt it and
use it in the workplace, the employees will excise their usual humor at work and this
consorts with the result on the association test as since it was not proved for such. In
other words, the manager is the lighter of humor at work and once the fire catches,
the employees will carry it even outside the work boundaries that are formed in their

attitude towards the clients.

From table 5.8, the second highest agreed upon criterion was statement 61
with about 59% of the Omani public managers agreeing that the level of the
subordinate-productivity is upraised when humor is used with them. According to
Duncan and Feisal (1989), humor is associated with increased productivity, but it
shall not be affirmed by a direct association since it was not justified research wise.

Thus, this statement affirms the relationship where it was found that the productivity
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Is associated with the exerted amount of humor at work. In other words, the more
the humor is used by the superior at work, the better chances to have raised
productivity from the subordinate. In fact, DG1, S3, S5, and S6 had given an
explanation for such an association where they emphasized on the significance of
humor in making the work environment positive and more pleasant to work in, which
will be reflected on the amount of work the subordinate will accomplish during the
day that is referred by Shearer at al., (1998) as working better and faster. This in fact
was also assured by Avolio et al., (1999) as concluded that humor is related to

individual and performance units.

The third highest scored criterion among the ones in table 5.8 is statement 64
where the result indicated that around 57% of the Omani public managers agreed that
the ability of the superior to organize work tasks among the subordinates is
strengthened when he/she exerts humor at work. D4 noted that by saying:
"Organizing work in the Ministry is a great challenge. It is not easy to force a human
being to finish a task he is not involved with or added to his normal load. Now, when
| joke around in my directorate, | found that the employee will not hesitate to accept
work directions and he finishes the tasks | give to him or to any other employee and
without any complaints”. This was justified in statement 48 which is elaborated
upon later in this subsection but what shall be notified towards is the proved
association between the criterion and the exerted amount of humor at work. This
means that in order to have a better chance to organize work among the subordinates
the superior shall exert more humor at the work environment. From another angle,
the controlling function of management which corresponds with performance
evaluation (Lau et al., 2008) had scored the fourth having less than 50% of the
Omani public managers agreeing that the ability to assess the performance of the
subordinate is strengthened when humor is used at work by the superior. In fact,
there was sufficient evidence to prove for an association between the amount of the
exerted humor and the ability to assess the performance of the subordinate. DG1, D4,
and S6 had explained this by emphasizing on the indirect effect of humor where it is
believed by them that when humor is used at the work environment, the subordinates
will be more relaxed and happily performing their duties which employee-

performance assessment is among them. This in fact, justifies the proved association
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between the amount of the exerted humor and the ability to assess the performance.
In terms of self control and autonomy, it was found that almost 46% of the Omani
public managers agreed that the ability of the subordinate to perform his/her duties
without direct observation is strengthened when the superior uses humor at work.
This is tied with the ability to handle responsibility as Mullins (2002) affirms where
statement 57 determines the effect.

As previously discussed, there was an association between the amount of the
exerted humor at work and the raising of the level of responsibility handling, which
consorts with the association test in statement 65. In another words, when there is
more humor used at the workplace, there is a better chance to have the subordinates
work without direct observation. The ideal reasoning was provided by DG1 and D4
where they agreed that using humor at work assist's in building trustworthiness
between the superior and the subordinate which will reflect positively on their work
autonomy. D4 had commented by saying: "Work invigilation is a primary role in the
government but I guess it goes back to the director himself and his management
style. For me, trusting my followers is important in my management style and when |
joke with them | can easily determine the employees that | can rely on because trust
is what | am looking for". This is related to the job effectiveness as Martin (2001)
notified where it was found that about 45% of the Omani public managers agreed
that by using humor at work the level of job effectiveness among the employees is
raised. In fact, the result on statement 59 is also related to statement 43 where it was
found that the result was just the same. However, the test of association yielded two
different results where it was proved between the exerted amount of humor and the
level of job effectiveness but there was no sufficient evidence to prove for an
association with reducing work errors. The typical reasoning was provided by D8
where he emphasized that work errors are expected by human beings but according
to Mullins (2002), job effectiveness is regarded as a matter of giving attention to the
output of the job and yet it is different than work errors. Hence, it is an obvious state
to have the two different results of the association tests. However, DG1 explained
the association state in statement 59 by referring to the practice that the judgment on
job effectiveness for supervisory positions differs from one superior to another. He

assures that by saying: "I do not see any direct influence of joking or humor on job
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effectiveness. All | can say is that joking makes us enjoy our work environment and
it makes it the same for my subordinates and this makes them relaxed as | said
before. They will work better of course because they like their work environment and
that's why | said at the beginning that joking has indirect effect on performance”. As
a matter of fact, the correlation (rho) results in table 4.6 indicated that statement 59
had scored the highest among the associated statements with statement 40 and thus,
in order to have better chances of higher effectiveness, it is vital to exert more humor

at the work environment.

By referring to the functionality of management and table 5.8, the result on
statement 54 indicated that 44.6% of the Omani public managers had agreed that
humor at work raises the ability of the subordinate to plan and having sufficient
evidence to prove for an association with the amount of the exerted humor at work.
However, there is no direct influence of humor upon the ability to plan as two
interviewees had stated but they further reasoned that to the overall effect of humor
on human beings where it works well enough in soothing the mindset and relaxing it
in order to perform in a clearer and a fresher way where in this the "ability to plan™ is
the result. In fact, this consort with the conclusion on the creativity outcome that was
discussed before since it was concluded that in order to have a better chance of
upraising creativity in the work environment, the management shall exert more
humor at their milieus where in this matter, creativity is a vital part of the planning
function of management (Jackson, 2000; Mullins, 2002). Hence, in order to have a
better chance of better planning abilities, the management shall exert more humor at
their workplace. As for the last scored statement (66) in table 5.8, it was discussed
previously in the effect of humor upon the creativity outcome where it was
emphasized that humor promotes a relaxed work environment which will affect
positively on raising the level of creativity that will surely raise the decision making
ability. This was the reason for having about 36% responses on the statement and
the result of no-proved association between the criterion and the amount of the
exerted humor at work. All in all, it shall be concluded that in order to have better
performance of the employees who work in the three supervisory levels in the Omani
civil service environment, Omani superiors must consider humor as a vital key to

utilize by allowing and spreading it in their workplaces.
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As for the criterions that were derived from literature, it was found that about
82% of the Omani public managers had agreed that using humor at work by their
superiors will result in having the employees love their workplace more. This result
is high and it proves what Duncan et al., (1990) had emphasized as spreading humor
at work would spread love and solidarity among the employees which will result in
them loving their work more and this would be expressed in terms of higher work
motivation. This in directly affects productivity as Huse and Cummings (1985) has
emphasized that having a higher quality of work life leads to improved work
motivation and raising it would improve the levels of productivity. In fact, statement
46 provides a clear idea on the motivational notion of statement 41 since 67.6% of
the Omani public managers had agreed that work motivation is raised when humor is
exerted at work by the superiors. The latter result provides a justification to what
Yerkes (2003) and Hornblow (2003) had stated on the matter that humor at work
raises work motivation. From the interviews, nine interviewees had literally stated
that humor does affect in raising employee motivation to work and they gave
examples of many instances of how they experienced the motivation in their work
environments. However, it does not provide enough evidence of how much does the
effect could be. In other words, these results do not indicate a proof for association
between humor and love and motivation. Therefore, a test for association shall be
considered where from appendix S and the analysis in subsection 4.2.3.1, it was
evident that there is no association between the amount of exerted humor and the
raised love in the Omani public environment. However, there was sufficient
evidence to proof for association between the amount of used humor in the Omani
public workplace and employee motivation. These conclusions affirm what
Schermerhorn et al., (1997) had emphasized that there is a vast difference between
employee love towards work and employee work motivation. Hence, it shall be said
that a change in the amount of humor shall affect motivation but according to table
4.6, it was found that the correlation (rho) is low which denotes to lower effect. In
fact, DG1 had indirectly explained the above results by saying that: "I should remind
you that humor is beneficial in the work environment but it does not mean that | have
to be more humorous to gain more benefits”. This means that using minimum humor
in the work environment is sufficient enough to attain work motivation because there
are other significant motivators to the employee (Schermerhorn et al., 1997) than

only being humorous with them. This was confirmed by Ford et al., (2003) in their
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research as they emphasized on just the direct effects without quantifying them. In
fact, the above connotation consorts with the reality of the Omani public work
environment where 73.3% of the Omani public managers spend up to 25% of their
work hours in being humorous within their work milieus and yet the effect on raised

employee love and raised motivation was positively reported.

Statement 42 is a more specific form of statement 68 but it was justified in
chapter three that it is not viable to measure absenteeism unless there is a valid
reason for being so and yet, this statement was comprehended as commitment
towards duty hours that is the literal criterion in statement 68. Hence, this statement
shall be regarded as a measurement of research validity where it was found that it is
associated with the amount of exerted humor in the workplace as statement 68 with
around 62% of the Omani public managers agreeing that absenteeism is reduced
when their superiors use humor in their work environments. Another perspective of
absenteeism was provided by S3, S6, and S7 as they had demonstrated different
instances from their work environments where they had used "normal humor" as one
of them had stated was effective in building rapport and getting them (the
subordinates) to reduce their incidental leaves during work days and their excuses for
being absent every time. These conclusions support what Miller (1996) and Yerkes
(2003) had emphasized upon this matter and yet as a normal result, the subordinates
would like to work even more hours as the result on statement 47 indicated where
about 63% of the Omani public managers had agreed that the subordinates will do so
if their superiors exerted humor in their work environments. However, from a
statistical point of view, there was no enough evidence to proof an association
between the amount of the exerted humor at work and the effect on employees in
loving to work more hours after duty hours. This was explained previously in
knowing the fact that just spreading humor in the work environment would yield the
specified effect but there is no clear need to have more of humor to attain more of the
sought effect. D4 and S6 had assured that by being humorous with the subordinate,
the subordinate would feel more approachable by the superior which builds more
trust between the two parties and thus it will prepare the subordinate to accept any
further work task even if it was on the expense of working after duty hours and

without asking for overtime wages. This would call for knowing the effect of humor
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on building the relationship between the superior and the subordinate which was
explained previously in statement 62.

Statement 44 is the result of statement 48 and 62 where statement 48
demonstrates the effect of the exerted humor from the Omani superiors upon leading
the subordinates to accept authority where about 55% of the Omani public managers
had agreed that it has such an effect but there was no sufficient evidence for any
association between them and hence, it shall be said that by just using humor, the
effect will be evident. As for statement 62, it was said previously that 78% of the
Omani public managers had agreed that by using humor from their superiors, the
relationship with their subordinates will be strengthened but there was no sufficient
evidence to prove an association between them. Hence, the result on statement 44
should reflect the previous results as about 62% of the Omani public managers had
agreed that the resistance to change by the subordinate is reduced when humor is
exerted by their superiors but it does not denote towards a direct association between
them, which justifies the statements of Barsoux (1996) and Linstead (1985). In fact,
few instances were given by the interviewees on the effect of humor upon reducing
change resistance from the subordinates by referring to the significance of having a
stronger relationship between the superior and the subordinate in order to have a
successful change management but it all goes back to the results which provides a
conclusion that humor does affect on the three aspect but there is no need to exercise

more humor than the normal amount as D4 had narrated.

As for statement 69, about 78% of the Omani public managers had agreed
that by using humor from their superiors, the influence on work performance will be
positive. This in fact supports the initial wordings of Malone (1980), Duncan et al.,
(1990), Barsoux (1993), Ford et al., (2003), and Romero and Cruthirds (2006).
However, there was no enough evidence to prove an association between the amount
of the exerted humor by the superior and the effect upon work performance in
addition to the fact that performance is understood in terms of its determinants which
in this matter are the 20 performance evaluation criterions where the previous

arguments had justified the relationship between the exerted amount of humor and
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each performance determinant. Yet, the result on this statement would be regarded
as the general theme of the third hypothesis in this research.

5.2 Research Overview, Questions, and Hypotheses

After discussing the results and the analysis in section 5.1, it is evident to
review the research questions and hypothesis before concluding them. This research
attempt in fact had a main purpose of understanding, describing, and explaining the
phenomenon of workplace humor for the Omani public employees in the supervisory
levels by adopting the case study as a research strategy in order to justify empirically
the theoretical connotation that humor does affect work performance positively.
Thus, as a trivial objective, the study would explore and explain the reasons that
hinder Omani public employees in the supervisory levels from exerting humor at
their workplaces or sometimes change the style of humor upon the need. This in fact
denotes to the thematic question that this research is attempting to address which is:

e How humor usage is envisioned in the Omani public workplace?

The thematic research question is very general and it has to be addressed with
much focused questions. Thus, it was attended from three aspects that are; the
existence of workplace humor, situational humor theory, humor-performance
relationship. The research questions that correspond with the previous three aspects
are as following that will be also followed with an elaboration on the methodology of

answering each of them. The first question was as under:

1. Is humor evident at an Omani public workplace?

Addressing the above question encompassed a rigorous research and analysis
on the main reasons that does not favor using humor at work. It drove the researcher
to understand the proper aspects to consider in using humor at work. Most
importantly, it studied the effect of Omani employees in the supervisory levels and

their role in promoting humor usage in the Omani public organizations by a thorough
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analysis of their perspectives and thoughts on the matter. Nevertheless, this entailed
researching and studying the methods and types of humor used in the Omani public
organizations and how it was perceived. Above all, it was justified by literature on
how humor is significant in the workplace and by considering the above
connotations. Yet, the hypothesis for this research question was:

e Humor is strongly evident in the Omani public environment

The second question was:

2. Is the humor usage in the Omani public workplace situational?

The answer to the above question covered a wide range of research on the
proper meaning of situation and its underpinning applications where humor could be
used. In fact, it addressed the two theories of humor usage; the first is the decision of
using humor every time and any time, the second though is the favoring of humor
usage in justified occasions. This was supported with real-life instances from the
Omani civil service system and the gathered data that touches the argument whilst
theoretically justifying it from literature leading towards a statistical investigation for
such an affect by using regression analysis. The hypothesis for this research question
was:

e The usage of humor at the Omani public workplace is affected by the

situation

The third question was:

3. Does humor usage positively affect work performance?

The above question hypothesizes the notion that behaviorist and management
scholars had stated that humor does positively affect work performance but it was not
yet grounded as a justified theory. Hence, there were two parts in answering this
question where the first involves a thorough research and analysis of the true

determinants of work performance where insights on work performance which were
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adopted from the Omani civil service system. The second part was build upon the
first part where a thorough analysis of humor usage and its effect was undertaken.
As a matter of fact, the second part required statistical hypotheses on the relationship
between humor usage and each performance determinant, which was inferentially
tested for significance. Yet, this called for a methodical analysis of the true
determinants of work performance and the ones adopted by the civil service law in
the Sultanate of Oman which the humor-usage effect was tested upon. Thus, the
researcher had embraced the notion that the Omani performance appraisal system is a
feasible and yet reliable for analysis where the research hypothesis shall be the
following:

Ho: Amount of Exerted Humor and each of the Performance Determinants

are

Independent of one another
Ha: Amount of Exerted Humor and each of the Performance Determinants are

Associated with one another

5.3  Accomplished Research Objectives

In return for attending the previously mentioned research hypotheses, the
following objectives had been accomplished during the course of the research
attempt:

e Describing the functionality of workplace humor at the Omani public

sector in terms of the intentions, humor styles, and outcomes

e Verifying the possibility for interpreting workplace humor and how it is

functioning within a work milieu

e Elaborating on the main reasons that hinders the managers from exerting

humor at the work environment

e Verifying the possibility to explain the functionality of humor at work by

interpreting the suitable situations and occasions

e Describing the relationship between humor usage at work and

performance by attempting the performance determinants that are set in

the Omani civil service law
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Establishing an integrated model that would explain the usage of humor at

work in general

54  Research Assumptions

Any research attempt shall start with assumptions in order to pace the way to

study further aspects of the subject matter. Yet, the following points are the most

assumptions to be considered and noted for attention with their arguments and

defending actions mentioned across the previous chapters:

The study is based on the assumption that performance criterions are
independent variables that form the performance entity which the humor
usage is tested upon. However, the assumption is analogous with the fact
that management research methodology differentiates the research of a
guantity than a research on an attitude. The researcher had discussed this
argument in more detail in chapter three

The study is based on the hypothetical assumption that each of the
performance criterions that are adopted in the Omani civil service system
would be explained in the form of the desired organizational outcomes of
workplace humor as stated in the Organizational Humor Model (OHM) as
it was discussed in chapter two and three

The study is built on the assumption that it is viable to investigate upon
the effect of humor usage on the performance determinants of the Omani
civil service system as an assumed direct relationship which should lead
to explain the desired organizational outcomes. However, this does not
mean that the desired organizational outcomes are the stimuli for humor
usage as behaviorists had narrated. This argument was discussed further
in chapter two

The population is assumed to be a general pool that unites all employees
from the three supervisory positions in the Omani civil service entities as
a one supervisory level. Upon that, the researcher had adopted the case
study strategy as the research strategy in the study. This assumption was
further argued in chapter three
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e Initial sampling was subjective as the researcher had adopted a non-
probabilistic sampling technique where it might add a biasing factor to the
collected data. However, the choice of the sampling strategy is defended
in chapter three by justifying the non-probabilistic sampling technique
and as the researcher had reconsidered the choice to a probabilistic
sampling technique

e The research does not address the effect of having females in the study
since they occupy a small portion of the total supervisory leveled
positions in the 25 ministries. This research in fact does not consider the
phenomenon of workplace humor with respect to gender difference since
there are many reasons that make any humorous attempts in the Omani
public workplaces between the two genders as a respectful attitude. This
matter was thoroughly discussed in chapter three

e The data structure formed in the "neutral” choice in the questionnaire that
was used for the association test (chi-square) is assumed to have the same
meaning of "disagreement” where it was merged with the latter creating a
different data structure for not losing the acquired data and for simplicity
purposes

e Generalisability is a concern in this research since the aim of any study is
to avail for better possibilities of results' generalisability. However, this
research is not generalisable in terms of a positivistic-paradigm form
where it has a different approach towards generalisability which was

argued and justified in chapter three

55 Research Limitations

Perfection was sought all through the research phases but it is the nature of a
human being not to attain perfection in any attempt due to many reasons that hinders
from being so. Thus, this research attempt was conducted with embedded limitations
that do not affect the quality of the findings but it is vital to admit them. The noticed

limitations are as under:
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e The literature resources on the topic of workplace humor were very
limited in terms of grounded and empirical studies despite the narratives
and the positive statements

e The cyclical form was assumed in the organizational humor model
(OHM) which entails a hypothetical assumption that each of the
performance criterions are explained by the desired organizational
outcomes

e The study was based on the population which was assumed to account for
all employees who occupy the three supervisory-leveled jobs in the
ministerial structure in Oman as one pool

e The acquired sample size was considerably not enough in terms of
boasting higher levels of research validity

e The performance criterions from the Omani civil service law were
assumed to be independent variables which form the performance entity

e The merging of the "neutral” choice with "disagreement” choice in the
questionnaire findings affected some of the acquired chi-squared test for
association

e The Omani female management's perspective on workplace humor was
not determined due to its minimal representation in the Omani public
management structure. Hence, it was assumed to be having the same

perspective as the male Omani public managers

5.6 Research Conclusion

In conclusion, it was found that humor is very much evident in the Omani
public sector formed in the ministries that are following the Omani civil service law
which entails its uniqueness as a milieu that promotes humor at work with a sensed
tendency towards using the affiliative humor style among the Omani public
managers in addition to being self-enhancing on a personal level. It was also found
that humor was not exerted during all work hours; instead it is situational in nature
which supports most of the behaviorists. As for performance, the general finding

was that humor affects performance in many ways but with a tendency towards the
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development of a positive attitude and work atmosphere where it was found that
humor directly affects the humanitarian outcomes that are group cohesiveness,
communication, and stress reduction. However, it indirectly affects the work (job)-
related outcomes that are creativity, organizational culture, leadership, and
performance. Figure 5.1 summarizes the effect of humor upon the desired

organizational outcomes.
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Figure 5.1: The effect of humor upon the desired organizational outcomes

From the above figure, it shall be stated that workplace humor has a
conditional relationship with organizational performance based on the type of the
desired organizational outcome. More specifically, when humor is exerted at the
Omani public workplace, it is apparent that the humanistic outcomes are affected
with justified humor usage where in the moment humor is experienced in the work
environment, the effect on the humanistic outcomes is apparent. On the other hand, it
shall be stated that the effect on the work-related outcomes by workplace humor is
not justified, yet it requires more exertion where the more humor is used the more the
effect would be apparent on each of the job-related outcomes. Hence, this research
explores the opportunities and explains the premise of a new humanitarian

perspective of management.
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5.7  Detailed Research Findings

A research on a relatively new topic such as workplace humor would be
enriched with findings more than the attempt to answering the set questions and
accomplishing the objectives. Hence, the general research findings are divided into
two parts where the first part covers the findings that were derived from literature
whereas the second part covers the findings that were derived from the study. The

following subsections would list the findings for each part in detail.

5.7.1 Main Findings

The findings in this subsection were derived from reviewing and discussing

the literature on the topic as they are:

e Workplace humor is defined as any amusing activity or communication
within the organization that would result in positive emotions and
reactions in the individual, work group, and organization

e Humor, fun, and joking are three terms that shall be used interchangeably
since they refer to the same meaning of spreading joy, happiness, and
laughter among the audience. However, the context will change the
meaning as the term "fun" denotes to the act for feeling the pleasure
whereas the term "joking" is the act of telling jokes

e The Islamic culture promotes positivity in the life of the Muslims and that
is by fostering them to spread joy and happiness among themselves but
within the set limits of being honest and not having the intention to hurt
others with what was said or done

e There are four styles of humor that exist within an organization and they
are: affiliative, aggressive, self-enhancing, and self-defeating. The first
two are regarded as the external humor styles and the latter two are
regarded as the internal humor styles

e There are two theories of workplace humor and they are: humor by

situation theory and need for fun theory. The first theory emphasizes on
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the justification of a suitable situation for workplace humor to be exerted
in the organization whereas the second theory prospects that humor is a
normal behavior of a human being to be expressed regardless of the
situation since the drift to have fun is always present

The situation in the context of workplace humor usage is understood from
the purpose of using such humor where the purposes of using humor are:
sword, shield, and value

The true source of humor at the workplace is the management where they
start from the fact that they are employees and without their support, how
would humor be appreciated in the organization

The workplace humor model (WHM) proposes a cyclical form to
understand humor at work where the cycle starts with an intention that
drives the initiator to use one of the humor styles that would be accepted
by the audience where they would expose the intention in return

Humor at work is effective in upraising work spirit which proves for a
non-materialistic work incentive that contemporary managers and leaders
shall adopt

Workplace humor affects work performance in a positive way

5.7.2 Research Findings

The findings in this subsection were attained from the research attempt with

respect to the research ambiance that is the civil service sector in Sultanate of Oman,

and the they are:

Workplace humor is very much evident in the day-to-day activities in the
Omani public sector environment formed in the employees whom occupy
the three supervisory-leveled positions (director general, director, section
head) in the civil service ministries

Omani public managers believe that humor at their workplace does not

lessen the subordinates' respect towards them provided that they define



190

their own zone of humor and determine how their humor shall be
perceived by the subordinate

Omani public managers do not favor exerting humor at work that
embraces racism or sexuality in the topics of the humor itself. However,
it is possible that such humor would be exerted among the known ones to
the manager at work

Electronic mailing system is the most favored communicational
technology by Omani public managers for spreading humor at work
followed by telephonic technology and finally short messaging system
(SMS) in mobile technology

Omani public managers realize that humor is a vital trait in their
management style and they are aware of the advantages and the
disadvantages of exerting it at their workplace

There is a clear difference between spreading humor because of being the
superior and accepting humor because of the superior as the first one is
tied with the superior's intention whereas the second is tied with the
condition of the subordinate

Omani public managers prefer coffee and tea breaks to spread humor
among their subordinates

Omani public managers do admit that humor at work is a profound
communicational tool but they disagree to abuse it or hiding work errors
Omani public managers do not favor using humor during meetings as it
violates the rules of conduct and work ethics in respecting the produced
decisions and processes

Omani public managers are situational in terms of their humor usage and
do not support all-time humor where they favored spending up to 25% of
their work time being humorous with their subordinates

Omani public managers like to express their humor when they base their
suitable situation where the most suitable situation was in being them to
know and get along with their subordinates followed by the tea/coffee
breaks and the situation of being him/her the boss. The third in row was

the situation of expressing humor during work hours where other
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situations were the least adopted or not entertained by Omani public
managers

Omani public managers do not express their interest towards using
aggressive humor with their subordinates. Instead, they like to develop
more bonds and strengthened relationships with their subordinates. Thus,
they are more on affiliative humor style than aggressive

Omani public managers do not like to be humorous at their workplace
with the expense of losing their dignity. Thus, they do not favor self-
defeating humor and they are much towards self-enhancing humor style
Workplace humor was found to have a direct effect, by justified exertion,
for attaining the humanistic desired organizational outcomes (group
cohesiveness, communication, and stress reduction)

Workplace humor was found to have an indirect effect, by requiring more
humor exertion, for attaining the work (job)-related desired organizational

outcomes (creativity, organizational culture, leadership, and performance)

5.8 Research Recommendations

The following recommendations are derived from the research arguments and

discussions pertaining to the Omani public sector where they are presumed to be an

advice for Omani public officials and managers:

The Omani officials in the civil service sector should focus on training
Omani public managers and subordinates on tackling work and life stress
by being more positive and that is by utilizing self-enhancing humor

The Omani public managers are advised to utilize the electronic mailing
systems in their organizations (ministries, public authorities, and etc.) to
spread humor among their subordinates

Awareness shall be provided to Omani public managers about the
usefulness of utilizing mobile telecommunication technologies such as

short messaging system (SMS) in exerting humor at their workplace
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The Omani public officials are advised to utilize the case study approach
as a viable research strategy in researching managerial topics and studies

pertaining to their work environments

5.9 Implications for Future Research

Generalisability in business studies is very much rare due to the reasons that

were elaborated upon in chapter three and therefore, the generalisability factor of

such researches is always sought through the possible implications for futuristic

research attempts. Hence, the following two subsections provide insights on future

research in literature advancement and on Oman.

5.9.1 Implications on Literature Advancement

Thorough researches could be undertaken on studying the effect of
managerial humor in the private sector organizations which will provide
another perspective towards organizational humor and would avail for a
clear comparison with the employees' point of view towards their
generated-humor

A thorough research attempt shall be undertaken to investigate the
functionality of humor among female managers and supervisors. This
would provide an empirical grounding to compare the managerial activity
between the two genders in terms of humor usage and its effect upon
performance

A study could be undertaken by comparing the exerted humor by
managers and the exerted humor by their subordinates and how both
would support in building group cohesiveness. This entails studying the
inter-relationships among each work group or department from different
work settings and cultures if applicable in order to add richness in the

findings and support the generalisability of such results if any
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This research shall be advanced further by studying the effect of each
situation or occasion upon the relationship between humor exertion and
each of the two attained performance dimensions. This would entail a
quantitative approach by employing a hierarchical multivariate regression
modeling technique in order to optimize the state of the relationship
Thorough research attempts could be carried on studying the applicability
of humor-by-situation theory in different and special work environments
such as financial controllers, national security agencies, educational
institutions, manufacturing settings, and general service sector
organizations

The control theory shall be investigated further by a thorough study in
different work settings and studying how humor could be utilized in
supporting it. This requires a review upon the implementation of William
Glasser's hierarchy of needs in organizations having the need for fun as
the ultimate need a person shall reach and accomplish

A research could be carried on studying the possibility of having a
tradeoff for the organizational employees to choose between the
humanitarian motivation formed in the humorous and fun-like work
milieu or to choose the materialistic motivation presented in the normal
financial incentives

A thorough research could be undertaken on the possibility of adopting
workplace humor as a normal organizational culture and studying its
effect on the employees which will entail a critical comparison with other
international organizations that embodied such a culture such as
Southwest Airlines, People Soft, and Kodak

A thorough research attempt shall be carried on studying the effect of
workplace humor on team building, developing group work, and group
management. The attempt will be to investigate the strength of humor in
forming such grouping and its ability in creating synergized efforts to
attain its objectives

A research could be carried on studying the effect of exerting aggressive
humor style with sexual and racial topics on the management and the

employee in other organizational settings and sectors. It would entail



194

defining the types and methods whereby aggressive humor would be
exerted at work and how organizational members are receiving such a
behavior. It is also noted that this proposed study shall include the effect
of humor among male-male, female-female, and male-female work
groups

A research could be carried on studying the possibility of developing
workplace humor as a leadership trait for effective leaders. This would
entail comparing humor to other leadership theories such as the trait
theory and the transformational leadership theory, and how humor shall
become a key role in strengthening the leadership initiatives within
organizations in addition to reducing the resistance to be lead, particularly
in the Arab work environments

A research could be carried on studying the exertion of humor at work by
utilizing the possible methods and techniques with respect to cultural and
environmental differences via information technology. Such technology is
formed in the advancement of communication such as internal and
external portals, and social media networks based on Facebook, Tweeter,
Keek, Instegram and the like

A thorough research shall be undertaken to study the effect of the humor
or humor functionality given the antecedent aspect of performance over
humor usage. This would entail a true investigation of the driving effect,
if any, of each of the desired organizational outcomes upon exerting
humor or not

This research attempt could be undertaken in other countries such as the
neighboring Gulf Cooperative Countries (GCC) with respect to their
cultural diversity and structure. The study will provide a solid grounding
for studying social differences and the effect of humor in unifying or

abolishing relationships among work peers in their organizations
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Implications on Oman

A further social research shall be conducted on the Omani cultural aspects
which will allow future studies to understand the ambiance within which
humor is exerted

Investigating the possibility for utilizing the concept of humor at work by
Omani leaders in reducing the organizational change-resistance in the
public sector by adopting humor as a leadership trait that would aid the
change agent in his/her mission

Studying the effect of workplace humor on each of the three supervisory
leveled positions in the Omani public sector (Director General, Director,
and Section Head) and comparing it with the differences between the
three managerial levels in the normal organization

Further investigation shall be undertaken in order to compare the direct
and the indirect effect of workplace humor on work motivation with other
motivational theories, especially in the public sector

Studying the phenomenon of workplace humor from the Omani female
public-managers' perspective in order to provide a different view of
Omani workplace humor and capitalize on it if applicable

Researching the possibility for utilizing the aspect of the Omani
workplace humor in the Omani educational sector by observing its effect
on the student performance. This will aid in pioneering new teaching
styles and techniques for Omani teachers

Researching the effectiveness of humor in conducting training sessions
and workshops. This will assist current and potential Omani trainers in
understanding the dos and don'ts of training given the humorous aspects
especially for the supervisors and employees of the Omani civil service
sector

Studying the effectiveness of using humor in marketing activities,
promotion, and advertisement in Oman provided that it encompasses
different cultural backgrounds. This prospected attempt would avail for
studying the humor's applicability in providing better customer
satisfaction by touching a sensitive aspect to Omanis
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5.10 Conclusion

This study was on a justified exploration and explanation of the functionality
of the phenomenon of humor at the workplace. The study was a unique research on
an interesting aspect of the Omani society which supported the understanding of
many work attitudes in the Omani public organizations and would guide towards
future research attempts in other work settings and sectors. It was concluded that
humor does play a significant role in the daily management practices in the Omani
public sector but with consideration towards the suitable situation for exerting it. It
was also found that humor does affect organization performance by referring to the
humanistic and the work (job)-related performance determinants. Hence, workplace
humor is inevitable in the life of every human being and it is natural to experience it
within an organization but it shall be exerted in way to boost the performance and
reduce any discrepancies that might occur for such usage. In short, by the power of
authority, a manager shall force the subordinate to do anything but he/she can own

the subordinate by drawing a humble smile on their faces with a simple joke.
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TECHNOSTRUCTURAL

INTERVENTIONS
Quality of Work Life
Work Design
Structural Redesign
Collateral Structures

AN N NN

HUMAN-PROCESSUAL

INTERVENTIONS
Sensitivity Training
Process Consultation
Role Negotiation
Team Building
Survey Feedback
Intergroup Relations
Third-Party Approach

NN NENENENEN

H-PI Issues
Include:

How to
Communicate
How to Solve
Problems

How to Interact

How to Lead
TI Issues Include:

How to Divide Work
How to Coordinate
Organizational Units
How to Produce
Products/Services
How to Design Work

HRMI Issues Include:
How to Attract Competent
People

How to Set Goals and Reward
People

How to Plan & Develop
Pennle's Careare

Sl Issues Include:

What Functions, Products, Services,

Markets

How to Gain Competitive Advantage

How to Relate to Environment

What Values to Guide Organizational

Functions

STRATEGY
INTERVENTIONS
Strategic Change
Culture Change
Transorganizational
Development
v' Reengineering

HUMAN RESOURCE

MANAGEMENT

INTERVENTIONS
Goal Setting
Reward Systems
Career Planning &
Development
Stress Management




Desired Organizational
Outcomes:

Group Cohesiveness
Communication
Stress Reduction
Creativity
Organizational
Culture

Leadership
Performance

x

Initiator:
Superior

USE

Moderator:
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Humor Styles:

ACCEPT

> Audience: \

e Aggressive
. Affiliative A
o Self-
Enhancing
o Self-
Defending

CONSTITUTE

Workplace Humor Model (WHM)

w

Omani Civil Service - Performance
Determinants:

Development of the competence in presenting the
opinions logically

Acceptance of other employees' opinions
Willingness for developing the job knowledge
Relationship between the superior and the
subordinate

Cooperative spirit with the colleagues / work peers
Relationship between the employee and the client
Ability of the employee for handling the
responsibility

Commitment towards work hours

Knowledge about the work procedures

Level of productivity of the subordinate

Level of job satisfaction

Subordinate's ability to plan

Organization of work among the employees
Subordinate's ability to carryon duties without
direct supervision

Ability to assess the performance of the subordinate
Ability to make decisions

Ability to create appropriate solutions for work
problems

Handling work stress

Capability of preparing official correspondences
Having the initiative to develop work procedures
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The Omani Public Administration Environment (Mohammed, 2005: 76)

The
Consultation
Council
(80
Representatives)

Councils
& Authorities

Societies

Journalism

Islamic Scholars

& Sheikhs

Informal Political
Parties

Universities &
Institutes

Tribes

H.M. The Sultan
(Imam of the Nation)

Executive Authority

Council of Ministers

(Plans, Decisions, Programs,

Laws)

Ministries

Special Councils

Public Authorities &
Establishments

Provinces, Wilayats,
Municipalities
(Local Administration)

1_

Citizens

Norms, Values, Rituals, & Culture

Judiciary
\Sysy

The
State Council
(40 Members)

Regional
& International
Relations

Globalization
& Technology

Natural
& Human
Resources
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The 37 public agencies that serve under the Omani civil service law are as following
(Ministry of Civil Service, 2010):

Office of Personal Representative of His Majesty
Office of Deputy Pry-Minister for Council of Ministers

Office of Special Advisor to His Majesty for External Liaison

Office of His Majesty’s Personal Advisor for Economic Planning Affairs

Office of Representative of His Majesty

Governorate of Muscat

Office of the Minister of State and Governor of Dhofar
Supreme Committee for National Day’s Celebrations
The Council of Higher Education

. Tender Board

. Ministry of Civil Service

. Ministry of Oil and Gas

. Ministry of Health

. Ministry of Transportation and Communication
. Ministry of Housing

. Ministry of Social Development

. Ministry of Manpower

. Ministry of Justice

. Ministry of Awgaf and Religious Affairs

. Ministry of Heritage and Culture

. Ministry of Education

. Ministry of Higher Education

. Ministry of Commerce and Industry

. Ministry of Interior

. Ministry of Agriculture

. Ministry of Regional Municipalities and Water Resources
. Ministry of Foreign Affairs

. Ministry of Information

. Ministry of Finance

. Ministry of National Economy

. Ministry of Legal Affairs

. Ministry of Tourism

. Ministry of Sports Affairs

. Ministry of Environment and Climate Affairs
. Ministry of Fisheries Wealth

. Public Authority of Craft Industries

. Institute of Public Administration
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The main responsibilities and duties of the civil service council are as following
(Ministry of Legal Affairs, 2002):

Establishment of the public policies pertaining to civil service along with
the related administrative developmental plans and determining its
implementation methods, and forwarding any recommendations to the
council of ministers

The approval upon the prospected regulations and charters pertaining to
civil service and recommending the necessary towards the related entities
Development of the civil service system and raising the effectiveness of
work methods and practices

Review the policies, systems, and the distribution of salaries, allowances,
and bonuses and proposing any amendments to the council of ministers
The attestation of the systems concerning the administrative control in
order to verify the correctness in the implementation of the laws,
regulations, and charters pertaining to civil service

Determination of the policies and rules that systemizes recruitment,
rehabilitation, and training that would utilize the civil service workforce
and upraises its productivity

The approval upon any amendments to the executive charter of the civil
service law

The approval for the recruitment and the rejoining of the special grade
employees that is attached to the civil service law and determining their
levels and salaries

The approval for conferring the allowances stated in subject (57) of the
executive charter of the civil service law and upon the regulations and
conditions stated within

The raise for the minimum ranged salary or conferring an exceptional
salary particularly in individual cases that are stated in the law of salaries
and end-of-service bonuses

The study of any subjects and matters that are presented by ministry of
civil service to the council and deciding on the necessary actions upon
The presentation of the annual report to the council of ministers regarding
the status of the state-public administration under the civil service system
and proposing any development or amendments
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Data collection plan as adapted and amended from Collis and Hussey (2003) and

reflected upon this thesis:

Identify the Phenomena
(Workplace Humor)

l

Identify the Population

Sampling .«

l

Sample Propositions |

Interview
(Face to Face)

;

Survey
(Questionnaire)

Secondary Data

v

Pilot Testing |
Modify/Amend NO Are t_he
Collection Methods Questions
Evident?
YES

Collect Data
(Primary Data)
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FACE-TO-FACE INTERVIEW

Interview No: of 30 sessions Date: / / 2010

Interviewee Name: Contact:

Start tape recording the interview.

Start by thanking the interviewee for giving the chance in sharing his/her thoughts in
the studied subject. Assure the interviewee that the session will not last too long and
you have only 9 question sets to ask. Emphasize that you appreciate the
interviewee’s valuable time and input in the interview and the research in general.

C] Question 1: Are you humorous in your general life?
C] Question 2: Are you humorous with your family? Ask for an instance?
C] Question 3: Do you believe that Omanis are humorous by nature? How?

Question 4: Do you believe in using humor at your workplace? If he/she says
"I do not believe™, then ask question 9. Why?

Shall you please think of an incident(s) / occasion(s) during work hours where you
had been humorous with one or more of your subordinate(s)?

If he/she could not recall of such try again by providing few examples of humor at
work and if he/she still persists then go to question set 6 and then question 9.

If he recalls or denotes remembrance, then ask the following questions:

Question 5 (Set):

e Was it with a section head / director?

e Could you describe what happened exactly in that
incident/occasion?

e How much time you spent with your subordinate(s)?

e How shall you judge/describe that your subordinate(s)
accepted your humor and reacted upon it?

e What was your intention from being humorous in that
incident/occasion? If he/she denotes to performance, then
go to question 7 after finishing the questions

e Describe the forms/styles of humor used with your
subordinate(s) in that incident?

e How was humor beneficial — on you and/or subordinate(s) —
in the incident?

Do you remember anytime you had been humorous with a subordinate(s) and you
felt embarrassed? If he/she recalls, ask the following questions:

Question 6 (Set):
e Was the subordinate from the other gender? / Ethnic group
(Zanzibari, Belushi, Bedwin)?
e How often you deal with that subordinate(s) / How often you
meet with that subordinate?
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e \WWhy you were embarrassed in that situation?

e Did you happen to be humorous with him/her after that
situation? If not, Why?

e Do you agree that a manager shall be always humorous in
his/her workplace regardless of the situation? Mention
instances?

Question 7 (Set): How does humor at work affect employee performance?

e Shall you reflect upon the previous incidents? / Shall you tell
me about instances at your work where it was true?

e What was the criterion that you built upon your judgment? /
How did you come to a conclusion that the performance of
the subordinate(s) was raised because of your humorous
act?

e If | provide you with statements that reflect performance,
would you tell me how your humor at work would affect
your subordinate(s) in accordance with each statement?
(State each statement by saying: "How does your humor
usage affect the (criterion) upon your subordinate(s)?"

Development of the competence in presenting the opinions logically

The acceptance of other employees’ opinions

The willingness for developing the job knowledge

The relationship between the supervisor and the subordinate

The cooperative spirit with the colleagues/work peers

The relationship between the employee and the clients

The ability of the employee for handling the responsibility

The commitment towards work hours

The knowledge about the work procedures

The level of productivity of the subordinates

The level of job effectiveness

The subordinate’s ability to plan

The organization of work among the employees

The subordinate’s ability to carry on duties without direct supervision

The ability to assess the performance of the subordinate

The ability to make decisions

The ability to create appropriate solutions for work problems

Handling work stress

The capability of preparing official correspondences

Having the initiative to develop work procedures

Question 8: Do you advice other (Dir. Gen./Dir./Sec. Heads) to adopt
humor at their work setting? Why?

Question 9: What could be the possible disadvantages of exerting humor
at work in your opinion?
e What hinders you from using humor at work?
e Ask about his/her opinion about humor with sexual and racial
topics? How does it affect the Omani work environment?

Stop the tape recorder.

Thank him/her again for his/her time and assure him/her that a copy of the results
will be sent to him/her once the research is finished.
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G basdl gaadl | g— o Laaiw]
O—iia L]
HUMQROWS OMANSHIURERVIBORSQIJESTIONNMAIRE
Does Humor Influence Performance?

Dear Director Generals/Directors/Section Heads,

This questionnaire is a partial requirement for
completing a doctoral degree in management
philosophy at the Malaysian University of
Technology (UTM). The study is intending to
investigate the state and usage of humor in the
governmental establishments which are under the
civil service law in the Sultanate of Oman.

The questionnaire should take you about 15 to 20
minutes to complete. All questions are direct
answering type where you are required to tick the
box corresponding to your most appropriate choice.
You should not spend so much time on any
question. Your first thoughts are usually your best!

The questionnaire consists of 3 parts where the first
one is to evaluate the usage of humor in your life.
Whereas the second and the third parts are to
evaluate your superior upon the situations that
he/she uses humor within and to evaluate the effect
of your superior's humor on the performance of
his/her subordinates.

Please fill the questionnaire freely. You will not be
identified from the information you provide. Also, |
assure you that all the information you provide will
be treated in the strictest confidence where no one
is allowed to access data else than the researcher.
Your input is vital in understanding the behavioral
side of Omani supervisors when they are humorous
at work and its influence in raising employee
performance.

After completing the questionnaire, kindly
hand/send it to Director of Personnel Affairs or
Director of Human Resources at your respected
premises with due caution that no one should
observe the content unless the person representing
the mentioned position.

I hope you find completing this questionnaire
enjoyable enough, and thank you for spending the
time in being an active part of this significant
research. You will be informed of the summarized
results at the end of the study. If you have any
queries about the questions or the study, you are
most welcome to ask at the contacts mentioned
below.
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The Researcher \ Hadi Saleh Salim Al Obthani
Mobile : 99310760 : J s>l
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What do you think about the following statements on

the usage of humor in your life:
shalal) il A LaLsh oli o< glai Al g A0 <) 38N 8 el oa La

Strongly
Agree
Gl

Bady

Agree
et 9l

Neutral
laa

Disagree
dﬁ! Ji b

Strongly
Disagree
a8y
Bady

I am always humorous with my family members.

! il 3 8 aa AL Laila Ul
2 I am always humorous with my friends. )
(ABual pa AL Laila Ul
3 I am always humorous with my subordinates.
(il ga g (,aL88 Laila Ul
4 I am humorous by nature with my subordinates.
(b ga a0 _ladlly LS L)
5 I believe that Omanis are humorous by nature.
Bkl ¢ 5alsd ¢ gaiband) ¢l (a9l
I celebrate when one of my employees receives good
6 | news.
Sk JLdl Je Jaa o) Ada B Calh gal) & LG U
I believe that humor is a day-to-day activity in my
7 | department.
o N Al A A gl Bladl (ha 5 3 ARLSl 0l el
I believe humor is a day-to-day activity in the Omani
8 | public sector.
wband) alad) g UaRl 8 dsa gl BLad) (e £ Ja AALSEN ol (el
9 I allow my subordinates to be humorous with me.
w2t LS8 ) 93 98 Gl (o 99 el ) Ll
In general, | believe that humor does not lessen my
10 | employees® respect to me. ‘ o
o (il gall a) i) e JIES Y ARLSE (L el Lagas
I believe that a manager should have fun with the
11 | employees. ‘ ) ‘
Cpdligal) a7 pan O Agle g el Gl (e
12 I accept my subordinates to laugh at me on my face.

29 (B (A8 gy all o S
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When | feel stressed of work, I make myself laugh
from anything to reduce its effect.

13 O QB ia el (51 e ol daual’c Jand) Jabiay Coniaf 1)
Lol
14 I use ethnic humor with few of my employees.
LB g o2y pa A ) AalSdl) Jarinid
Mobile text messages are a key method to spread
15 humor among my subordinates during work hours.
Cranda Aalsl) il dpadad 3141 & JUL Cailgdl dpatll Jilu
Jadl clebu (B (ugls e
Humor upon embarrassing topics is well accepted by
16 | MY employees.
OB (n e Sy LU Aladial) gl sall g Aalsil
(B sa
I believe managers should be humorous in their
17 | management style.
AU sl B AALSEN ) 5y o g £ 2al) Ol (e
18 I accept humorous emails from my employees. o
(B S8 (a AL g S 3y ) S5 U
I enjoy joking with my employees while I talk to
19 | them by phone. ‘ ‘
gl e Al Aalae S A ga pa ) el alaiad
I joke with my employees about my direct
20 | supervisor. ‘
oilall (A gipna Jga (Al ga pa 7 )
I believe that humor is a vital trait for a successful
21 | manager.
AU el dage diua Aalsdl) oy el
29 I am a positive person in my life.

A B ) Gada

sl Gua dalsil) —‘ﬂl‘gjgﬁu?;,ﬁ 1Al anadll
PART TWO: EVALUATE YOUR SUPERIOR - HUMOR BY SITUATION

What do you think about the following statements when

your superior is humorous with you/other subordinates:
[ dra Lalsh pilaal) el ggun ¢ oS Latic ¢ ALY <) 88N A i) o8 L

1A g e

Strongly
Agree
@il

Bady

Agree
éﬁﬁ 5l

Neutral
Alaa

Disagree
adlgl Y

Strongly
Disagree
Gadlgl Y

Bady

23

Degree of humor usage at work depends on the
position your superior is occupying.
ualiall de g8 o adind Jaall ga A dariioial) dalSil) dpas
A gean Jib (30 J gedial
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24

Other employees accept your superior's humor
because he/she is their boss. i
A Jgipnall La/ASY ell gigena cilalSd ¢ gLy (55 AY) () gl gal)

25

Your superior uses humor at work in hope for some
materialistic return.
sile o Jguandl Jal o Jandl ga b AALSEY Jariony dll gigna
.gALA

26

Your superior jokes with the employees when he/she
first see them in the morning.
Zhall Jg) (o aalal Labia (il gal) e ll gigua 7 3

27

Your superior jokes with the employees while they
are working.

Ostary aa Ladic (il gal) ae ] gigusa 77 Sag

28

Your superior jokes with the employees in all work
hours.

s} o ls Al (il gl pen el y5esa ¢

29

Using humor in the wrong time at work yields
misunderstanding from the subordinates.
e £ s Ade i Jaadly cundia pid) cgl) 8 AALSAl aladin
a9yl S8 (1

30

Humor works well when your superior's employees
are under work stress.
Javida i Al gpena 581 ga (59 Ladie wa S Jand Aalsdl)
Jaadl

31

Your superior believes that humor should be used in
leisure time.

£V A gl B Jariad O o AR ol Sl g'gna a5

32

Your superior believes that humor should always be
used at work. ‘ ‘
Sad) s (8 Laila St ) g A LSAY ol Al gpaa (aly

33

Joking with your superior is a good way to express
your disagreement on a work matter.
AV dagliase Gl B A&y (A diaall el gipasa g ) al)
el s Gady

34

Your superior jokes with the employee if he/she
would like to get along with him/her.
AT W /Agle iy 0 39 S 1) S gal) g el glpena 7 5a

35

Your superior becomes humorous with the
subordinates in the tea/coffee break.
Bogll of LA Aa i) (B Cppmu g all g LalsE el g guna oy

36

Your superior likes to use aggressive topics in his/her

humor at work.
5 2 la/ailalsd 8 ddyial) aud) gall aladiin dll g'gse Juady
Jaadl
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Your superior considers any meeting without humor

37 | asafailure. o )
SLad Aalsd ¢ 93 (e plaia ol O gl 3y

Using humor with your superior is a good way to hide

your work mistakes.

Ailad] s LAY aa A8y b A dilual) el gpe pa AALSAY) aladia)
Saal) 2

38

Your superior believes that humor is significant
39 | anytime during work hours.
Jad) clebu cilb g aan A daga ALl Gl el gasa al

76 — 100% of the time.

- 8l e O _
How much time of the duty hours your 850 0= %100 - 76

superior spends being humorous with his/her 51 — 759 of the time.
subordinates? i i e %75 - 51
40 | o Agipma Adil Jard) clolu JNA C8gll (e oS
L /Api 99 4 goa 4B LKAl 4 jlas | 26 — 50% of the time.
8l (e %50 — 26

(Please tick your appropriate box)
(bl Aalaall Alay) sl ela ) 1 — 25% of the time.
sl (e 9625 -1

B sl 2101 g AALSAl — Al gipna pnd -l sl
PART THREE: EVALUATE YOUR SUPERIOR - HUMOR & WORK PERFORMANCE

Evaluate the effect of humor usage by your superior on

. . - . . Strongly St |
the subordinates in terms of the following criterions: Agree | Agree | Neutral | Disagree | Disagree
DA (e el g Cpaugigpal) ol ggune S8 (o ARLSEN aladia) i | S | s WY S

A el

By using humor, employees love their workplace

41 | more. ‘
S agles g2 (g g () gl gl ¢ ARLSAY aladiuly
42 Humor at work reduces absenteeism.

LA e SIS Jaal) g B Aalsdl)

Humor at work reduces work errors.

43 ol gl pUaY1 (o JIES Jand) s B AL

Humor at work aids in reducing change resistance of

the subordinates.

8l J a8 axe da ga (e AT B 2ol Jaad) g B AaLSdl)
gyl i e

44

Workplace humor works well in reducing the level of
45 | job stresses.
(Jand) s giua Bas JliS e s JS Jaad Jaadl s b dalsil)
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46

In general, humor at work raises work motivation.
psanl (b Al ) Satl) g giana (a5 Janll 53 B Al

47

Employees love to work after duty hours if there is
fun at their work milieu.
CoadUa (LS 13 al gall day ddlia) cileLad Jardl ¢y gang ¢ 9883 gall

ples sl A

48

Humor at work assists in leading the subordinates to
accept authority.
Adabed) ¢ gLy Cran g3 pal) Ja (2 3ol Janl) g (2 A LS)

49

Group cohesiveness is raised by using humor at
work.
5 A ALl aladiuly 3 Jad) (B e laad) alalilY) (s giua
Jaadl

50

Workplace humor strengthens the ability to assess
the performance of the subordinates.
Lo gspall £03) aniS Ao B ,a81 e Gl Jand) s 2 dalsdl)

51

Humor at work raises the employee-willingness for
developing job knowledge.
4 pal) dgali slat Cilh gall (£ 9 (o 23 Jand) s A dalsdl)
aadbs o)

o o

52

Humor at work leads to a strengthened cooperative-
spirit with the colleagues.
S g Galatll 7 g Al ) (5355 Jardl 52 (A Anlsdl)

53

Workplace humor raises the capability of initiating

developed work procedures.

sl () B oalal) e il gall BB (e g5 Jardl g (o AalSAY
el callad

54

Humor at work raises the ability of the subordinates
to plan.
asbadl) o (e g3 pal) 808 (1a 28 5 AaLSA)

55

Humor usage assists in developing the employee-
competence in presenting opinions logically.
osl i oo omadl) e il galf 5).’&3@@&@&&@3
Lkl

3

56

Workplace humor strengthens the capability of
preparing official correspondences.

Sl yal) ) Ao 3 akall (e 3 Jard) 5o B Aalsdl)
A )

o W

57

Humor raises the level of the employee responsibility-
handling.
Al gaall Jaad o Ciligal) 508 e ad 5 Aalsdl)

58

Workplace humor is significant in strengthening the
relationship between the employee and the clients.
) gall g Gl gal) ¢y A8Dal) 4y 685 8 daga dalsdl)
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59

Humor at work raises the level of job effectiveness
among the employees.
5&1(}&1\@50&3\13 awwéﬁw\ﬁgﬁuﬂ‘
(ol gal)

60

Humor at work raises the level of employee
knowledge about work procedures.

Cilel aly Cil gall 4d ma (5 giena (pa ad 5 Jardl ga B dalsdl)
Sandf

61

By using humor with the subordinates, the level of

their productivity is upraised as a result.
&y aguad doalitY) g giwa B a9y el & daledl) aladiuly
AL ) e

62

Humor at work strengthens the relationship between
the superior and the subordinate.
Jaisesall G ABYal) sl g (e (g 585 Jarl) g A Aalsl)
93l

63

Workplace humor raises the level of flexibility of the
employee in accepting other employees’ opinions.
S il gall (gl &g pall (5 glana (0 285 Jand) 5 (8 dalsdl)
LAY el

64

Workplace humor strengthens the ability to organize
work tasks among the subordinates.
O Jard) il o 308l e 330 Jaad) g b dalsdl)
e glg el

65

Humor at work strengthens the employees’ ability to
perform their duties without direct observation.
Janl) alga 34T o (il gall B a8 (e a0 Jand) s (B dalsdl)
B ydika Ad) ja (g8 O

66

In general, decision making ability is strengthened by

using humor at work. )
5 A Al aladiuly §asa) ) Al 3G e 3 adl ¢ Lagas
Jaadl

67

Humor at work strengthens the subordinates® ability
to create appropriate solutions for work problems.
Jdoladl BlA Ao G gls pal) 5,08 (el Jard) g2 (2 Aalsdl)
JJead) JSUiial duciliall

68

Workplace humor leads to employee commitment
towards duty hours.
Sard) el cilh gall a) 531 ) g3 Jaad) 52 8 Aalsdl)

69

Generally, workplace humor has a positive influence
on work performance. ‘
psadl B A el ol il Ll Jad) sa B Aalsdl)

Your opinion on the questionnaire:

i) OB (i)

Yes

Generally, was the questionnaire straightforward to complete?
fleale Alad daial g i) Aliad il Ja ¢ Lo gae

Ue lil] 2SS Lo oSt K3/
Al 5Lbi 6 | g s o Lails |5 7
THANK YOU FOR YOUR GENUINE PARTICIPATION

AND ALWAYS REMEMBER TO HAVE FUN AT YOUR WORKPLACE
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The numbers of Omani civil service employees in the 25 ministries at the three
supervisory levels are mentioned in the following table:

Serial Ministry of Number of Total
Director Directors Section
Generals Heads
1 Legal Affairs 4 11 19 34
2 Tourism 6 26 56 88
3 Fisheries Wealth 4 22 66 92
4 Oil & Gas 7 29 9 45
5 Sports Affairs 5 24 69 98
6 Interior 6 23 42 71
7 Higher Education 7 34 59 100
8 National Economy 11 46 62 119
9 i%:irrosnment & Climate 4 19 48 71
10 | Heritage & Culture 7 26 44 77
11 | Awgaf & Religious Affairs 5 22 69 96
12 | Social Development 3 28 75 106
13 Ezg(.)x:er;icipalities & Water 5 37 99 149
14 | ransportation & 9 39 9% | 144
Communication
15 | Justice 3 19 44 66
16 | Health 10 49 100 159
17 | Education 13 47 123 183
18 | Manpower 8 37 93 138
19 | Finance 10 37 50 97
20 | Housing 32 106 145
21 | Information 43 134 184
22 | Commerce & Industry 11 56 135 202
23 | Civil Service 8 31 26 65
24 | Foreign Affairs 30 43 104 177
25 | Agriculture 6 32 89 127
Grand Total 197 812 1817 2826
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Summary of face-to-face interview results' enrichment:

Interviewee | Code A(;lirsr'lf);ig Language Response | Response | Response

(%) on Hyp.1 | on Hyp.2 | on Hyp.3
Dir. D1 90 Arabic High High High
S.H S1 20 English High None None
S.H S2 50 English High Low None
S.H S3 90 Arabic High High Low
Dir. D2 100 Arabic High High Low
S.H S4 50 English High Low None
D.G DG1 100 English High High High
Dir. D3 80 English High High Low
Dir. D4 100 Arabic High High High
S.H S5 80 English High Low High
S.H S6 90 Arabic High Low High
Dir. D5 50 English High Low None
Dir. D6 20 English High None None
S.H S7 100 Arabic High High Low
S.H S8 20 English Low Low None
S.H S9 80 English High High None
S.H S10 20 English High None None
Dir. D7 100 Arabic High High Low
S.H S11 100 Arabic High High Low
S.H S12 20 English High None None
Dir. D8 80 Arabic High High Low
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Results for part one statements (1-22) of the questionnaire:

Statement Components Percentage Who Choice
Who Agreed (#) Agreed (%) Mean
1 230 77.7 3.92
2 218 73.7 381
3 150 50.6 3.43
4 147 49.7 3.4
5 92 31.1 3.08
6 287 97 451
! 226 76.3 3.03
8 161 54.4 3.53
9 216 73 378
10 224 75.7 3.86
1 233 78.7 3.95
12 73 24.7 2.55
13 163 55.1 3.52
14 54 18.2 2.41
15 55 185 2.46
16 38 12.9 2.26
17 181 61.1 3.65
18 210 70.9 3.7
19 195 65.8 3.61
20 76 25.7 266
21 199 67.3 3.8
22 251 84.8 4.17

227
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Results for part two statements (23-40) of the questionnaire:

228

The following table displays the results for the statements of part two excluding

statement 40:
Statement. | | e () | Agreea 06 | nean

23 175 59.2 3.56
24 123 415 3.2
25 25 8.4 2

26 148 50 34
27 98 33.1 2.88
28 18 6.1 1.93
29 188 63.5 3.59
30 160 54.1 3.36
31 154 52.1 3.49
32 72 24.3 2.83
33 91 30.7 2.88
34 108 36.5 3.05
35 197 66.6 3.7
36 25 85 23
37 62 21 27
38 57 19.3 2.39
39 46 155 2.47




The result of statement 40 is presented in further details in the following table:

Humor Spent - (%) Time Frequency Occurrence (%)
1-25 217 73.3
26-50 53 17.9
51-75 22 7.4
76-100 4 1.4
Mean Choice 1.37
Standard Deviation - Choice 0.681

229
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Results for part three statements (41-69) of the questionnaire:

230

Statement Components Percentage Who Agreed Choice
Who Agreed (#) (%) Mean
41 241 81.4 4.03
42 184 62.2 3.55
43 130 43.9 3.23
44 182 61.5 3.58
45 249 84.1 4.05
46 200 67.6 3.73
ar 186 62.8 3.63
43 163 55.1 35
49 223 75.3 3.9
S0 140 47.3 3.36
o1 132 44.6 3.3
52 247 83.3 4.06
>3 178 60.1 3.62
54 132 44.6 3.29
95 184 62.2 3.63
56 116 39.2 3.15
57 120 405 3.18
58 223 75.3 3.89
29 134 45.3 3.29
60 110 37.1 3.14
61 174 58.8 3.56
62 231 78 3.93
63 227 76.7 3.88
64 169 57.1 35
65 136 45.9 3.28
66 107 36.2 3.14
67 142 47.9 3.3
68 131 44.2 3.27
69 230 77.7 3.94
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The following tables are summarized from the SPSS output for the Cohen's Kappa

indicator between the mentioned variables that indicate a symmetrical aspect and it

also notes direct interpretations:

Statements Kappa Value
3 I am always humorous with my subordinates
0.418
4 I am humorous by nature with my subordinates

Interpretation
erpretatio the two statements

There is about 42% symmetrical aspect between

Statements

Kappa Value

42 Humor at work reduces absenteeism

Workplace humor leads to employee
commitment towards duty hours

0.267

Interpretation the two statements

There is about 27% symmetrical aspect between

Statements

Kappa Value

49 Group cohesiveness is raised by using humor at
work

Humor at work leads to a strengthened

52 . L
cooperative-sprit with the colleagues

0.532

Interpretation
erpretatio the two statements

There is about 53% symmetrical aspect between
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Statements Kappa Value

43 Humor at work reduces work errors
0.331

Humor at work raises the level of job

59 :
effectiveness among the employees

There is about 33% symmetrical aspect between

Interpretation the two statements

Statements Kappa Value
61 By using humor with the subordinates, the level
of their productivity is upraised as a result 0.330

Generally, workplace humor has a positive

69 .
influence on work performance

. There is 33% symmetrical aspect between the two
Interpretation

statements
Statements Kappa Value
57 Humor raises the level of the employee
responsibility-handling 0.327

Workplace humor leads to employee

65 .
commitment towards duty hours

There is about 33% symmetrical aspect between

Interpretation the two statements
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The following tables are extracted from the SPSS output for the factor analysis of

part three of the questionnaire using the principal component analysis:

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy.

Bartlett's Test of Sphericity ~ Approx. Chi-Square

Df

Sig.

5885.629

.962

.000

378

Total Variance Explained

Initial Eigenvalues

Extraction Sums of Squared Loadings

Compo

nent Total % of Variance | Cumulative % Total % of Variance | Cumulative %
1 14.228 50.816 50.816 14.228 50.816 50.816
2 1.946 6.950 57.766 1.946 6.950 57.766
3 1.166 4.163 61.928 1.166 4.163 61.928
4 .954 3.406 65.335

5 787 2.812 68.146

6 .730 2.607 70.753

7 .702 2.507 73.260

8 .616 2.200 75.460

9 .590 2.107 77.568

10 .554 1.980 79.548

11 494 1.765 81.313

12 AT74 1.692 83.005

13 445 1.588 84.593

14 406 1.450 86.043

15 .397 1.418 87.461

16 .383 1.369 88.830

17 .360 1.286 90.115

18 .342 1.220 91.335

19 .329 1.176 92.511

20 .318 1.135 93.646

21 .285 1.017 94.662

22 279 .996 95.659

23 244 .872 96.531




24 .234 .837
25 211 .753
26 191 .683
27 175 .625
28 .160 572

97.368
98.121
98.804
99.428
100.000
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Extraction Method: Principal Component Analysis.

Scree Plot

127

Eigenvalue

4

0

o

o
A =4

=N
=4

<

<

©—0

=
N
w
N
(%)
o

Component Correlation Matrix

Component 1 2
1 1.000 .665
2 .665 1.000]

Extraction Method: Principal Component
Analysis.
Rotation Method: Oblimin with Kaiser

Normalization.

Component Number

1T T 17T 17T 17T 17 T T T T T T T T T T T T T T1
7 8 9 1011121314151617 18192021 22 232425262728




Pattern Matrix?

Component
1 2
ST60 .937
ST56 .936
ST57 921
ST54 787
ST59 74
ST66 .753
ST68 737
ST51 .709
ST64 .706
ST67 672
ST65 .613
ST55 551
ST43 .535
ST61 493 .368
ST53 472 .392
ST50 461
ST52 901
ST41 .830
ST49 .809
ST45 .795
ST62 761
ST63 .650
ST46 .631
ST48 .625
ST47 .545
ST44 484
ST58 465
ST42 351 .380

Extraction Method: Principal

Component Analysis.
Rotation Method: Oblimin with

Kaiser Normalization.

a. Rotation converged in 8

iterations.

235



Structure Matrix

Component
1 2
ST57 .856 .515
ST54 .828 .586
ST60 .828 .459
ST56 .825 455
ST59 .804 .559
ST64 .799 .609
ST66 759 .510
ST68 751 511
ST67 744 .556
ST55 .740 .651
ST61 .738 .696
ST65 734 .589
ST53 733 .706
ST51 728 .500
ST43 .683 579
ST50 .657 .601
ST52 495 .831
ST49 .507 .789
ST62 .536 781
ST46 .635 74
ST63 .616 772
ST41 .458 767
ST45 .458 .748
ST48 .488 .673
ST44 .567 .647
ST58 .542 .620
ST42 .603 .613
ST47 446 .600

Extraction Method: Principal

Component Analysis.
Rotation Method: Oblimin with

Kaiser Normalization.

236
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The following tables are extracted from the SPSS output for the reliability analysis
of the constructs of part three after factor analysis using the principal component

analysis.

Reliability analysis of factor one components — "Work related construct” (16
statements):

Reliability Statistics

Cronbach's

Alpha N of ltems

.954 16

Item-Total Statistics

Cronbach's
Scale Mean if |Scale Variance if| Corrected Item- | Alpha if ltem
Item Deleted Item Deleted | Total Correlation Deleted
ST60 50.09 126.133 .769 .950
ST56 50.09 125.670 770 .950
ST57 50.05 124.770 .805 .949
ST54 49.95 125.194 .799 .950
ST59 49.95 126.587 .764 .950
ST66 50.10 126.410 724 .951]
ST68 49.96 125.704 712 .951]
ST51 49.94 128.613 .690 .952
ST64 49.74 126.466 772 .950]
ST67 49.94 127.525 .719 951
ST65 49.96 126.500 .713 951
ST55 49.61 127.344 .729 .951
ST43 50.01 128.739 .648 .953
ST61 49.67 127.360 732 .951]
ST53 49.62 127.342 732 951
ST50 49.87 129.699 .643 .953
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Reliability analysis of factor two components — "Human related construct™ (12

statements):

Reliability Statistics

Cronbach's
Alpha

N of Items

.915

12

Item-Total Statistics

Cronbach's
Scale Mean if |Scale Variance if| Corrected Item- | Alpha if Item
Item Deleted Item Deleted | Total Correlation Deleted
ST52 41.67 52.257 734 .905
ST41 41.70 51.995 .689 .907
ST49 41.83 51.858 711 .906
ST45 41.68 52.762 .663 .908,
ST62 41.80 52.212 711 .906
ST63 41.85 51.623 .720 .905
ST46 42.00 50.332 751 .904
ST48 42.23 51.332 .628 .910
ST47 42.10 51.409 .556 914
ST44 42.15 52.538 .621 910
ST58 41.84 52.812 .567 912
ST42 42.18 51.849 .600 911




The following output is extracted from the SPSS output for the multivariate regression analysis between humor usage and the
performance determinants in part three of the questionnaire by having the situation and occasion from part two of the questionnaire as controllers
of the analysis. There are twenty eight (28) regression analyses for such. Each regression analysis is separated by an identifying title of the
independent and the dependent variables. The components of each regression analysis are as following:

e The Model Summary

e The ANOVA Table

e The Coefficients Table

e Standardized Residual Plot (Normal)

Statement 41
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 .3652 133 112 .813 .133 6.335 7 288 .000
2 .372° .138 114 .812 .005 1.629 1 287 .203)

a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27

b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

d XIAN3ddV
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c. Dependent Variable: ST41

ANOVA®
Model Sum of Squares df Mean Square F Sig.
1 Regression 29.311 7 4.187 6.335 .000?
Residual 190.351 288 .661
Total 219.662 295
2 Regression 30.385 8 3.798 5.759 .00QP
Residual 189.277 287 .660
Total 219.662 295

a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27

b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST41

Coefficients?

Unstandardized Coefficients

Standardized

Coefficients

Correlations

Collinearity Statistics

Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF

1 (Constant) 2.574 272 9.455 .000
ST24 .168 .053 .189 3.182 .002 .246 .184 175 .850 1.176
ST25 -.052- .051 -.062- -1.024- .307 .012 -.060- -.056- .818 1.222

ove



ST26 .016 .058 .016 271 .786 .100 .016 .015 .813 1.230
ST27 .067 .055 .085 1.228 .220 .162 .072 .067 .627 1.594
ST28 -.041- .063 -.043- -.652- .515 .042 -.038- -.036- .676 1.480
ST34 .045 .051 .052 .872 .384 A71 .051 .048 .852 1.173
ST35 .196 .056 216 3.519 .001 .301 .203 193 797 1.255
(Constant) 2.529 .274 9.223 .000

ST24 .168 .053 .189 3.182 .002 .246 .185 174 .850 1.176
ST25 -.045- .051 -.054- -.883- .378 .012 -.052- -.048- .809 1.237
ST26 .006 .059 .006 .097 .923 .100 .006 .005 .798 1.253
ST27 .063 .055 .079 1.145 .253 .162 .067 .063 .625 1.601
ST28 -.061- .065 -.064- -.935- .350 .042 -.055- -.051- .638 1.568]
ST34 .043 .051 .050 .838 403 A71 .049 .046 .852 1.174
ST35 .193 .056 .214 3.477 .001 .301 .201 191 .796 1.257
ST40 .095 .075 .075 1.276 .203 117 .075 .070 .862 1.161

a. Dependent Variable: ST41

e



Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST41

Scatterplot

Dependent Variable: ST41
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Statement 42
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 .3512 123 .102 .932 123 5.770 288 .000
2 .378° .143 119 .923 .020 6.696 287 .010

cve



a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST42

ANOVA*®
Model Sum of Squares df Mean Square F Sig.
1 Regression 35.081 7 5.012 5.770 .0002
Residual 250.159 288 .869
Total 285.240 295
2 Regression 40.784 8 5.098 5.985 .000P
Residual 244.456 287 .852
Total 285.240 295

a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST42

Coefficients?

Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics
Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 2.069 312 6.628 .000
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ST24 .050 .060 .050 .832 406 161 .049 .046 .850 1.176
ST25 .008 .059 .009 .145 .885 .083 .009 .008 .818 1.222
ST26 -.062- .067 -.057- -.924- .356 .044 -.054- -.051- .813 1.230
ST27 .029 .063 .032 462 .645 152 .027 .025 .627 1.594
ST28 .065 .072 .060 .901 .369 128 .053 .050 .676 1.480
ST34 .196 .059 .199 3.330 .001 .280 .193 .184 .852 1.173
ST35 191 .064 .186 3.003 .003 .260 174 .166 797 1.255
(Constant) 1.965 312 6.305 .000

ST24 .050 .060 .049 .834 405 .161 .049 .046 .850 1.176
ST25 .025 .058 .026 422 .673 .083 .025 .023 .809 1.237
ST26 -.085- .067 -.078- -1.273- .204 .044 -.075- -.070- .798 1.253
ST27 .019 .062 .021 .300 .764 152 .018 .016 .625 1.601
ST28 .020 .074 .019 272 .785 128 .016 .015 .638 1.568]
ST34 191 .058 195 3.201 .001 .280 191 .180 .852 1.174
ST35 .186 .063 .180 2.942 .004 .260 A71 .161 .796 1.257
ST40 .220 .085 152 2.588 .010 192 151 141 .862 1.161

a. Dependent Variable: ST42
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST42
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Observed Cum Prob Regression Standardized Predicted Value
Statement 43
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 3472 .120 .099 919 .120 5.625 7 288 .000
2 .364° .133 .109 914 .013 4.139 1 287 .043]
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a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST43

ANOVA*®
Model Sum of Squares df Mean Square F Sig.
1 Regression 33.243 7 4,749 5.625 .0002
Residual 243.135 288 .844
Total 276.378 295
2 Regression 36.700 8 4.587 5.493 .000P
Residual 239.678 287 .835
Total 276.378 295

a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST43

Coefficients?

Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics
Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 1.758 .308 5.714 .000
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ST24 .097 .060 .097 1.625 .105 .203 .095 .090 .850 1.176
ST25 .065 .058 .069 1.121 .263 172 .066 .062 .818 1.222
ST26 -.057- .066 -.054- -.875- .382 .062 -.052- -.048- .813 1.230
ST27 .060 .062 .068 .968 .334 .206 .057 .054 .627 1.594
ST28 147 .071 139 2.061 .040 .228 121 114 .676 1.480
ST34 .049 .058 .050 .843 400 .167 .050 .047 .852 1.173
ST35 .168 .063 .166 2.681 .008 .229 .156 .148 797 1.255
(Constant) 1.678 .309 5.436 .000

ST24 .097 .059 .097 1.628 .105 .203 .096 .090 .850 1.176
ST25 .077 .058 .082 1.339 .182 172 .079 .074 .809 1.237
ST26 -.076- .066 -.071- -1.146- .253 .062 -.067- -.063- .798 1.253
ST27 .052 .061 .059 .842 401 .206 .050 .046 .625 1.601
ST28 112 .073 .106 1.533 126 .228 .090 .084 .638 1.568]
ST34 .046 .058 .047 792 429 .167 .047 .044 .852 1.174
ST35 .164 .063 .162 2.624 .009 .229 .153 144 .796 1.257
ST40 A7 .084 120 2.035 .043 .185 119 112 .862 1.161

a. Dependent Variable: ST43
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST43

Scatterplot

Dependent Variable: ST43
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Observed Cum Prob Regression Standardized Predicted Value
Statement 44
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 .4002 .160 139 .823 .160 7.814 7 288 .000
2 .409° .167 .144 .820 .007 2.534 1 287 113)
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a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST44

ANOVA*®
Model Sum of Squares df Mean Square F Sig.
1 Regression 37.014 7 5.288 7.814 .0002
Residual 194.875 288 677
Total 231.889 295
2 Regression 38.719 8 4.840 7.191 .000P
Residual 193.170 287 .673
Total 231.889 295

a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST44

Coefficients?

Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics
Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 2.099 .276 7.620 .000
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ST24 .204 .053 224 3.822 .000 297 .220 .206 .850 1.176
ST25 -.054- .052 -.063- -1.053- .293 .051 -.062- -.057- .818 1.222
ST26 -.068- .059 -.069- -1.151- 251 .041 -.068- -.062- .813 1.230
ST27 119 .055 .146 2.148 .033 .218 .126 116 .627 1.594
ST28 .018 .064 .018 277 .782 128 .016 .015 .676 1.480
ST34 122 .052 .138 2.360 .019 .252 .138 127 .852 1.173
ST35 114 .056 123 2.033 .043 .245 119 110 797 1.255
(Constant) 2.043 277 7.372 .000

ST24 .204 .053 .224 3.828 .000 .297 .220 .206 .850 1.176
ST25 -.046- .052 -.053- -.879- .380 .051 -.052- -.047- .809 1.237
ST26 -.080- .059 -.082- -1.358- 175 .041 -.080- -.073- .798 1.253
ST27 113 .055 .140 2.048 .041 .218 .120 110 .625 1.601
ST28 -.007- .065 -.007- -.106- 916 128 -.006- -.006- .638 1.568]
ST34 .120 .052 .136 2.322 .021 .252 .136 125 .852 1.174
ST35 111 .056 .120 1.983 .048 .245 116 .107 .796 1.257
ST40 .120 .076 .092 1.592 113 .148 .094 .086 .862 1.161

a. Dependent Variable: ST44
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST44

Scatterplot

Dependent Variable: ST44
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Observed Cum Prob Regression Standardized Predicted Value
Statement 45
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 .4052 .164 .143 757 .164 8.053 288 .000
2 412° .169 .146 .755 .006 1.972 287 161
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a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27

b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST45

ANOVAC

Model Sum of Squares df Mean Square F Sig.
1 Regression 32.268 7 4.610 8.053 .000?

Residual 164.867 288 572

Total 197.135 295
2 Regression 33.393 8 4.174 7.316 .000"

Residual 163.742 287 571

Total 197.135 295
a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST45

Coefficients?
Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics

Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 2.499 .253 9.862 .000
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ST24 .086 .049 .102 1.742 .083 191 .102 .094 .850 1.176
ST25 -.056- .048 -.071- -1.184- .237 .004 -.070- -.064- .818 1.222
ST26 .029 .054 .032 .542 .588 .136 .032 .029 .813 1.230
ST27 .045 .051 .061 .890 374 .182 .052 .048 .627 1.594
ST28 -.003- .059 -.003- -.049- .961 .068 -.003- -.003- .676 1.480
ST34 .079 .048 .097 1.667 .097 221 .098 .090 .852 1.173
ST35 .251 .052 .293 4.845 .000 .369 .275 .261 797 1.255
(Constant) 2.453 .255 9.616 .000

ST24 .085 .049 .102 1.741 .083 191 .102 .094 .850 1.176
ST25 -.049- .048 -.062- -1.029- .304 .004 -.061- -.055- .809 1.237
ST26 .019 .054 .021 .349 727 .136 .021 .019 .798 1.253
ST27 .041 .051 .054 .800 425 .182 .047 .043 .625 1.601
ST28 -.023- .060 -.026- -.379- .705 .068 -.022- -.020- .638 1.568
ST34 .078 .048 .095 1.631 .104 221 .096 .088 .852 1.174
ST35 .248 .052 .290 4.803 .000 .369 .273 .258 .796 1.257
ST40 .098 .070 .081 1.404 .161 141 .083 .076 .862 1.161

a. Dependent Variable: ST45
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST45

Scatterplot

Dependent Variable: ST45
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Observed Cum Prob Regression Standardized Predicted Value
Statement 46
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 4432 197 177 .859 197 10.073 7 288 .000
2 .460° 211 .189 .852 .015 5.365 1 287 .021
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a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST46

ANOVA*®
Model Sum of Squares df Mean Square F Sig.
1 Regression 51.998 7 7.428 10.073 .0002
Residual 212.380 288 737
Total 264.378 295
2 Regression 55.896 8 6.987 9.618 .000P
Residual 208.483 287 726
Total 264.378 295

a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST46

Coefficients?

Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics
Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 1.814 .288 6.308 .000
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ST24 141 .056 .145 2.524 .012 .268 147 133 .850 1.176
ST25 .068 .054 .073 1.251 212 .156 .073 .066 .818 1.222
ST26 -.062- .061 -.059- -1.004- .316 .086 -.059- -.053- .813 1.230
ST27 .146 .058 .169 2.533 .012 .261 .148 134 .627 1.594
ST28 -.048- .067 -.046- - 723- 470 124 -.043- -.038- .676 1.480
ST34 .143 .054 151 2.638 .009 .286 154 .139 .852 1.173
ST35 .210 .059 212 3.582 .000 .330 .207 .189 797 1.255
(Constant) 1.728 .288 6.005 .000

ST24 .140 .055 144 2.538 .012 .268 .148 133 .850 1.176
ST25 .081 .054 .087 1.501 135 .156 .088 .079 .809 1.237
ST26 -.081- .061 -.077- -1.315- .190 .086 -.077- -.069- .798 1.253
ST27 137 .057 .159 2.400 .017 .261 .140 .126 .625 1.601
ST28 -.085- .068 -.082- -1.255- .210 124 -.074- -.066- .638 1.568]
ST34 .139 .054 147 2.593 .010 .286 151 .136 .852 1.174
ST35 .206 .058 .207 3.528 .000 .330 .204 .185 .796 1.257
ST40 .182 .078 131 2.316 .021 181 135 121 .862 1.161

a. Dependent Variable: ST46
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST46

Scatterplot

Dependent Variable: ST46
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Observed Cum Prob Regression Standardized Predicted Value
Statement 47
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 .4082 .167 .146 1.008 .167 8.230 7 288 .000
2 .409° .167 .144 1.010 .000 .098 1 287 .755
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a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST47

ANOVA*®
Model Sum of Squares df Mean Square F Sig.
1 Regression 58.572 7 8.367 8.230 .0002
Residual 292.803 288 1.017
Total 351.375 295
2 Regression 58.672 8 7.334 7.191 .000P
Residual 292.703 287 1.020
Total 351.375 295

a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST47

Coefficients?

Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics
Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 2.255 .338 6.678 .000
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ST24 117 .065 .105 1.792 .074 170 .105 .096 .850 1.176
ST25 -.216- .063 -.203- -3.406- .001 -.104- -.197- -.183- .818 1.222
ST26 -.119- .072 -.099- -1.655- .099 .006 -.097- -.089- .813 1.230
ST27 .138 .068 139 2.045 .042 .185 .120 110 .627 1.594
ST28 .046 .078 .039 591 .555 .080 .035 .032 .676 1.480
ST34 .242 .064 .222 3.809 .000 .293 .219 .205 .852 1.173
ST35 .164 .069 .143 2.377 .018 .243 139 128 797 1.255
(Constant) 2.269 341 6.653 .000

ST24 117 .066 .105 1.790 .075 .170 .105 .096 .850 1.176
ST25 -.218- .064 -.205- -3.415- .001 -.104- -.198- -.184- .809 1.237
ST26 -.116- .073 -.096- -1.596- 112 .006 -.094- -.086- .798 1.253
ST27 .140 .068 .140 2.058 .041 .185 121 11 .625 1.601
ST28 .052 .081 .044 .647 .518 .080 .038 .035 .638 1.568]
ST34 .243 .064 .222 3.810 .000 .293 .219 .205 .852 1.174
ST35 .165 .069 144 2.383 .018 .243 .139 128 .796 1.257
ST40 -.029- .093 -.018- -.313- .755 .050 -.018- -.017- .862 1.161

a. Dependent Variable: ST47
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST47

Scatterplot

Dependent Variable: ST47
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Observed Cum Prob Regression Standardized Predicted Value
Statement 48
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 .3992 .159 139 .926 .159 7.805 7 288 .000
2 .400° .160 .136 .928 .000 .145 1 287 704
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a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST48

ANOVA*®
Model Sum of Squares df Mean Square F Sig.
1 Regression 46.881 7 6.697 7.805 .0002
Residual 247.115 288 .858
Total 293.997 295
2 Regression 47.006 8 5.876 6.828 .000P
Residual 246.990 287 .861
Total 293.997 295

a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST48

Coefficients?

Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics
Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 1.797 .310 5.792 .000
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ST24 147 .060 .143 2.438 .015 .233 142 132 .850 1.176
ST25 -.031- .058 -.032- -.531- .596 .048 -.031- -.029- .818 1.222
ST26 -.060- .066 -.054- -.902- .368 .067 -.053- -.049- .813 1.230]
ST27 .160 .062 .176 2.577 .010 .230 .150 .139 .627 1.594
ST28 -.066- .072 -.060- -.918- .359 .074 -.054- -.050- .676 1.480]
ST34 .176 .058 A77 3.021 .003 .282 175 .163 .852 1.173
ST35 .169 .063 161 2.667 .008 .282 155 144 797 1.255
(Constant) 1.781 313 5.686 .000

ST24 147 .060 .143 2.433 .016 .233 142 132 .850 1.176
ST25 -.029- .059 -.029- -.487- .627 .048 -.029- -.026- .809 1.237
ST26 -.063- .067 -.057- -.943- .346 .067 -.056- -.051- .798 1.253
ST27 .159 .062 174 2.543 .012 .230 .148 .138 .625 1.601
ST28 -.073- .074 -.066- -.981- 327 .074 -.058- -.053- .638 1.568
ST34 .176 .058 .176 3.005 .003 .282 175 .163 .852 1.174
ST35 .168 .063 .161 2.648 .009 .282 .154 .143 .796 1.257
ST40 .033 .085 .022 .381 .704 .079 .022 .021 .862 1.161

a. Dependent Variable: ST48
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST48

Scatterplot

Dependent Variabl

e: ST48
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Observed Cum Prob Regression Standardized Predicted Value
Statement 49
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 4642 .216 197 .764 .216 11.309 7 288 .000
2 4640 .216 194 .765 .000 .043 1 287 .836
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a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST49

ANOVA*®
Model Sum of Squares df Mean Square F Sig.
1 Regression 46.175 7 6.596 11.309 .0002
Residual 167.984 288 .583
Total 214.159 295
2 Regression 46.200 8 5.775 9.868 .000P
Residual 167.959 287 .585
Total 214.159 295

a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST49

Coefficients?

Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics
Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 2.461 .256 9.622 .000
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ST24 .089 .050 .102 1.798 .073 195 .105 .094 .850 1.176
ST25 -.062- .048 -.075- -1.293- 197 -.035- -.076- -.067- .818 1.222
ST26 -.067- .055 -.071- -1.230- .220 .046 -.072- -.064- .813 1.230
ST27 113 .051 .145 2.201 .029 .176 129 115 .627 1.594
ST28 -.136- .059 -.146- -2.296- .022 -.039- -.134- -.120- .676 1.480
ST34 173 .048 .203 3.588 .000 .304 .207 .187 .852 1.173
ST35 .249 .052 278 4.757 .000 .373 .270 .248 797 1.255
(Constant) 2.454 .258 9.500 .000

ST24 .089 .050 .102 1.795 .074 195 .105 .094 .850 1.176
ST25 -.061- .048 -.073- -1.261- .208 -.035- -.074- -.066- .809 1.237
ST26 -.069- .055 -.073- -1.244- .214 .046 -.073- -.065- .798 1.253
ST27 112 .051 144 2.180 .030 .176 128 114 .625 1.601
ST28 -.139- .061 -.149- -2.276- .024 -.039- -.133- -.119- .638 1.568]
ST34 172 .048 .203 3.575 .000 .304 .206 .187 .852 1.174
ST35 .248 .052 .278 4.740 .000 .373 .269 .248 .796 1.257
ST40 .015 .070 .012 .207 .836 .045 .012 .011 .862 1.161

a. Dependent Variable: ST49
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST49

Scatterplot

Dependent Variable: ST49
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Observed Cum Prob Regression Standardized Predicted Value
Statement 50
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 .3402 116 .094 .870 116 5.378 7 288 .000
2 .353P 125 .100 .867 .009 2.942 1 287 .087
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a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27

b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST50

ANOVAC

Model Sum of Squares df Mean Square F Sig.
1 Regression 28.509 7 4.073 5.378 .0003

Residual 218.086 288 757

Total 246.595 295
2 Regression 30.722 8 3.840 5.106 .000"

Residual 215.873 287 752

Total 246.595 295
a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST50

Coefficients?®
Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics

Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 1.937 .291 6.645 .000
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ST24 .078 .056 .083 1.388 .166 .185 .082 .077 .850 1.176
ST25 .029 .055 .032 521 .602 110 .031 .029 .818 1.222
ST26 -.037- .062 -.037- -.595- .552 .075 -.035- -.033- .813 1.230
ST27 .096 .058 115 1.642 .102 .208 .096 .091 .627 1.594
ST28 .015 .067 .015 .216 .829 131 .013 .012 .676 1.480
ST34 .145 .055 .158 2.636 .009 .252 .153 .146 .852 1.173
ST35 .136 .060 141 2.279 .023 .239 133 126 797 1.255
(Constant) 1.872 .293 6.391 .000

ST24 .078 .056 .083 1.389 .166 .185 .082 .077 .850 1.176
ST25 .039 .055 .043 .704 482 110 .042 .039 .809 1.237
ST26 -.051- .063 -.051- -.822- 412 .075 -.048- -.045- .798 1.253
ST27 .089 .058 .107 1.535 .126 .208 .090 .085 .625 1.601
ST28 -.013- .069 -.013- -.195- .846 131 -.011- -.011- .638 1.568
ST34 142 .055 155 2.597 .010 .252 152 .143 .852 1.174
ST35 132 .059 .138 2.227 .027 .239 .130 123 .796 1.257
ST40 137 .080 .102 1.715 .087 154 101 .095 .862 1.161

a. Dependent Variable: ST50
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST50

Scatterplot

Dependent Variable: ST50
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Observed Cum Prob Regression Standardized Predicted Value
Statement 51
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 .3182 101 .079 .887 101 4.625 7 288 .000
2 .326° .107 .082 .885 .006 1.781 1 287 .183
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a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27

b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST51

ANOVAC

Model Sum of Squares df Mean Square F Sig.
1 Regression 25.447 7 3.635 4.625 .0003

Residual 226.391 288 .786

Total 251.838 295
2 Regression 26.843 8 3.355 4.280 .000"

Residual 224.995 287 .784

Total 251.838 295
a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST51

Coefficients?
Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics

Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 2.173 .297 7.316 .000
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ST24 .105 .058 111 1.830 .068 .202 107 102 .850 1.176
ST25 .036 .056 .040 .644 .520 127 .038 .036 .818 1.222
ST26 -.116- .063 -.114- -1.835- .068 -.003- -.108- -.103- .813 1.230
ST27 .090 .059 .106 1.506 .133 .184 .088 .084 .627 1.594
ST28 .079 .069 .078 1.144 .253 .168 .067 .064 .676 1.480
ST34 .081 .056 .087 1.441 151 .183 .085 .081 .852 1.173
ST35 123 .061 127 2.034 .043 .194 119 114 797 1.255
(Constant) 2.121 .299 7.094 .000

ST24 .105 .057 111 1.829 .068 .202 .107 .102 .850 1.176
ST25 .044 .056 .049 .784 434 127 .046 .044 .809 1.237
ST26 -.128- .064 -.125- -2.001- .046 -.003- -.117- -.112- .798 1.253
ST27 .084 .060 .100 1.420 157 .184 .084 .079 .625 1.601
ST28 .056 .071 .056 .798 425 .168 .047 .045 .638 1.568]
ST34 .078 .056 .085 1.406 .161 .183 .083 .078 .852 1.174
ST35 121 .061 124 1.990 .048 194 17 11 .796 1.257
ST40 .109 .082 .080 1.335 .183 127 .079 .074 .862 1.161

a. Dependent Variable: ST51
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST51

Scatterplot

Dependent Variable: ST51
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Observed Cum Prob Regression Standardized Predicted Value
Statement 52
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 4262 .182 .162 727 .182 9.131 288 .000
2 .436° .190 .167 724 .008 2.910 287 .089]
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a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27

b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST52

ANOVAC

Model Sum of Squares df Mean Square F Sig.
1 Regression 33.742 7 4.820 9.131 .0003

Residual 152.039 288 .528

Total 185.780 295
2 Regression 35.268 8 4.408 8.406 .000"

Residual 150.513 287 .524

Total 185.780 295
a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST52

Coefficients?
Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics

Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 2.613 .243 10.737 .000
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ST24 .088 .047 .107 1.858 .064 172 .109 .099 .850 1.176
ST25 -.057- .046 -.074- -1.257- .210 -.037- -.074- -.067- .818 1.222
ST26 .067 .052 .076 1.291 .198 .168 .076 .069 .813 1.230
ST27 .089 .049 123 1.823 .069 181 .107 .097 .627 1.594
ST28 -.133- .056 -.153- -2.359- .019 -.045- -.138- -.126- .676 1.480
ST34 .069 .046 .087 1511 132 .201 .089 .081 .852 1.173
ST35 .229 .050 .276 4.615 .000 .366 .262 .246 797 1.255
(Constant) 2.559 .245 10.463 .000

ST24 .087 .047 .107 1.860 .064 172 .109 .099 .850 1.176
ST25 -.049- .046 -.063- -1.071- .285 -.037- -.063- -.057- .809 1.237
ST26 .055 .052 .063 1.054 .293 .168 .062 .056 .798 1.253
ST27 .084 .049 115 1.716 .087 181 101 .091 .625 1.601
ST28 -.156- .058 -.180- -2.703- .007 -.045- -.158- -.144- .638 1.568]
ST34 .067 .046 .085 1.469 .143 .201 .086 .078 .852 1.174
ST35 .227 .050 .272 4.570 .000 .366 .260 .243 .796 1.257
ST40 114 .067 .098 1.706 .089 132 .100 .091 .862 1.161

a. Dependent Variable: ST52

v.¢



Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST52

Scatterplot

Dependent Variable: ST52
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Observed Cum Prob Regression Standardized Predicted Value
Statement 53
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 .3092 .095 .073 914 .095 4.332 7 288 .000
2 .328° .107 .082 .909 .012 3.855 1 287 .051
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a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27

b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST53

ANOVAC

Model Sum of Squares df Mean Square F Sig.
1 Regression 25.329 7 3.618 4.332 .0004

Residual 240.533 288 .835

Total 265.861 295
2 Regression 28.517 8 3.565 4.310 .000"

Residual 237.345 287 .827

Total 265.861 295
a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST53

Coefficients?
Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics

Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 2.307 .306 7.539 .000
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ST24 114 .059 117 1.929 .055 .185 113 .108 .850 1.176
ST25 -.017- .057 -.018- -.292- 771 .037 -.017- -.016- .818 1.222
ST26 -.029- .065 -.028- -.451- .653 .062 -.027- -.025- .813 1.230
ST27 .091 .061 .105 1.488 .138 .159 .087 .083 .627 1.594
ST28 -.049- .071 -.047- -.691- 490 .044 -.041- -.039- .676 1.480
ST34 .080 .058 .085 1.392 .165 .180 .082 .078 .852 1.173
ST35 .180 .063 181 2.880 .004 .255 167 161 797 1.255
(Constant) 2.230 .307 7.261 .000

ST24 114 .059 117 1.933 .054 .185 113 .108 .850 1.176
ST25 -.005- .058 -.005- -.081- .935 .037 -.005- -.005- .809 1.237
ST26 -.047- .066 -.045- -.713- AT6 .062 -.042- -.040- .798 1.253
ST27 .084 .061 .096 1.367 173 .159 .080 .076 .625 1.601
ST28 -.083- .073 -.079- -1.138- .256 .044 -.067- -.063- .638 1.568]
ST34 .077 .057 .081 1.345 .180 .180 .079 .075 .852 1.174
ST35 .176 .062 177 2.826 .005 .255 .165 .158 .796 1.257
ST40 .164 .084 118 1.963 .051 .145 115 110 .862 1.161

a. Dependent Variable: ST53
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST53

Scatterplot

Dependent Variable: ST53

1.0
=y
=
=
0.8 o 2 °0 @
2 = e PO g,
- 9 000 ¢ o ) .
£ 057 s M O
S 5
° 2 7 ©0 Qg ° @,
v ]
5 0.4 g | M
é"_ E -1 ®o 00 o .. cap
[ 7 % o Do o @
0.7 9 -2 ® &
- o o o
3 o] o]
& -3+
0.0 T T T T T T T T T
0.0 0.2 0.4 0.6 0.8 1.0 -4- -2- 0 2
Observed Cum Prob Regression Standardized Predicted Value
Statement 54
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 .3272 .107 .085 .949 .107 4.915 7 288 .000
2 .351° .123 .099 .942 .016 5.400 1 287 .021
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a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27

b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST54

ANOVAC

Model Sum of Squares df Mean Square F Sig.
1 Regression 31.008 7 4.430 4,915 .0003

Residual 259.583 288 .901

Total 290.591 295
2 Regression 35.803 8 4.475 5.041 .000"

Residual 254.789 287 .888

Total 290.591 295
a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST54

Coefficients?®
Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics

Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 1.838 .318 5.782 .000
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ST24 .068 .062 .066 1.098 273 155 .065 .061 .850 1.176
ST25 .007 .060 .007 115 .908 .108 .007 .006 .818 1.222
ST26 -.008- .068 -.008- -.122- .903 115 -.007- -.007- .813 1.230
ST27 .156 .064 172 2.452 .015 .267 .143 137 .627 1.594
ST28 .077 .074 .070 1.040 .299 193 .061 .058 .676 1.480
ST34 .095 .060 .096 1.585 114 194 .093 .088 .852 1.173
ST35 .098 .065 .094 1.503 134 195 .088 .084 797 1.255
(Constant) 1.743 .318 5.478 .000

ST24 .067 .061 .066 1.100 .272 155 .065 .061 .850 1.176
ST25 .022 .060 .022 .364 716 .108 .021 .020 .809 1.237
ST26 -.030- .068 -.027- -.435- .664 115 -.026- -.024- .798 1.253
ST27 147 .063 .162 2.318 .021 .267 .136 .128 .625 1.601
ST28 .035 .075 .032 470 .639 .193 .028 .026 .638 1.568
ST34 .091 .059 .092 1.533 .126 194 .090 .085 .852 1.174
ST35 .092 .064 .089 1.434 .153 195 .084 .079 .796 1.257
ST40 .202 .087 .138 2.324 .021 .209 .136 128 .862 1.161

a. Dependent Variable: ST54
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST54

Scatterplot

Dependent Variable: ST54
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Observed Cum Prob Regression Standardized Predicted Value
Statement 55
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 .3602 .130 .109 .898 .130 6.131 288 .000
2 .366"° 134 .109 .898 .004 1.299 287 .255
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a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27

b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST55

ANOVAC

Model Sum of Squares df Mean Square F Sig.
1 Regression 34.641 7 4.949 6.131 .0003

Residual 232.481 288 .807

Total 267.122 295
2 Regression 35.688 8 4.461 5.532 .000"

Residual 231.434 287 .806

Total 267.122 295
a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST55

Coefficients?®
Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics

Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 2.046 .301 6.798 .000
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ST24 115 .058 117 1.967 .050 212 115 .108 .850 1.176
ST25 .005 .057 .005 .085 .932 .079 .005 .005 .818 1.222
ST26 -.042- .064 -.040- -.651- .515 .073 -.038- -.036- .813 1.230
ST27 .094 .060 .108 1.561 .120 .196 .092 .086 .627 1.594
ST28 -.012- .070 -.011- -.166- .868 .096 -.010- -.009- .676 1.480
ST34 .107 .057 113 1.891 .060 .225 111 .104 .852 1.173
ST35 .209 .061 .210 3.404 .001 .295 197 .187 797 1.255
(Constant) 2.001 .303 6.598 .000

ST24 115 .058 117 1.965 .050 212 115 .108 .850 1.176
ST25 .012 .057 .013 .207 .836 .079 .012 .011 .809 1.237
ST26 -.052- .065 -.049- -.799- 425 .073 -.047- -.044- .798 1.253
ST27 .090 .060 .103 1.486 139 .196 .087 .082 .625 1.601
ST28 -.031- .072 -.030- -.431- .667 .096 -.025- -.024- .638 1.568
ST34 .105 .057 111 1.860 .064 .225 .109 .102 .852 1.174
ST35 .207 .061 .207 3.365 .001 .295 195 .185 .796 1.257
ST40 .094 .083 .067 1.140 .255 118 .067 .063 .862 1.161

a. Dependent Variable: ST55
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST55

Scatterplot

Dependent Variable: ST55
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Observed Cum Prob Regression Standardized Predicted Value
Statement 56
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 .3202 .103 .081 .958 .103 4.707 288 .000
2 .344b .118 .094 .952 .016 5.138 287 .024
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a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27

b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST56

ANOVAC

Model Sum of Squares df Mean Square F Sig.
1 Regression 30.260 7 4.323 4,707 .0003

Residual 264.494 288 918

Total 294.753 295
2 Regression 34.911 8 4.364 4.820 .000"

Residual 259.842 287 .905

Total 294.753 295
a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST56

Coefficients?
Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics

Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 1.902 321 5.925 .000
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ST24 .079 .062 .077 1.274 .204 .183 .075 .071 .850 1.176
ST25 111 .060 113 1.834 .068 .193 .107 .102 .818 1.222
ST26 -.100- .069 -.091- -1.464- 144 .011 -.086- -.082- .813 1.230
ST27 .034 .064 .037 527 .598 .156 .031 .029 .627 1.594
ST28 .130 .074 119 1.755 .080 .200 .103 .098 .676 1.480
ST34 .063 .060 .063 1.042 .299 .159 .061 .058 .852 1.173
ST35 .154 .066 147 2.345 .020 192 137 131 797 1.255
(Constant) 1.808 321 5.626 .000

ST24 .079 .062 .077 1.278 .202 .183 .075 .071 .850 1.176
ST25 125 .060 128 2.079 .038 .193 122 115 .809 1.237
ST26 -.121- .069 -.110- -1.766- .078 .011 -.104- -.098- .798 1.253
ST27 .025 .064 .027 .386 .700 .156 .023 .021 .625 1.601
ST28 .090 .076 .082 1.182 .238 .200 .070 .066 .638 1.568]
ST34 .059 .060 .059 .987 .325 .159 .058 .055 .852 1.174
ST35 .149 .065 142 2.283 .023 192 134 127 .796 1.257
ST40 199 .088 .135 2.267 .024 175 133 126 .862 1.161

a. Dependent Variable: ST56
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST56

Scatterplot

Dependent Variable: ST56
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Observed Cum Prob Regression Standardized Predicted Value
Statement 57
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 .3862 .149 .128 .942 .149 7.193 288 .000
2 .399° .159 .136 .938 .011 3.637 287 .058]
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a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27

b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST57

ANOVAC

Model Sum of Squares df Mean Square F Sig.
1 Regression 44.668 7 6.381 7.193 .0003

Residual 255.481 288 .887

Total 300.149 295
2 Regression 47.865 8 5.983 6.806 .000"

Residual 252.284 287 .879

Total 300.149 295
a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST57

Coefficients?
Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics

Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 1.633 .315 5.175 .000
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ST24 .153 .061 147 2.497 .013 .239 .146 136 .850 1.176
ST25 .046 .059 .047 .780 436 .161 .046 .042 .818 1.222
ST26 -.086- .067 -.077- -1.282- .201 .069 -.075- -.070- .813 1.230
ST27 211 .063 .229 3.343 .001 .303 .193 .182 .627 1.594
ST28 .069 .073 .063 .949 .343 .219 .056 .052 .676 1.480
ST34 .031 .059 .031 527 .598 .163 .031 .029 .852 1.173
ST35 115 .064 .109 1.788 .075 212 .105 .097 797 1.255
(Constant) 1.555 317 4.910 .000

ST24 152 .061 147 2.503 .013 .239 .146 135 .850 1.176
ST25 .058 .059 .059 .984 .326 .161 .058 .053 .809 1.237
ST26 -.104- .068 -.093- -1.533- .126 .069 -.090- -.083- .798 1.253
ST27 .204 .063 221 3.230 .001 .303 .187 175 .625 1.601
ST28 .036 .075 .032 476 .634 .219 .028 .026 .638 1.568]
ST34 .028 .059 .028 ATT .633 .163 .028 .026 .852 1.174
ST35 111 .064 .105 1.730 .085 .212 .102 .094 .796 1.257
ST40 .165 .086 111 1.907 .058 .183 112 .103 .862 1.161

a. Dependent Variable: ST57
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST57

Scatterplot

Dependent Variable: ST57
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Observed Cum Prob Regression Standardized Predicted Value
Statement 58
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 .3482 121 .100 .879 121 5.672 7 288 .000
2 .350° 123 .098 .880 .002 .501 1 287 .480
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a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27

b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST58

ANOVAC

Model Sum of Squares df Mean Square F Sig.
1 Regression 30.691 7 4.384 5.672 .0003

Residual 222.630 288 773

Total 253.321 295
2 Regression 31.079 8 3.885 5.017 .000"

Residual 222.242 287 774

Total 253.321 295
a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST58

Coefficients?®
Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics

Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 2.269 .294 7.705 .000
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ST24 211 .057 221 3.693 .000 277 .213 .204 .850 1.176
ST25 -.035- .055 -.038- -.628- .530 .057 -.037- -.035- .818 1.222
ST26 .047 .063 .046 .743 .458 110 .044 .041 .813 1.230
ST27 .016 .059 .019 .275 .783 .140 .016 .015 .627 1.594
ST28 .029 .068 .029 424 .672 .099 .025 .023 .676 1.480
ST34 .056 .055 .060 1.007 .315 174 .059 .056 .852 1.173
ST35 .158 .060 .162 2.624 .009 .253 .153 .145 797 1.255
(Constant) 2.242 .297 7.543 .000

ST24 211 .057 221 3.688 .000 277 .213 .204 .850 1.176
ST25 -.031- .056 -.034- -.549- .584 .057 -.032- -.030- .809 1.237
ST26 .041 .063 .040 .640 .523 110 .038 .035 .798 1.253
ST27 .014 .059 .016 .229 .819 .140 .014 .013 .625 1.601
ST28 .017 .070 .017 .245 .807 .099 .014 .014 .638 1.568
ST34 .055 .055 .059 .987 .325 174 .058 .055 .852 1.174
ST35 .156 .060 .161 2.596 .010 .253 151 144 .796 1.257
ST40 .057 .081 .042 .708 .480 .097 .042 .039 .862 1.161

a. Dependent Variable: ST58
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST58
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Observed Cum Prob Regression Standardized Predicted Value
Statement 59
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 .3562 .126 .105 .903 .126 5.956 7 288 .000
2 .398° .158 135 .888 .032 10.855 1 287 .001
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a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27

b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST59

ANOVAC

Model Sum of Squares df Mean Square F Sig.
1 Regression 34.018 7 4.860 5.956 .0003

Residual 234.995 288 .816

Total 269.014 295
2 Regression 42.582 8 5.323 6.747 .000"

Residual 226.431 287 .789

Total 269.014 295
a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST59

Coefficients?
Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics

Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 1.957 .303 6.468 .000
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ST24 .145 .059 .148 2.481 .014 .233 .145 137 .850 1.176
ST25 .045 .057 .048 .796 426 147 .047 .044 .818 1.222
ST26 -.094- .065 -.089- -1.456- .146 .043 -.085- -.080- .813 1.230
ST27 .183 .061 .210 3.019 .003 .265 175 .166 .627 1.594
ST28 .032 .070 .030 452 .651 178 .027 .025 .676 1.480
ST34 .047 .057 .049 .827 409 .167 .049 .046 .852 1.173
ST35 .099 .062 .099 1.605 .110 197 .094 .088 797 1.255
(Constant) 1.830 .300 6.100 .000

ST24 .145 .058 .148 2.515 .012 .233 147 .136 .850 1.176
ST25 .065 .056 .070 1.158 .248 147 .068 .063 .809 1.237
ST26 -.122- .064 -.116- -1.911- .057 .043 -.112- -.103- .798 1.253
ST27 .170 .060 .196 2.853 .005 .265 .166 155 .625 1.601
ST28 -.023- .071 -.022- -.331- 741 178 -.020- -.018- .638 1.568]
ST34 .042 .056 .044 751 453 .167 .044 .041 .852 1.174
ST35 .092 .061 .092 1.519 .130 197 .089 .082 .796 1.257
ST40 .269 .082 192 3.295 .001 .236 191 178 .862 1.161

a. Dependent Variable: ST59
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST59

Scatterplot

Dependent Variable: ST59
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Observed Cum Prob Regression Standardized Predicted Value
Statement 60
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 3732 .139 .118 915 .139 6.650 7 288 .000
2 416° 173 .150 .898 .034 11.635 1 287 .001
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a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27

b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST60

ANOVAC

Model Sum of Squares df Mean Square F Sig.
1 Regression 38.967 7 5.567 6.650 .0003

Residual 241.073 288 .837

Total 280.041 295
2 Regression 48.359 8 6.045 7.488 .000"

Residual 231.681 287 .807

Total 280.041 295
a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST60

Coefficients?
Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics

Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 1.865 .306 6.087 .000
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ST24 122 .059 122 2.054 .041 .224 120 112 .850 1.176
ST25 .040 .058 .042 .694 488 .160 .041 .038 .818 1.222
ST26 -.133- .065 -.123- -2.033- .043 -.002- -.119- -.111- .813 1.230
ST27 .109 .061 122 1.769 .078 .223 .104 .097 .627 1.594
ST28 .149 .071 .140 2.099 .037 .243 123 115 .676 1.480
ST34 141 .058 .145 2.452 .015 .236 .143 134 .852 1.173
ST35 .062 .063 .060 .984 .326 .156 .058 .054 797 1.255
(Constant) 1.732 .303 5.708 .000

ST24 121 .058 121 2.083 .038 .224 122 112 .850 1.176
ST25 .061 .057 .064 1.067 .287 .160 .063 .057 .809 1.237
ST26 -.163- .065 -.151- -2.511- .013 -.002- -.147- -.135- .798 1.253
ST27 .095 .060 .107 1.581 115 .223 .093 .085 .625 1.601
ST28 .091 .072 .085 1.272 .205 .243 .075 .068 .638 1.568]
ST34 .136 .057 .140 2.403 .017 .236 .140 129 .852 1.174
ST35 .054 .061 .053 .885 377 .156 .052 .048 .796 1.257
ST40 .282 .083 197 3.411 .001 .248 197 .183 .862 1.161

a. Dependent Variable: ST60
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST60

Scatterplot

Dependent Variable: ST60
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Observed Cum Prob Regression Standardized Predicted Value
Statement 61
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 4152 172 .152 .872 172 8.556 288 .000
2 429° .184 .162 .868 .012 4.262 287 .040
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a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27

b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST61

ANOVAC

Model Sum of Squares df Mean Square F Sig.
1 Regression 45.586 7 6.512 8.556 .0003

Residual 219.195 288 .761

Total 264.780 295
2 Regression 48.793 8 6.099 8.104 .000"

Residual 215.987 287 .753

Total 264.780 295
a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST61

Coefficients?
Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics

Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 1.869 .292 6.395 .000
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ST24 .159 .057 .164 2.816 .005 .267 .164 151 .850 1.176
ST25 -.003- .055 -.003- -.058- .954 117 -.003- -.003- .818 1.222
ST26 -.068- .062 -.065- -1.085- .279 .063 -.064- -.058- .813 1.230
ST27 134 .059 155 2.289 .023 .257 134 123 .627 1.594
ST28 .056 .068 .054 .835 404 .189 .049 .045 .676 1.480
ST34 .186 .055 .196 3.382 .001 .304 195 181 .852 1.173
ST35 .098 .060 .098 1.634 .103 .233 .096 .088 797 1.255
(Constant) 1.791 .293 6.112 .000

ST24 .159 .056 .163 2.826 .005 .267 .165 151 .850 1.176
ST25 .009 .055 .010 .163 .871 117 .010 .009 .809 1.237
ST26 -.085- .063 -.081- -1.359- 175 .063 -.080- -.072- .798 1.253
ST27 .126 .058 .146 2.166 .031 .257 127 115 .625 1.601
ST28 .023 .069 .022 .329 .743 .189 .019 .018 .638 1.568]
ST34 .183 .055 .193 3.343 .001 .304 194 178 .852 1.174
ST35 .093 .059 .094 1.572 117 .233 .092 .084 .796 1.257
ST40 .165 .080 119 2.064 .040 .187 121 110 .862 1.161

a. Dependent Variable: ST61
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST61

Scatterplot

Dependent Variable: ST61
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Observed Cum Prob Regression Standardized Predicted Value
Statement 62
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 .3822 .146 125 767 .146 7.047 7 288 .000
2 .389° 151 127 .766 .005 1.652 1 287 .200

¢0€



a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27

b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST62

ANOVAC

Model Sum of Squares df Mean Square F Sig.
1 Regression 29.008 7 4.144 7.047 .0003

Residual 169.357 288 .588

Total 198.365 295
2 Regression 29.978 8 3.747 6.387 .000"

Residual 168.387 287 .587

Total 198.365 295
a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST62

Coefficients?®
Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics

Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 2.400 .257 9.346 .000

€0€



ST24 .156 .050 .185 3.129 .002 .265 181 .170 .850 1.176
ST25 -.003- .048 -.004- -.069- .945 .080 -.004- -.004- .818 1.222
ST26 .004 .055 .004 .068 .946 .108 .004 .004 .813 1.230
ST27 .089 .051 .118 1.723 .086 .208 101 .094 .627 1.594
ST28 -.032- .059 -.036- -.544- .587 .088 -.032- -.030- .676 1.480
ST34 .074 .048 .090 1.521 129 .215 .089 .083 .852 1.173
ST35 .164 .052 .190 3.117 .002 .296 181 .170 797 1.255
(Constant) 2.357 .259 9.113 .000

ST24 .156 .050 .185 3.129 .002 .265 .182 .170 .850 1.176
ST25 .003 .048 .004 .069 .945 .080 .004 .004 .809 1.237
ST26 -.006- .055 -.006- -.105- .916 .108 -.006- -.006- .798 1.253
ST27 .084 .051 113 1.639 .102 .208 .096 .089 .625 1.601
ST28 -.051- .061 -.057- -.833- 406 .088 -.049- -.045- .638 1.568
ST34 .072 .048 .088 1.487 .138 .215 .087 .081 .852 1.174
ST35 .161 .052 .187 3.075 .002 .296 179 .167 .796 1.257
ST40 .091 .071 .075 1.285 .200 128 .076 .070 .862 1.161

a. Dependent Variable: ST62
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST62

Scatterplot

Dependent Variable: ST62
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Observed Cum Prob Regression Standardized Predicted Value
Statement 63
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 4352 .189 .169 .788 .189 9.598 7 288 .000
2 .445P .198 .176 .785 .009 3.151 1 287 .077
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a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27

b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST63

ANOVAC

Model Sum of Squares df Mean Square F Sig.
1 Regression 41.686 7 5.955 9.598 .0003

Residual 178.689 288 .620

Total 220.375 295
2 Regression 43.627 8 5.453 8.855 .000"

Residual 176.748 287 .616

Total 220.375 295
a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST63

Coefficients?
Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics

Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 2.255 .264 8.548 .000
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ST24 .235 .051 .264 4.597 .000 .320 .261 .244 .850 1.176
ST25 -.057- .050 -.067- -1.145- .253 .038 -.067- -.061- .818 1.222
ST26 8.290E-5 .056 .000 .001 .999 .107 .000 .000 .813 1.230
ST27 172 .053 .219 3.263 .001 .259 .189 173 .627 1.594
ST28 -.087- .061 -.092- -1.422- .156 .071 -.083- -.075- .676 1.480
ST34 .120 .050 .139 2.422 .016 .258 141 129 .852 1.173
ST35 .078 .054 .086 1.439 151 .246 .084 .076 797 1.255
(Constant) 2.195 .265 8.280 .000

ST24 .235 .051 .264 4.609 .000 .320 .263 .244 .850 1.176
ST25 -.047- .050 -.056- -.953- .342 .038 -.056- -.050- .809 1.237
ST26 -.013- .057 -.014- -.238- .812 .107 -.014- -.013- .798 1.253
ST27 .166 .053 211 3.155 .002 .259 .183 .167 .625 1.601
ST28 -.113- .063 -.120- -1.806- .072 .071 -.106- -.095- .638 1.568]
ST34 .118 .049 .136 2.382 .018 .258 .139 .126 .852 1.174
ST35 .074 .054 .082 1.383 .168 .246 .081 .073 .796 1.257
ST40 128 .072 101 1.775 .077 .153 .104 .094 .862 1.161

a. Dependent Variable: ST63
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST63

Scatterplot

Dependent Variable: ST63
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Observed Cum Prob Regression Standardized Predicted Value
Statement 64
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 .3382 114 .092 .908 114 5.293 288 .000
2 .360° .130 .105 .901 .016 5.190 287 .023
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a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27

b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST64

ANOVAC

Model Sum of Squares df Mean Square F Sig.
1 Regression 30.547 7 4.364 5.293 .0003

Residual 237.453 288 .824

Total 268.000 295
2 Regression 34.764 8 4.346 5.347 .000"

Residual 233.236 287 .813

Total 268.000 295
a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST64

Coefficients?®
Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics

Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 1.936 .304 6.367 .000
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ST24 .093 .059 .095 1.572 117 .196 .092 .087 .850 1.176
ST25 .047 .057 .050 .823 411 .130 .048 .046 .818 1.222
ST26 -.020- .065 -.019- -.305- .760 .093 -.018- -.017- .813 1.230
ST27 .083 .061 .096 1.371 172 .206 .080 .076 .627 1.594
ST28 .032 .070 .031 459 .646 144 .027 .025 .676 1.480
ST34 .096 .057 101 1.673 .095 .210 .098 .093 .852 1.173
ST35 175 .062 175 2.815 .005 .259 .164 .156 797 1.255
(Constant) 1.847 .304 6.067 .000

ST24 .092 .059 .094 1.578 116 .196 .093 .087 .850 1.176
ST25 .061 .057 .065 1.068 .287 .130 .063 .059 .809 1.237
ST26 -.040- .065 -.038- -.612- 541 .093 -.036- -.034- .798 1.253
ST27 .075 .061 .086 1.232 .219 .206 .073 .068 .625 1.601
ST28 -.006- .072 -.006- -.089- .929 144 -.005- -.005- .638 1.568
ST34 .092 .057 .097 1.622 .106 .210 .095 .089 .852 1.174
ST35 .170 .062 .170 2.756 .006 .259 .161 152 .796 1.257
ST40 .189 .083 .135 2.278 .023 .185 133 125 .862 1.161

a. Dependent Variable: ST64
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST64

Scatterplot

Dependent Variable: ST64
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Observed Cum Prob Regression Standardized Predicted Value
Statement 65
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 .3572 .128 .106 .965 .128 6.014 288 .000
2 .390° .152 .128 .953 .025 8.296 287 .004
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a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27

b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST65

ANOVAC

Model Sum of Squares df Mean Square F Sig.
1 Regression 39.186 7 5.598 6.014 .0003

Residual 268.097 288 931

Total 307.284 295
2 Regression 46.718 8 5.840 6.432 .000"

Residual 260.565 287 .908

Total 307.284 295
a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST65

Coefficients?®
Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics

Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 1.744 .323 5.396 .000
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ST24 139 .063 133 2.227 .027 221 .130 123 .850 1.176
ST25 .049 .061 .049 .804 422 .150 .047 .044 .818 1.222
ST26 -.023- .069 -.021- -.337- 736 .079 -.020- -.019- .813 1.230
ST27 .133 .065 .143 2.056 .041 .231 .120 113 .627 1.594
ST28 .037 .075 .033 495 .621 176 .029 .027 .676 1.480
ST34 .200 .061 .196 3.286 .001 .273 .190 181 .852 1.173
ST35 .002 .066 .002 .025 .980 .138 .001 .001 797 1.255
(Constant) 1.624 .322 5.048 .000

ST24 .139 .062 .133 2.248 .025 221 132 122 .850 1.176
ST25 .067 .060 .068 1.118 .265 .150 .066 .061 .809 1.237
ST26 -.050- .069 -.044- -.726- 468 .079 -.043- -.039- .798 1.253
ST27 121 .064 .130 1.894 .059 .231 111 .103 .625 1.601
ST28 -.015- .076 -.013- -.193- .847 176 -.011- -.010- .638 1.568
ST34 .195 .060 191 3.247 .001 .273 .188 177 .852 1.174
ST35 -.005- .065 -.004- -.073- .942 .138 -.004- -.004- .796 1.257
ST40 .253 .088 .169 2.880 .004 .218 .168 157 .862 1.161

a. Dependent Variable: ST65
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST65

Scatterplot

Dependent Variable: ST65
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Observed Cum Prob Regression Standardized Predicted Value
Statement 66
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 .3372 113 .092 .965 113 5.263 7 288 .000
2 .338° 114 .089 .966 .001 .224 1 287 .636
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a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27

b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST66

ANOVAC

Model Sum of Squares df Mean Square F Sig.
1 Regression 34.319 7 4.903 5.263 .0003

Residual 268.276 288 .932

Total 302.595 295
2 Regression 34.528 8 4.316 4.621 .000"

Residual 268.066 287 .934

Total 302.595 295
a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST66

Coefficients?®
Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics

Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 1.775 .323 5.490 .000
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ST24 114 .063 .110 1.822 .069 193 .107 101 .850 1.176
ST25 .020 .061 .020 .332 .740 .108 .020 .018 .818 1.222
ST26 -.060- .069 -.053- -.864- .388 .056 -.051- -.048- .813 1.230
ST27 .167 .065 181 2.580 .010 .235 .150 .143 .627 1.594
ST28 .003 .075 .002 .036 972 142 .002 .002 .676 1.480
ST34 181 .061 179 2971 .003 .255 172 .165 .852 1.173
ST35 .033 .066 .031 496 .620 155 .029 .028 797 1.255
(Constant) 1.755 .326 5.377 .000

ST24 114 .063 110 1.819 .070 .193 .107 101 .850 1.176
ST25 .023 .061 .024 .381 .704 .108 .022 .021 .809 1.237
ST26 -.064- .070 -.057- -.919- .359 .056 -.054- -.051- .798 1.253
ST27 .165 .065 179 2.541 .012 .235 .148 141 .625 1.601
ST28 -.006- .077 -.005- -.077- .938 142 -.005- -.004- .638 1.568
ST34 .180 .061 .178 2.953 .003 .255 172 .164 .852 1.174
ST35 .032 .066 .030 AT9 .632 155 .028 .027 .796 1.257
ST40 .042 .089 .028 A74 .636 .090 .028 .026 .862 1.161

a. Dependent Variable: ST66

9T¢E



Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST66

Scatterplot

Dependent Variable: ST66
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Statement 67
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 .3992 .159 .139 .885 .159 7.805 7 288 .000
2 407° .165 .142 .883 .006 2.037 1 287 .155
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a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27

b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST67

ANOVAC

Model Sum of Squares df Mean Square F Sig.
1 Regression 42,772 7 6.110 7.805 .0003

Residual 225.468 288 .783

Total 268.240 295
2 Regression 44.361 8 5.545 7.108 .000"

Residual 223.879 287 .780

Total 268.240 295
a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST67

Coefficients?
Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics

Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 2.093 .296 7.064 .000
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ST24 .140 .057 .143 2.439 .015 .246 142 132 .850 1.176
ST25 .092 .056 .099 1.652 .100 .168 .097 .089 .818 1.222
ST26 -.159- .063 -.150- -2.509- .013 -.044- -.146- -.136- .813 1.230
ST27 123 .059 142 2.074 .039 179 121 112 .627 1.594
ST28 -.036- .069 -.034- -.521- .603 113 -.031- -.028- .676 1.480
ST34 .230 .056 .241 4.127 .000 .308 .236 .223 .852 1.173
ST35 .035 .061 .035 573 .567 152 .034 .031 797 1.255
(Constant) 2.039 .298 6.834 .000

ST24 .140 .057 .143 2.440 .015 .246 .143 132 .850 1.176
ST25 .100 .056 .108 1.798 .073 .168 .106 .097 .809 1.237
ST26 -171- .064 -.162- -2.683- .008 -.044- -.156- -.145- .798 1.253
ST27 .118 .059 135 1.983 .048 179 116 .107 .625 1.601
ST28 -.059- .070 -.057- -.844- .399 113 -.050- -.046- .638 1.568]
ST34 .228 .056 .239 4.094 .000 .308 .235 221 .852 1.174
ST35 .032 .060 .032 .525 .600 152 .031 .028 .796 1.257
ST40 116 .081 .083 1.427 155 .106 .084 .077 .862 1.161

a. Dependent Variable: ST67
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST67

Scatterplot

Dependent Variable: ST67
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Statement 68
Model Summary®
Change Statistics
Adjusted R Std. Error of the R Square
Model R R Square Square Estimate Change F Change dfl df2 Sig. F Change
1 3742 .140 119 1.003 .140 6.697 7 288 .000
2 .393° .154 131 .996 .014 4.895 1 287 .028]

a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
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b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40

c. Dependent Variable: ST68

ANOVAC

Model Sum of Squares df Mean Square F Sig.
1 Regression 47.153 7 6.736 6.697 .0003

Residual 289.681 288 1.006

Total 336.834 295
2 Regression 52.012 8 6.501 6.551 .000"

Residual 284.823 287 .992

Total 336.834 295
a. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27
b. Predictors: (Constant), ST35, ST25, ST26, ST34, ST24, ST28, ST27, ST40
c. Dependent Variable: ST68

Coefficients?®
Standardized
Unstandardized Coefficients Coefficients Correlations Collinearity Statistics

Model B Std. Error Beta t Sig. Zero-order Partial Part Tolerance VIF
1 (Constant) 1.461 .336 4.350 .000

ST24 .020 .065 .018 311 .756 146 .018 .017 .850 1.176
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ST25 .076 .063 .073 1.207 .229 .165 .071 .066 .818 1.222
ST26 .019 .072 .016 .262 794 112 .015 .014 .813 1.230
ST27 .002 .067 .002 .032 .975 .180 .002 .002 .627 1.594
ST28 144 .078 123 1.851 .065 .210 .108 101 .676 1.480
ST34 .250 .063 .234 3.960 .000 .308 227 .216 .852 1.173
ST35 131 .069 117 1.912 .057 .214 112 .104 797 1.255
2 (Constant) 1.366 .336 4.059 .000
ST24 .020 .065 .018 .307 .759 .146 .018 .017 .850 1.176
ST25 .091 .063 .087 1.445 .150 .165 .085 .078 .809 1.237
ST26 -.003- .072 -.002- -.037- 971 112 -.002- -.002- .798 1.253
ST27 -.007- .067 -.008- -.109- 913 .180 -.006- -.006- .625 1.601
ST28 .102 .079 .088 1.288 .199 .210 .076 .070 .638 1.568
ST34 247 .063 .231 3.925 .000 .308 .226 .213 .852 1.174
ST35 126 .068 112 1.848 .066 214 .108 .100 796 1.257
ST40 .203 .092 129 2.213 .028 .196 .130 .120 .862 1.161

a. Dependent Variable: ST68
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Expected Cum Prob

Normal P-P Plot of Regression Standardized Residual

Dependent Variable: ST68

1.0

0.8

0.6

0.2

0.0

0.0

T
0.2

04 0’6 08
Observed Cum Prob

1.0

Regression Standardized Residual

Scatterplot

Dependent Variable: ST68

o 4 %o .,
0% DDotb %O
o]
O%llb %o
@
oy,
@
@
@
@ @,
o "0 g, °
@ 0 o
@
[£2)) ° og
o]
o]
T T T T
-2- 0 2 4

Regression Standardized Predicted Value

€ce



APPENDIX S 324

The following tables are extracted from the SPSS output for the chi-square test of
independence (step one) that is between statement 40 and statements 41-68.

ST40* ST41
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)

Pearson Chi-Square 5.2432 .073
Likelihood Ratio 5.886 .053
Linear-by-Linear Association 4,975 .026
N of Valid Cases 296

a. 1 cells (16.7%) have expected count less than 5. The minimum

expected count is 4.83.

ST40 * ST42
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)

Pearson Chi-Square 13.8422 .001
Likelihood Ratio 15.399 .000
Linear-by-Linear Association 13.773 .000
N of Valid Cases 296

a. 0 cells (.0%) have expected count less than 5. The minimum expected

count is 9.84.
ST40 * ST43
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)
Pearson Chi-Square 5.6482 .059
Likelihood Ratio 5.633 .060
Linear-by-Linear Association 4773 .029
N of Valid Cases 296

a. 0 cells (.0%) have expected count less than 5. The minimum expected

countis 11.42.

ST40 * ST44
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)
Pearson Chi-Square 3.0132 .222




Likelihood Ratio
Linear-by-Linear Association

N of Valid Cases

3.078

2.503

296

.215

114

a. 0 cells (.0%) have expected count less than 5. The minimum expected

countis 10.01.

ST40 * ST45
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)

Pearson Chi-Square 1.5522 .460
Likelihood Ratio 1.802 .406
Linear-by-Linear Association 1.360 .244
N of Valid Cases 296

a. 1 cells (16.7%) have expected count less than 5. The minimum

expected count is 4.13.

ST40 * ST46
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)

Pearson Chi-Square 8.8902 .012
Likelihood Ratio 9.486 .009
Linear-by-Linear Association 7.501 .006
N of Valid Cases 296

a. 0 cells (.0%) have expected count less than 5. The minimum expected

count is 8.43.
ST40 * ST47
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)
Pearson Chi-Square 1.2842 .526
Likelihood Ratio 1.341 .512
Linear-by-Linear Association .898 .343
N of Valid Cases 296

a. 0 cells (.0%) have expected count less than 5. The minimum expected

count is 9.66.




ST40 * ST48
Chi-Square Tests
Asymp. Sig. (2-
Value df sided)

Pearson Chi-Square 2.5352 .282
Likelihood Ratio 2.608 271
Linear-by-Linear Association 2.250 134
N of Valid Cases 296

a. 0 cells (.0%) have expected count less than 5. The minimum expected

count is 11.68.

ST40 * ST49
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)

Pearson Chi-Square 2,217 .330
Likelihood Ratio 2.352 .309
Linear-by-Linear Association 1.073 .300
N of Valid Cases 296

a. 0 cells (.0%) have expected count less than 5. The minimum expected

count is 6.41.
ST40 * ST50
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)
Pearson Chi-Square 12.850? .002
Likelihood Ratio 13.562 .001
Linear-by-Linear Association 8.912 .003
N of Valid Cases 296

a. 0 cells (.0%) have expected count less than 5. The minimum expected

count is 12.30.

ST40 * ST51
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)
Pearson Chi-Square 6.1012 .047
Likelihood Ratio 6.102 .047
Linear-by-Linear Association 5.847 .016
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N of Valid Cases

| 296|

a. 0 cells (.0%) have expected count less than 5. The minimum expected

count is 11.59.

ST40 * ST52
Chi-Square Tests
Asymp. Sig. (2-
Value df sided)
Pearson Chi-Square 4.6552 .098
Likelihood Ratio 5.197 .074
Linear-by-Linear Association 4,233 .040]
N of Valid Cases 296
a. 1 cells (16.7%) have expected count less than 5. The minimum
expected count is 4.30.
ST40 * ST53
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)
Pearson Chi-Square 7.6922 .021
Likelihood Ratio 8.192 .017
Linear-by-Linear Association 7.664 .006
N of Valid Cases 296

a. 0 cells (.0%) have expected count less than 5. The minimum expected

count is 10.36.

ST40 * ST54
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)

Pearson Chi-Square 16.0762 .000
Likelihood Ratio 16.690 .000
Linear-by-Linear Association 13.711 .000
N of Valid Cases 296

a. 0 cells (.0%) have expected count less than 5. The minimum expected

countis 11.59.

ST40 * ST55
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)
Pearson Chi-Square 5.0962 2 .078
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Likelihood Ratio
Linear-by-Linear Association

N of Valid Cases

5.494

4.868

296

.064

.027

a. 0 cells (.0%) have expected count less than 5. The minimum expected

count is 9.84.

ST40* ST56
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)

Pearson Chi-Square 9.9722 .007
Likelihood Ratio 9.794 .007
Linear-by-Linear Association 9.917 .002
N of Valid Cases 296

a. 0 cells (.0%) have expected count less than 5. The minimum expected

count is 10.19.

ST40 * ST57
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)

Pearson Chi-Square 10.5972 .005
Likelihood Ratio 10.461 .005
Linear-by-Linear Association 9.323 .002
N of Valid Cases 296

a. 0 cells (.0%) have expected count less than 5. The minimum expected

count is 10.54.

ST40 * ST58
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)

Pearson Chi-Square 3.1812 .204
Likelihood Ratio 3.465 177
Linear-by-Linear Association .680 410
N of Valid Cases 296

a. 0 cells (.0%) have expected count less than 5. The minimum expected

count is 6.41.




ST40 * ST59
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)

Pearson Chi-Square 14.1202 .001
Likelihood Ratio 14.290 .001
Linear-by-Linear Association 14.070 .000]
N of Valid Cases 296

a. 0 cells (.0%) have expected count less than 5. The minimum expected

countis 11.77.

ST40 * ST60
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)

Pearson Chi-Square 10.348? .006
Likelihood Ratio 10.063 .007
Linear-by-Linear Association 10.275 .001
N of Valid Cases 296

a. 0 cells (.0%) have expected count less than 5. The minimum expected

count is 9.66.

ST40* ST61
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)

Pearson Chi-Square 11.3242 .003
Likelihood Ratio 11.824 .003
Linear-by-Linear Association 10.253 .001
N of Valid Cases 296

a. 0 cells (.0%) have expected count less than 5. The minimum expected

countis 10.72.

ST40 * ST62
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)
Pearson Chi-Square 3.1832 .204
Likelihood Ratio 3.468 477
Linear-by-Linear Association 3.153 .076
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N of Valid Cases

| 296|

a. 0 cells (.0%) have expected count less than 5. The minimum expected

count is 5.71.
ST40 * ST63
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)
Pearson Chi-Square 4.2642 119
Likelihood Ratio 4.658 .097
Linear-by-Linear Association 4181 .041
N of Valid Cases 296

a. 0 cells (.0%) have expected count less than 5. The minimum expected

count is 6.06.
ST40 * ST64
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)
Pearson Chi-Square 7.7452 .021
Likelihood Ratio 8.082 .018
Linear-by-Linear Association 7.696 .006
N of Valid Cases 296

a. 0 cells (.0%) have expected count less than 5. The minimum expected

countis 11.16.

ST40 * ST65
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)

Pearson Chi-Square 7.6142 .022
Likelihood Ratio 7.688 .021
Linear-by-Linear Association 7.297 .007
N of Valid Cases 296

a. 0 cells (.0%) have expected count less than 5. The minimum expected

countis 11.95.

ST40 * ST66
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)
Pearson Chi-Square 2.2252 2 .329]
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Likelihood Ratio 2.193 2 .334
Linear-by-Linear Association 1.789 1 .181
N of Valid Cases 296

a. 0 cells (.0%) have expected count less than 5. The minimum expected

count is 9.40.
ST40 * ST67
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)
Pearson Chi-Square 1.9662 2 .374
Likelihood Ratio 1.967 2 .374
Linear-by-Linear Association 1.940 1 .164
N of Valid Cases 296

a. 0 cells (.0%) have expected count less than 5. The minimum expected
count is 12.47.

ST40 * ST68
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)

Pearson Chi-Square 10.4282 2 .005
Likelihood Ratio 10.464 2 .005
Linear-by-Linear Association 10.367 1 .001
N of Valid Cases 296

a. 0 cells (.0%) have expected count less than 5. The minimum expected

countis 11.51.
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The following tables are extracted from the SPSS output for the Spearman rank order
correlation coefficient (step two) for the statements that were tested for association in

step one:

Correlations

ST40 ST42
Spearman's rho ST40  Correlation Coefficient 1.000 .196"
Sig. (2-tailed) .001
N 296 296
ST42  Correlation Coefficient .196™ 1.000
Sig. (2-tailed) .001
N 296 296
**_Correlation is significant at the 0.01 level (2-tailed).
Correlations
ST40 ST46
Spearman's rho ST40  Correlation Coefficient 1.000 .178"
Sig. (2-tailed) .002
N 296 296
ST46  Correlation Coefficient 178" 1.000
Sig. (2-tailed) .002
N 296 296
**_Correlation is significant at the 0.01 level (2-tailed).
Correlations
ST40 ST50
Spearman's rho ST40  Correlation Coefficient 1.000 .146"
Sig. (2-tailed) .012
N 296 296
ST50  Correlation Coefficient .146" 1.000
Sig. (2-tailed) .012
N 296 296
*, Correlation is significant at the 0.05 level (2-tailed).
Correlations
ST40 ST51
Spearman's rho ST40  Correlation Coefficient 1.000 .128"




Sig. (2-tailed) .028
N 296 296
ST51  Correlation Coefficient .128" 1.000
Sig. (2-tailed) .028
N 296 296
*, Correlation is significant at the 0.05 level (2-tailed).
Correlations
ST40 ST53
Spearman's rho ST40  Correlation Coefficient 1.000 .150"
Sig. (2-tailed) .010
N 296 296
ST53  Correlation Coefficient .150" 1.000
Sig. (2-tailed) .010
N 296 296
**_Correlation is significant at the 0.01 level (2-tailed).
Correlations
ST40 ST54
Spearman's rho ST40  Correlation Coefficient 1.000 196"
Sig. (2-tailed) .001
N 296 296
ST54  Correlation Coefficient .196™ 1.000
Sig. (2-tailed) .001
N 296 296
**_Correlation is significant at the 0.01 level (2-tailed).
Correlations
ST40 ST56
Spearman's rho ST40  Correlation Coefficient 1.000 .186"
Sig. (2-tailed) .001
N 296 296
ST56  Correlation Coefficient .186™ 1.000
Sig. (2-tailed) .001
N 296 296

**_Correlation is significant at the 0.01 level (2-tailed).
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ST40 ST57
Spearman's rho ST40  Correlation Coefficient 1.000 170"
Sig. (2-tailed) .003
N 296 296
ST57  Correlation Coefficient 170" 1.000}
Sig. (2-tailed) .003
N 296 296
**_Correlation is significant at the 0.01 level (2-tailed).
Correlations
ST40 ST59
Spearman's rho ST40  Correlation Coefficient 1.000 .240"
Sig. (2-tailed) .000
N 296 296
ST59  Correlation Coefficient .240" 1.000
Sig. (2-tailed) .000
N 296 296
**_Correlation is significant at the 0.01 level (2-tailed).
Correlations
ST40 ST60
Spearman's rho ST40  Correlation Coefficient 1.000 223"
Sig. (2-tailed) .000
N 296 296
ST60  Correlation Coefficient 223" 1.000
Sig. (2-tailed) .000
N 296 296
**_Correlation is significant at the 0.01 level (2-tailed).
Correlations
ST40 ST61
Spearman's rho ST40  Correlation Coefficient 1.000 .189"
Sig. (2-tailed) .001
N 296 296
ST61  Correlation Coefficient .189" 1.000
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Sig. (2-tailed) .001
N 296 296
**_Correlation is significant at the 0.01 level (2-tailed).
Correlations
ST40 ST64
Spearman's rho ST40  Correlation Coefficient 1.000 167"
Sig. (2-tailed) .004
N 296 296
ST64  Correlation Coefficient 167" 1.000}
Sig. (2-tailed) .004
N 296 296
**_Correlation is significant at the 0.01 level (2-tailed).
Correlations
ST40 ST65
Spearman's rho ST40  Correlation Coefficient 1.000 .203"
Sig. (2-tailed) .000]
N 296 296
ST65  Correlation Coefficient .203" 1.000}
Sig. (2-tailed) .000
N 296 296
**_Correlation is significant at the 0.01 level (2-tailed).
Correlations
ST40 ST68
Spearman's rho ST40  Correlation Coefficient 1.000 .195"
Sig. (2-tailed) .001
N 296 296
ST68  Correlation Coefficient .195™ 1.000}
Sig. (2-tailed) .001
N 296 296

**_Correlation is significant at the 0.01 level (2-tailed).
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