
 

 

  اٌغّٙٛس٠خ ا١ّٕ١ٌخ

 ٚصاسح اٌزؼ١ٍُ اٌؼبٌٟ ٚاٌجؾش اٌؼٍّٟ

 عبِؼخ اٌؼٍَٛ ٚاٌزىٌٕٛٛع١ب

 ش اٌؼٍّٟػّبدح اٌذساعبد اٌؼ١ٍب ٚاٌجؾ

    

 

 

 

 

 

 

 

عٛدح اٌؾ١بح اٌٛظ١ف١خ ٚأصش٘ب فٟ الأداء اٌّئعغٟ ِٓ خلاي اٌٛلاء 

 اٌزٕظ١ّٟ

 ا١ّٕ١ٌخ اٌغّٙٛس٠خ فٟ اٌؼبٍِخ اٌّظبسف فٟ ١ِذا١ٔخ دساعخ
 

 

 

 أؽشٚؽخ ِمذِخ ِٓ اٌطبٌت

 ٓل٠َ ػزيحُـ٤َِ أكٔي ٛخْٗ
 

 

 

 اٌٝ

ٍٝ دسعخ ِغٍظ اٌذساعبد اٌؼ١ٍب ٚاٌجؾش اٌؼٍّٟ، ٟٚ٘ عضء ِٓ ِزطٍجبد اٌؾظٛي ػ

  دوزٛساٖ اٌفٍغفخ فٟ اداسح الأػّبي

 

 

 

 اٌّششف

  أ.د/ عٕبْ غبٌت سػٛاْ اٌّش٘ؼٟ 

 الأػّبي عزبر اداسحأ

 عبِؼخ طٕؼبء
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 ُ 

  اٌغّٙٛس٠خ ا١ّٕ١ٌخ

 ٚصاسح اٌزؼ١ٍُ اٌؼبٌٟ ٚاٌجؾش اٌؼٍّٟ

 عبِؼخ اٌؼٍَٛ ٚاٌزىٌٕٛٛع١ب

 ػّبدح اٌذساعبد اٌؼ١ٍب ٚاٌجؾش اٌؼٍّٟ

 

 

 

 

 

 
 :ح اٌٛظ١ف١خ ٚأصش٘ب فٟ الأداء اٌّئعغٟ ِٓ خلاي اٌٛلاء اٌزٕظ١ّٟعٛدح اٌؾ١ب

 دساعخ ١ِذا١ٔخ فٟ اٌّظبسف اٌؼبٍِخ فٟ اٌغّٙٛس٠خ ا١ّٕ١ٌخ

 اٌٍّخض
 

حُٞظ٤ل٤وش كو٢ حلأىحم حُٔئٓٔو٢ ٓوٖ هولاٍ حُوٞلام  ٛيكض حُيٍحٓش ا٠ُ ه٤خّ أػوَ ؿوٞىس حُل٤وخس

لو٤ون أٛويحف حُيٍحٓوش  ٝحلإؿخروش ػِو٠ حُظ٘ظ٤ٔو٢ كو٢ حُٜٔوخٍف حُؼخِٓوش كو٢ حُـ٣ٍٜٞٔوش ح٤٘ٔ٤ُوش. ُٝظ

طٔووخإلاطٜخ  ٝحهظزووخٍ كَٟوو٤خطٜخ، طووْ حٓووظويحّ حُٔووٜ٘ؾ حُٞٛوول٢ حُظل٤ِِوو٢ة ٝحلآووظزخٗش ًووؤىحس ُـٔووغ 

حُز٤خٗخص، ٝهي طٌٞٗض حلآوظزخٗش ٓوٖ هٔو٤ٖٔ حكظوٟٞ حُؤوْ حلأٍٝ حُز٤خٗوخص حُ٘وٜو٤شة ٝط٠ؤٖ حُؤوْ 

( ٓوٖ حُٜٔوخٍف حُؼخِٓوش 10(ش هٜوي٣ش هويٍٛخ حُؼخ٢ٗ كوَحص حلآظزخٗش ٝطْ ط٣ُٞغ حلآظزخٗش ػِو٠ ػ٤٘و

(  حٓوظزخٗش ٛوخُلش 275( ٓٞظوق، ٝطوْ حٓوظَىحى  316ًٝخٗض حُؼ٤٘ش ٌٓٞٗوش ٓوٖ   ،ٓخٗش حُؼخٛشأك٢ 

( ٖٓ ٓـٔٞع حلآظزخٗخص حُُٔٞػوش، ٝطوْ حٓوظويحّ حُؼي٣وي %87.03ُِظل٤َِ حلإكٜخث٢ أ١ ٓخ ٗٔزظٚ  

إٔ حُٜٔخٍف ح٤٘ٔ٤ُوش  ش ا٠ُ ػيس ٗظخثؾ أٜٛٔخ:ِض حُيٍحٖٓٓ حلأٓخ٤ُذ حلإكٜخث٤ش حُٔ٘خٓزش، ٝهي طٞٛ

ططزن ؿٞىس حُل٤خس حُٞظ٤ل٤ش رؤرؼخىٛخ ريٍؿش ٓظٞٓطش كوي ًخٕ أًؼوَ حلأرؼوخى طوٞكَح ٛوٞ حُٔ٘وخًٍش كو٢ 

حطوخً حُوَحٍحص، ٤ِ٣ٚ رؼُي حُؼلاهخص حلاؿظٔخػ٤ش، ٝؿوخم رؼُوي حلآوظوَحٍ ٝحلأٓوخٕ حُوٞظ٤ل٢ كو٢ حَُٔطزوش 

خى١ ٝحلإَٗحك٢، ٝرؼيٛخ ؿخم رؼُوي كوَٙ حُظَه٤وش ٝحُظوويّ حُوٞظ٤ل٢، ٝكو٢ حُؼخُؼش، ٤ِ٣ٚ رؼُي حُِٔٞى حُو٤

رؤرؼخىٛوخ  حُٔ٘وخًٍش  حُٞظ٤ل٤وش ـٞىس حُل٤خسُطؤػ٤َ  ٣ٞؿيٝأٗٚ  .حَُٔطزش حلأه٤َس رؼُي حلأؿٍٞ ٝحٌُٔخكآص

ك٢ حطوخً حُوَحٍحص، حُِٔٞى حُو٤خى١ ٝحلإَٗحك٢، حلآظوَحٍ ٝحلأٓخٕ حُٞظ٤ل٢، حُؼلاهوخص حلاؿظٔخػ٤وش 

ًٔوخ  .حلأىحم حُٔئٓٔو٢ٝكو٢  ٍٞ ٝحٌُٔخكآص، كَٙ حُظَه٤ش ٝحُظويّ حُٞظ٤ل٢( ك٢ حُٞلام حُظ٘ظ٢ٔ٤حلأؿ

حُٞظ٤ل٤وش رؤرؼخىٛوخ  حُٔ٘وخًٍش كو٢ حطووخً حُووَحٍحص،  طوؤػ٤َ ُـوٞىس حُل٤وخس ٞىٝؿحُيٍحٓش ا٠ُ طِٞٛض 

حٌُٔخكوآص، حُِٔٞى حُو٤خى١ ٝحلإَٗحك٢، حلآظوَحٍ ٝحلأٓخٕ حُٞظ٤ل٢، حُؼلاهخص حلاؿظٔخػ٤وش حلأؿوٍٞ ٝ

ٝهوي  كَٙ حُظَه٤ش ٝحُظويّ حُٞظ٤ل٢( ك٢ حلأىحم حُٔئ٢ٔٓ ٖٓ هلاٍ حُٞلام حُظ٘ظ٤ٔو٢ ًٔظـ٤وَ ٝٓو٢٤.

 حُؼوخ٤ِٖٓ ط٘وؼَ ػٔوَ ر٤جوش ٟوٍَٝس حُؼٔوَ ػِو٠ طوٞك٤َ هَؿض حُيٍحٓش رؼيى ٖٓ حُظ٤ٛٞخص أٜٛٔخ:

ُِظَه٤ش ٝحُظوويّ  رؼيحُش ٝاػطخثْٜ كَٙ ٓظٔخ٣ٝش حُٞظ٤ل٢، ٝحُظؼخَٓ ٓغ حُؼخ٤ِٖٓ ٝحلأٓخٕ رخلآظوَحٍ

 .حُٞظ٤ل٢ ٓٔخ ٓٞف ٣ٔخػيْٛ ػ٠ِ أىحم أػٔخُْٜ رٌلخمس

 

 



 

 ف 

  اٌغّٙٛس٠خ ا١ّٕ١ٌخ

 ٚصاسح اٌزؼ١ٍُ اٌؼبٌٟ ٚاٌجؾش اٌؼٍّٟ

 عبِؼخ اٌؼٍَٛ ٚاٌزىٌٕٛٛع١ب

 ػّبدح اٌذساعبد اٌؼ١ٍب ٚاٌجؾش اٌؼٍّٟ

 

 

 

 

 

ٓ٘خٓوزش ُِٟٞوغ حلاهظٜوخى١ كو٢ حُزِوي،  ٌٝٓخكوآص أؿوٍٞ ٗظخّ ظٞك٤َٝأٝٛض حُيٍحٓش ًٌُي ر

 ٓو٤ؼَٔ ٓغ حُؼَٔ ػ٠ِ ٍر٢ حلأؿٍٞ ٝحٌُٔخكآص ٝحُؼلاٝحص حُي٣ٍٝش ر٘ظخّ طو٤٤ْ حلأىحم ٝحُو١ٌ رويٍٝٙ

 ُيٟ حُؼخ٤ِٖٓ ٣ُِخىس أىحثْٜ. شحُيحكؼ٤ ٣ُخىس ػ٠ِ

 

 

 اٌطبٌت

 ِفؼً ػجذاٌغ١ًٍ أؽّذ ٘ب ُ

 اٌّششف

 أ.د/ عٕبْ غبٌت سػٛاْ اٌّش٘ؼٟ

الأػّبي عزبر اداسحأ  

 عبِؼخ طٕؼبء
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Finally, the study has contributed with many recommendations, the most 

important are: The need to work for providing a healthful working environment to 

make workers feel the job stability and security, and to deal with workers fairly and 

give them equal opportunities for promotion and career advancement, which will 

help them to perform their work efficiently. The study also recommended of 

providing an appropriate system of wages and rewards suitable to the economic 

situation in the country, while working on linking the wages, bonuses and periodic 

allowances to the performance appraisal system, which will increase the motivation 

of employees to increase their performance. 
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The Impact of Work-Life Quality on Organizational Performance 

through Organizational Loyalty: A Field Study at Operating Banks of 

Yemen 

Abstract 

This study aimed to identify the impact of work life quality on the 

organizational performance through organizational loyalty at the banks in the 

Republic of Yemen. To achieve the objectives of the study and for answering its 

questions and test its hypotheses, the analytical descriptive method was used along 

with the questionnaire developed for data collection. The questionnaire was divided 

into two sections the first section included the demographic data where the second 

section included the items of the questionnaire. The questionnaire was distributed to 

a purposive sample of (10) banks out of the operating banks in the Republic of 

Yemen, where the sample elements included (316) individuals, After the 

distribution of the questionnaires, (275) valid questionnaires were retrieved for 

analysis which its average is (87.03%) of the total distributed questionnaires. Data 

were processed and analyzed by using many appropriate statistical methods. The 

study results revealed that Yemeni banks apply with a medium degree the 

dimensions of work life quality, where the most applied dimension was the 

participating in decision-making dimension, followed by social relations dimension, 

followed by the dimension of job stability and security which came in the third 

place, followed by the dimension of leadership and supervision behavior, followed 

by dimension of promotion and career advancement opportunities, and finally came 

the dimension of wages and bonuses. Additionally, there is an impact of the work 

life quality with all of its dimensions namely are; participation in decision making, 

leadership and supervisory behavior, stability and job security, social relations, 

wages and rewards, and promotion and career advancement opportunities on both of 

the organizational loyalty and the organizational performance. The results also 

showed that there is an impact of the work life quality with all of its dimensions 

namely are; participation in decision making, leadership and supervisory behavior, 

stability and job security, social relations, wages and rewards, and promotion and 

career advancement opportunities on the organizational performance through 

organizational loyalty as an intermediary variable.   
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