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Abstract

Introduction: Leadership represents the backbone of the managerial process because it
is linked to the effectiveness and efficiency of the leadership process to achieve the

desired goals and retain employees.

Aims: To investigate the relationship between perceived managerial leadership style of

employees in Jenin Health Directorate and job satisfaction.

Methods: A cross-sectional study used a questionnaire containing the multi-factor
leadership and job satisfaction scales as the study tool. The study was conducted between
November 3, 2021, and January 17, 2022. Scores of the groups were compared using t-
tests and analysis of variance (ANOVA) as appropriate. Multiple linear regression models
were used to control the confounding variables, and correlations were investigated using

Pearson's correlation coefficients.

Result: Of the 357 employees invited, 322 returned usable questionnaires, giving a
response rate of 90.1%. The majority (58.1%) of the employees were female, in age
between 41 and 60 years (60.5%), had a bachelor's degree or higher (64.9%), and had an
experience of fewer than 20 years (63.0%). The overall Cronbach's alpha of the multi-
factor leadership scale was 0.82, and the overall Cronbach's alpha of the job satisfaction
scale was 0.90. Job satisfaction positively correlated with perceived transformational,
democratic, and transactional leadership styles. On the other hand, job satisfaction is

negatively correlated with a perceived dictatorial leadership style.

XIl



Conclusion: The current research investigated the relationship between the perceived
managerial leadership styles (democratic leadership, dictatorial leadership, Laissez-Faire
leadership, transformational leadership, and transactional leadership) and the level of job
satisfaction in Jenin Health Directorate. The findings showed that job satisfaction
positively correlated with perceived transformational, democratic, and transactional
leadership styles. On the other hand, job satisfaction is negatively correlated with a
perceived dictatorial leadership style. Administrative flexibility is recommended to
choose the most appropriate leadership style based on the nature of the circumstances and

the existing situation and not stick to one leadership style.

Keywords: Job Satisfaction; Leadership Style; Transformational Leadership.
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Chapter One

Introduction and Theoretical Background

Healthcare organizations are social systems, and human resources are one of the essential
constituents of these systems. In healthcare organizations, leadership plays a crucial role
in retaining healthcare professionals and other workers, achieving patient satisfaction, and
improving the quality of the work environment (Clarke, 2007). Adopting successful

leadership remains one of the most critical issues in leading any healthcare establishment.

Healthcare organizations are considered one of the most complex organizations from an
administrative point of view. The efficiency, effectiveness, and enhancement of the role
of these healthcare organizations depend mainly and decisively on the presence of
effective leadership. Global changes and trends such as ageing and increasing dependence
on technology require new ways and leadership styles to lead the health care team
(Alloubani et al., 2019). This is to attain high performance and enrich the present
capabilities to enhance the quality-of-care outcomes. As well as managing the risk and
boosting cultural and behavioral changes.

Leaders in hectic and complex environments must adopt, adapt, and be responsive to
various variables and adjust their conditions by abandoning the traditional methodology
and models. Additionally, leaders need to experiment with new, creative, and effective
methods and patterns commensurate with developments. These methods should be
characterized by future orientation and efficiency (Perez, 2021). Hence, it is essential in
healthcare organizations that leaders understand and know the leadership style that is the
most appropriate for their organizations to ensure the continuity and success of these
organizations (Alrubaysh et al., 2022; Perez, 2021).

It has been argued that the management of health facilities does not need a specialist with
a scientific qualification but a leader. This leader might be an administrator, a doctor, or
any other professional. Health facilities differ in their nature and complexities from the
rest of the facilities because of the long working hours that subject healthcare workers to
burnout. Additionally, healthcare workers are subject to workplace bullying, lack of
administrative support, time-consuming organizational responsibilities, and various other

reasons that may need special requirements. Therefore, leaders of healthcare



organizations need to have an exceptional nature, possess high capabilities, and have
unique skills that enable them to understand the nature, and conditions of these
organizations, deal with employees from various departments and specializations and deal

with clients from outside of these organizations (Alrubaysh et al., 2022).

It is noted that most of the criticisms directed in general towards healthcare organizations
are criticisms related to the shortage of workers and the low level of performance which
does not live up to the expected level as reflected by the provided services. If we look at
the cadres working in health facilities, we find that they, like many other workers, are
affected at work by a lot of pressures and changes that may raise their level of
performance or vice versa. Many factors overlap and complement each other to affect the
employees and the degree of satisfaction and performance. The role of the leadership style
in this aspect cannot be neglected. Therefore, leaders must understand and realize that
health workers are integral to building robust health systems that can withstand and
compete (Specchia et al., 2021).

Leadership is a long-term process of influencing people toward accomplishing a mission
and particular goals of a group or an organization (Van Wart et al., 2019). The relationship
between the leader and the employees can be translated into satisfaction or dissatisfaction.
Leader relies on employees' feedback to improve their behavior and decisions in the
future, as the leader is responsible for linking the employee to the job, and he is also the
first responsible for the weak relationship of the employee with his job or place of work
(Alloubani et al., 2019; Van Wart et al., 2019).

Leadership styles usually refer to the different ways leaders manage organizations.
Employees define leadership styles as the actual behavioral trends that the manager
adopts and works within the organization (Alrubaysh et al., 2022). Leadership styles were
considered as a set of behavioral traits that characterize the leader in the decision-making
process and the practice. Thus, it can be said that the leadership style is the method used
and practised depending on the leader's personal characteristics and behavioral skills,
which will affect the orientation of employees and the decision-making process
(Alloubani et al., 2019; Alrubaysh et al., 2022; Van Wart et al., 2019).

Most of the references discussed the traditional leadership styles, such as autocratic,
democratic, and laissez-faire leadership styles extensively; in addition to advanced styles,



namely transactional leadership, transformational leadership, ethical leadership,
charismatic, and bureaucratic style (Alblooshi et al., 2021; Koo & Park, 2018).

Leadership style has a significant role in guiding the management and performance of
primary health care and public health service providers. The path and theory state that a
leader's behaviours and traits can influence the team members' motivation, satisfaction,
and performance. According to the path and goal theory, the used style should be
appropriate to the situation to facilitate the subordinates' task in achieving the goals of the
health organization (Alloubani et al., 2019; Specchia et al., 2021).

Maintaining employees and ensuring their survival is directly related to job satisfaction
that is achieved based on the leadership style used. For example, a previous study showed
a strong relationship between job satisfaction for nurses and the pattern of behaviors

followed by the nursing administration (Specchia et al., 2021).

Job satisfaction was defined as a sense of employee achievements and successes, and it
is generally believed that it is directly related to productivity, work performance, and
personal well-being. Additionally, job satisfaction was described as doing the work one
likes, doing it well, and being rewarded for own efforts (Dilig-Ruiz et al., 2018).

Another definition of job satisfaction is how people feel about their jobs and different
facets of their careers.” In particular, job satisfaction stresses the link between negative
and positive emotions that affect employees’ behavior and performance, affecting

organizational results (Aloisio et al., 2021).

The success of any organization in achieving its directional strategy is linked to how the
leader manages this organization, the exercised leadership style, the successful leadership
qualities and the ability to employ these capabilities towards constructive work in order
to build positive human relationships among employees to achieve job satisfaction and
thus motivate them to give and continuous achievement (De Bran et al., 2019). Therefore,

job satisfaction directly affects the success of any organization.

Job satisfaction is the most important factor influencing improving performance within
the organization; just as the engine operates the machine, job satisfaction is a driver of
morale, self-discipline, commitment, and achievement (De Bran et al., 2019; Graham &

Woodhead, 2021). Employee satisfaction was affected by a set of determinants such as



salary, direct manager behavior, leadership, job security, nature of work and flexibility
(Aloisio et al., 2021).

Reality and experiences have proven that employee will not look for other job
opportunities when feels safe, appreciated, and motivated in the workplace, especially
when the job offers important opportunities for advancement. The confirmed fact is also
that the employee will look for other opportunities to work in another place when they
feel unsafe or unappreciated by the management and leadership of the organization in
which works under. Therefore, leaders are required to push their employees forward by
providing incentives and rewards and involving them in the decision-making process.
These actions can make them feel that they are the organisation's owners and not just

employees who receive orders and carry out instructions (Luu et al., 2019).

In Palestine, some studies have focused on leadership styles, i.e., leadership styles in the
Palestinian healthcare sector (Hatem H. Alsaqqa & Cagdas E. Akyiirek, 2021). One of
these studies was conducted in Gaza Strip. In this study, doctors, paramedics, nurses, and
administrators were included to describe their perception on the types of organizational
culture and leadership styles in the hospitals (Hatem H. Alsaqqa & Cagdas E. Akyiirek,
2021). The study showed that hierarchy-driven and clean cultures were at the top of the
defined forms of organizational cultures in the hospitals included. Transactional and
transformational styles were the most predominant leadership styles in these hospitals.
On the other hand, some studies focused on large-scale industrial enterprises and found
that the transactional leadership style is the most frequently used in the Palestinian
industrial sector (As-Sadeq & Khoury, 2006).

The current study aims to analyze the relationship between the perceived leadership style
and the level of job satisfaction in the Jenin health directorate.

1.1 Research problem

For several reasons, this study focuses on the relationship between perceived managerial
leadership style and the level of employee job satisfaction in Jenin health directorate in
the year 2021. One of the most prominent problems facing all kinds of organizations is
their leaders' inability to lead these organizations (Ashford & Sitkin, 2019).

The increase in size of organizations, especially those working in the field of health care
services, has led to a rise in organizational complexities and a multiplicity of internal and
4



external relations for these organizations, in addition to the impact of economic, social,
political, technological and authorities on these organizations. Adaptation to changes by
updating research, adopting innovation and performance development will only be
achieved through effective and wise leadership. This leadership derives its importance
from its ability to optimally utilize the organization's resources, especially the human
resource, which is the most important and most valuable resource in any organization
(Alblooshi et al., 2021).

Many issues are affected by the leadership style in health organizations, including
employee satisfaction, which influences the whole operations in the organization and
whether tasks are achieved effectively or not; this justifies the need for health
organizations at the local or national level for successful leadership behavior, which in
turn can direct workers towards achieving their goals in addition to the purposes of the

organization (Cummings et al., 2021).

The health care system in Palestine struggles to provide comprehensive and integrated
quality services for all citizens through the interconnectedness of the health care system
with other social systems like education, food production, and utilities. However, the high
levels of unemployment, poverty, conflict, displacement, and brain drain in the region, as
well as a shortage of staff, equipment, and sustainable finance, exacerbate the
shortcomings of the health care system and make it more challenging for Palestinians to
access quality health care when they need it. Health care professionals in Palestine work
tirelessly to care for the large population. But the factors mentioned above impede the
effectiveness of their work and prevent Palestinians from accessing quality medical care.
To grant the sustainability of the Palestinian health system in its different components
(health services, human resources, health information, medicines and health technology,
health finance, and governance, appropriate adoption of leadership style is needed.

In general, no study in Palestine is similar to our current study. It is also important to note
that this study focuses on 5 leadership styles and their relationship to the level of job

satisfaction which was not addressed in any previous study.

The study problem crystallizes in the analysis of the relationship between perceived
managerial leadership style and the level of job satisfaction in the Jenin Health Directorate
as a comprehensive sample to be generalizable and representative to highlight the effect

of appropriate leadership style that maintains job satisfaction among health care providers
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in Palestine who are subjected to the frequent salary cuts due to financial crisis in

Palestine.

1.2 Research questions

What is the perceived managerial leadership style distribution in the Jenin Health
Directorate?

What is the overall job satisfaction among employees of the Jenin Health
Directorate?

What is the relationship between employees' socio-demographic and practice
variables in Jenin Health Directorate and their perceived managerial leadership
styles?

What is the relationship between employees' socio-demographic and practice
variables in Jenin Health Directorate and their job satisfaction?

What is the relationship between perceived managerial leadership styles and
employees' job satisfaction levels in Jenin Health Directorate?

Are there differences in the strength of the relationship between perceived
managerial  leadership  styles  (democratic, dictatorial, laissez-faire,
transformational, and transactional leadership) and the level of job satisfaction in

the Jenin Health Directorate?

1.3 Research hypotheses

Hi There is no statistically significant relationship at the significance level (a<0.05)
between perceived managerial democratic leadership style and the level of job
satisfaction in Jenin Health Directorate.

H2 There is no statistically significant relationship at the significance level (a<0.05)
between perceived managerial dictatorial leadership style and the level of job
satisfaction in the Jenin Health Directorate.

Hs There is no statistically significant relationship at the significance level (a<0.05)
between perceived managerial Laissez-Faire leadership style and the level of job
satisfaction in the Jenin Health Directorate.

Ha There is no statistically significant relationship at the significance level (a<0.05)
between perceived managerial transformational leadership style and the level of job

satisfaction in the Jenin Health Directorate.

6



e HsThere is no statistically significant relationship at the significance level (¢<0.05)
between perceived managerial transactional leadership style and the level of job
satisfaction in the Jenin Health Directorate.

e Hs There are no statistically significant differences at the significance level (0<0.05)
in the strength of the relationship between perceived managerial leadership styles
(democratic, dictatorial, laissez-faire, transformational, and transactional leadership)
and the level of job satisfaction in Jenin Health Directorate.

1.4 Research objectives

e To find the distribution of perceived managerial leadership styles in the Jenin
health directorate.

e To investigate the relationship at the significance level (a<0.05) between socio-
demographic and practice variables of employees in Jenin Health Directorate and
their perceived managerial leadership styles.

e To determine the overall job satisfaction among employees of the Jenin Health
Directorate.

e To investigate the relationship at the significance level (0<0.05) between socio-
demographic and practice variables of employees in Jenin Health Directorate and
their job satisfaction.

e To investigate the relationship at the significance level (a<0.05) between
employees perceived managerial leadership styles in Jenin Health Directorate and

their job satisfaction.

1.5 Research importance

The importance of this study lies in shedding light on critical factors: the prevailing
leadership styles in health organizations in Palestine and the level of job satisfaction
among the employees. The complex and chaotic environment in Palestine has a social and
psychological impact, and these conditions affect the availability of sufficient and
qualified staff and sufficient equipment that meet the health needs of Palestinian patients.
The healthcare system in Palestine strives to provide comprehensive and integrated
quality services to all citizens through the synergy between the healthcare system and
other social systems. So, adopting an appropriate administrative leadership style plays an
influential and unique role in the keeping sustainability of the Palestinian health system

with its various components. The leadership style followed plays effective public
7



management and human resources in particular. The researcher decided to study the
relationship between perceived managerial leadership styles and the level of job
satisfaction in Jenin Health Directorate as a representative sample of the health sector in
Palestine due to the need for an appropriate leadership style capable of effectively and

efficiently managing health care organizations and their components.

The importance of this study also lies in its focus on five leadership styles (democratic,
dictatorial, laissez-faire, transactional, and transformational leadership) for managers and
their relationship to the job satisfaction of subordinates in the health sector, specifically
in the Jenin Health Directorate. This wasn't addressed previously in studies that focused
on one or some of these patterns without others, which gives the study importance in

addressing the subject.

Therefore, this study is of great importance, and it is the first of its kind, as it deals with
a group of leadership styles that still need research to reach valuable results, especially
with the scarcity of studies and field research that deal with this issue at the regional and

local levels, specifically at the level of Palestine.

The theoretical importance of this study lies in its scientific addition that will present.
Thus the study becomes Proof dependent on the public domain. This importance is
demonstrated by clarifying the problem, defining the old studies that dealt with it, and
thus comparing what those studies presented and the addition included in this study. So
this study can provide significant results and recommendations for health managers,
leaders, and policymakers, specifically in the government sector, and draw the attention
of officials to the need for the adoption most suitable leadership style in managing tasks
and achieving the health directorate’s directional strategies as well as attainment of

qualified health care providers.

1.6 Definitions of terms

In this subsection, the researcher defined the main terms mentioned in the current study.

e Perception: The term "perception” is derived from the Latin terms perceptio, and
percipio. Longman Dictionary of Contemporary English defines perception as "a) the
way you think about something and your understanding of what it is." b) the way that
you notice things with your senses of sight, hearing etc.; c) the natural ability to
understand or notice things quickly.”, But in philosophy, psychology, and cognitive
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science Perception is defined as the process of being aware of or comprehending
sensory information (Pageaux, 2016).

e Leadership: is the process of facilitating individual and collective efforts and
influencing others to achieve common goals. Leadership represents a process, while
the leader refers to an individual (Sweeney et al., 2019).

e Leadership style is the method or methodology adopted by the leader within the
organization to influence subordinates and lead them to achieve the organization's
goals and strategic plans efficiently and effectively (Fries et al., 2021).

The term leadership styles used in the current study were defined through a
questionnaire that dealt with (5) leadership styles (dictatorial leadership, democratic
leadership, transactional leadership, transformational leadership, and Laissez-Faire
leadership). Each of these styles included 10 statements/questions, which relied on
the five-point Likert scale; each question has five possible answers (Strongly
disagree, Disagree, Neutral, Agree, Strongly Agree) and is scaled from 1 - 5. The
individual chooses the answer that suits his perception so that each answer is given a

score from 1-5.

e Job satisfaction: A result of employee perceptions of how well their work provides
things that are considered necessary. Job satisfaction is an affective or emotional

response to various aspects of one’s work (Dilig-Ruiz et al., 2018).

The same is true for job satisfaction, where this term was also referred to through a
special questionnaire to determine the level of job satisfaction, which included 24
questions. Also, the five-point Likert scale was relied on, which consists of 5 answers
ranging from strongly agree to strongly disagree with a rating of 1 = (strongly
disagree), indicating the lowest score. A 5 = (strongly agree) rating indicates the
highest job satisfaction score.

1.7 Leadership versus management

Despite the close interrelationship and significant overlap between the concept of
leadership and management, this does not mean that they are the same thing. Leadership
and management differ from a scientific and applied point of view. All Studies and
research have confirmed that management and leadership differ, but the main problem

remains that determining the degree of overlap between these two concepts is still thorny,
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as distinguishing between the two terms is not easy (Nienaber, 2010). Finding people in
managerial and leadership positions is possible, but we cannot consider them real
managers or leaders (Gifford et al., 2018). Leadership seeks to achieve practical goals and
management; although there are points of agreement between them, they are also
different. It has been argued that the manager only manages and supervises, while the
leader creates and innovates (Gifford et al., 2018; Nienaber, 2010). The manager does
things right, accepts the status quo, and tries to implement the goals set by the leaders,
while the leader challenges the conditions and the status quo to the point of taking risks

even if the result is a failure.

The manager's primary goal is to implement the laws and regulations of the organization
in a routine and repetitive manner, starting from the planning stage until the final stages
of implementing the work, and the results are only the indicator that adopts while the
leader is a creative person. The leader creates, renews, adds, and improves the
organization, the staff, and himself (Gifford et al., 2018; Nienaber, 2010).

1.8 Leadership styles
1.8.1 Dictatorial leadership style

Dictatorial or autocratic leadership are the most common names for this style, and there
are other less-known names, such as authoritarian leadership and military leadership
(Mulenga et al., 2018). This style is considered one of the most negative leadership styles
in management, and the Chinese environment is an incubator for such a style. The leader
is unique in making decisions without participating, discussing, or even delegating some
decisions or powers to his subordinates (Aydin & Ozmutaf, 2021; Mulenga et al., 2018).
As characterized by absolute centralization, the employee is often forced to follow the
methodology and policy of the leader and implement orders, even if they conflict with his
convictions, for fear of punishment so that all administrative operations end with him
(Aydin & Ozmutaf, 2021). The human relations curve is very low in this pattern; the work
environment is full of negativity and indifference, where there is a lack of mutual trust
between the leader and the followers, as the dictatorial leader’s attention focused on
achievement size instead of focusing on efficiency or quality of the content (Lake et al.,
2019). The great neglect of human relations among members of the organization

contributes to the spread of hostility which could target the leader or the organization he
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represents (Wei & Watson, 2019). Low employee morale and low self-motivation for

work also decrease productivity, worker turnover, and absenteeism.

Ultimately, dictatorial leadership is not considered one of the desirable patterns
nowadays. Still, there are some situations and cases where the dictatorial style is the most
appropriate and successful method, for example, in emergencies requiring firmness and
severity in autocracy. Dictatorial leadership is considered ideal in cases where the nature
of work is homogeneous, so all employees are subject to unified rules, instructions, and
procedures for implementing work. In some organizations, leaders face lazy subordinates,
so only this method suits them (Gifford et al., 2018).

1.8.2 Democratic leadership style

Leaders in democratic leadership or participatory leadership depend on respect for
individuals and participation, where employees present their ideas and opinions related
to work, set plans and goals, and make decisions (Idelji-Tehrani & Al-Jawad, 2019). The
leader in the democratic style takes into account the needs and desires of the employees
and gives attention to all followers without any bias; in addition, the democratic leader

considers that moral incentives are no less important than material incentives.

In contrast to dictatorial leadership, democratic leadership is very concerned with the
human aspect and human relations. One of the most important features or positive
phenomena of democratic leadership is that it focuses on achieving the general interest of
the organization and all working individuals; it is collective, participatory leadership.
Therefore, it depends on actual participation between the leader and followers in all
administrative areas, from planning, organization, and follow-up (ldelji-Tehrani & Al-
Jawad, 2019). This reduces the level of dependence on the leader in all matters related to
work, and this, in turn, stimulates the employees’ abilities to be creative, innovative and

initiative and helps in their cooperation to achieve common goals and interests.

The democratic leadership style has drawbacks when the organisation's followers do not
have sufficient qualifications and experience to enable them to participate in decision-
making; this can lead to team members feeling that their ideas are being ignored, which
may reduce employee satisfaction and morale (Joshi, 2019). Other problems of
democratic leadership are that it needs a full-time manager to follow up on activities. One
of the advantages of this style is that the morale is high among employees in organizations
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that adopt the democratic style, as well as the advantage of cooperation between
management and employees, which improves performance significantly and increases
Productivity and job satisfaction (Joshi, 2019). In general, democratic leadership works
better in organizations characterized by the presence of employees who have experiences
and the desire to share their experiences and knowledge to achieve common goals (Idelji-
Tehrani & Al-Jawad, 2019).

1.8.3 Laissez-faire leadership style

The leader here gives absolute freedom to the followers to make decisions, set goals, and
implement methods, and provides general notes and information instead of giving specific
directions or a real effort to follow up on the work of individuals or assign tasks to the
group he leads (Magbity et al., 2020).

Laissez-faire leaders abdicate control and accountability. The leader here does not
actively participate in organizational operations or meetings, does not issue orders, and
only responds when a minimum degree of knowledge and guidance is necessary (Pahi et
al., 2020). One of this type's most prominent negative features is low performance and
productivity. Failure to clearly define responsibilities and duties causes chaos and loss for
employees, leading to a decrease in the motivation and enthusiasm of individuals and a

reduction in the level of performance and innovation (Pahi et al., 2020).

Furthermore, Absolute freedom impels some employees’ control over their colleagues at
work, leading to weak relations and communications between employees (Magbity et al.,
2020; Pahi et al., 2020).

Despite the previous flaws in this style, studies have proven satisfactory results if certain
conditions contribute significantly to the success of this style of leadership; for example,
the presence of employees with a high degree of experience and knowledge at work
enables the leader to delegate authority to them (Magbity et al., 2020; Pahi et al., 2020).
It can be said that this pattern can be more successful in scientific institutions as the
employees' excellent great skills and the nature of work do not need the leader’s constant
intervention (Pahi et al., 2020).

1.8.4 Transformational leadership style

This model is more suitable for application in collective societies, especially in Asian

societies such as Indonesia and other Asian countries. However, this type of leadership
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originated in the United States, a country based on the principle of individualism (Deng
etal., 2022).

Transformational leadership is a modern style; the leader has a clear and long-term vision
for the future and specific goals known to all; transformational leadership depends on
mutual admiration, a shared vision, and the creative interchange of ideas (Bass, 1999;
Deng et al., 2022). Some consider transformational leadership ethical leadership, as it
adopts a set of moral values such as justice, equality, and humanity. It also works to
expand subordinates’ interests and motivates them to look beyond their interests to

achieve the general interest of the organization (Bass, 1999).

In addition to the above, it adopts a new philosophy by inspiring and motivating
employees to achieve high levels of performance, greater than they expect, so
transformational leadership tends towards change, development, and innovation, whether
at the level of individuals, groups, or the status of the organization, therefore, it is
considered a continuous process practised by the leader over his subordinates (Deng et
al., 2022).

Transformational leadership has four dimensions:

e ldealized influence: The leader in this dimension represents an ideal model for
workers by defining and following standards of behavior of an ethical nature in the
organization, and here the leader gives priority to the needs of workers, preferring the
public interest over his interest (Hayati et al., 2014).

e Inspirational motivation: In this dimension, the leader defines the organization’s
vision with clarity and transparency to make it achievable. The leader inspires
employees, raises their morale, and encourages them to achieve and challenge (Hayati
et al., 2014). Transformational leaders in this dimension build confidence among the
followers in the ability to overcome difficulties and obstacles and evoke team spirit
through idealism. These behaviors define expectations for followers and describe the
method of commitment necessary to achieve organizational goals.

e Intellectual stimulation: In which the transformational leader constantly searches for
new ideas to solve work problems and supports new creative models for task
performance (Hayati et al., 2014). In addition, the leader's ability to make his
employees address outstanding problems in new and creative ways by identifying the

organisation's strengths, weaknesses, opportunities, and threats.
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e Individualized Consideration: Here, the leader considers the individual differences
between the workers to distribute the tasks based on their abilities, specializations, and
personal preparation (Hayati et al., 2014). The leader considers them an essential
practical, effective element of the organization, so they give great attention to the needs
and requirements of the employees.

1.8.5 Transactional leadership style

Transactional leadership is based on a reciprocal process between the leader and
subordinates (Deng et al., 2020). This style is a series of mutual interests and benefits
shared between the leader and the followers and between the followers themselves as
well. The relationship between the leader and the employees or the followers is based on
a fundamental principle: a reward for work and production, punishment for non-
commitment to work, and low productivity (Deng et al., 2020). The leader here
determines the performance expected of them to obtain incentives and rewards and also
the punishment in the event of a failure in performance and achievement (Deng et al.,
2019).

Finally, when comparing transformational leadership and transactional leadership, we
note that transactional leadership is appropriate for organizations and companies that are
characterized by stability environment and routine procedures, while transformational
leadership is more effective in organizations that are exposed to rapid and continuous
change (Deng et al., 2019; Deng et al., 2020).

Transactional leadership includes four essential elements or dimensions:

e Contingent reward is a contract or agreement between the leader and the
subordinates. The leader grants the reward in return for the performance and
achievement of the subordinates. The leader sets standards and goals and provides the
necessary resources, support, and attention, to subordinates’ commitment to
performance and required expectations (Deng et al., 2019).

e Contingent punishment: In this dimension, the subordinate is punished for failing to
comply with the implementation conditions (Deng et al., 2019).

e Management-by-Exception (active): After the leader sets the standards and works
goals, he monitors and follows up on the workers’ performance with great accuracy

and does not wait for problems to escalate (Deng et al., 2019). But he intervenes in the
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event of any error or deviation, takes corrective measures immediately to prevent the
recurrence of these mistakes or problems, provides advice and support for
subordinates, and may punish the negligent employees at work.

e Management-By-Exception (passive): The leader here is described as passive, as he
waits for problems to occur and exacerbate to intervene (Deng et al., 2019).

1.9 Culture and leadership style

The concept of leadership includes many styles, while the degree of use and spread of
these styles varies with different countries and cultures worldwide. The desired style in a
particular culture or country may be undesirable in another (Specchia et al., 2021).
Leadership and its patterns are directly related to the culture of countries and the peoples'
principles, beliefs, and perceptions; for example, over a long period, women did not have
the right to assume leadership positions in many countries of the world, and this is actually

what the great man’s theory of leadership indicated (Kanat-Maymon et al., 2020).

Today, the situation has changed dramatically, as women occupy many leadership
positions in various fields, and the number is still increasing. More than ever, women
today are strong in education, sports, politics, business, trade, and many other fields,

including leadership positions in healthcare management (Mathad et al., 2019).

In developing countries, for example, leaders are chosen based on a set of determinants
that are usually related to the culture and social behavior prevailing in these countries,
such as the degree of kinship, family, favoritism and nepotism, self-interest, and in many
cases the leader is appointed based on specialization, but the truth and experiences have
proven Specialization alone is not sufficient for a person to be a leader. Leadership is a
more profound concept than that and requires many skills, abilities, and qualifications,
and specialization alone is not sufficient for a leader to succeed in many developing
countries. The expertise and external leaders of developed countries are also used in many
companies and projects due to the low level of their leaders and their lack of leadership
ability (Williams-Elegbe, 2018).

1.9.1 Factors affecting the selection of the appropriate leadership style

The leader’s choice of a particular leadership model depends on several factors related to
the organization's environment, situations related to the leader, and subordinates. The
surrounding environment, such as society's culture and economic, political, and social
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conditions, clearly influence the leader’s behavior and leadership style (Musinguzi et al.,
2018). Each organization has its own goals, culture, standards, organizational climate,
organizational structure, competitors, philosophy, mission, and vision, and all these
variables affect the choice of leadership style; also, the size of the organization, whether
it is within the private or public sector, affects the style that the leader will use with
subordinates. Sometimes the organization needs a different leadership style at each stage
of its development that is commensurate with the nature of the stage (Musinguzi et al.,
2018).

Factors related to the nature of the situation that affects the type of leadership style used
and the variables associated with the nature of the situation include clarity of tasks,
methods, and procedures, the difficulty of work, work style, and routine, all of which
affect leadership (Khan et al., 2020). Another factor that also impacts the leadership style
that will be used is (the leader himself) the style that a leader adopts depends on a mix of
their beliefs, ideas, Standards, norms, orientation, and values. The ability of subordinates
to face situations and take administrative decisions, and their degree of responsibility, all
of these factors affect directly or indirectly the optimal leadership style chosen by the
leader (Khan et al., 2020).

Studies and research show that no leadership style is valid for all situations and cases, no
positive and practical style that the leader can adopt in different situations or
environments, and no style that suits all subordinates. The matter is relative and not that
simple (Musinguzi et al., 2018). So, the leader needs to consider how he will choose the

leadership style that meets the employee's needs and achieves the organisation's goals.

1.10 Job satisfaction

Job satisfaction is an essential topic in various institutions and organisations'
administrative and organizational aspects because it affects and is also affected. It is an
independent variable that affects the behavior and performance of employees and the
form of communication (formal, informal). Sometimes job satisfaction is a dependent
variable that is also affected by factors such as incentives, rewards, salary, organizational

structure and other factors (van Diepen et al., 2020).

The concept of job satisfaction is considered one of the most complex and ambiguous

concepts because it is an emotional state related to human emotions, feelings and
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behaviors that change according to the situation (van Diepen et al., 2020). Accordingly,
the level of job satisfaction determines the level of performance of the organization.
Therefore, any organisation's effectiveness is linked to its employees' performance

through their satisfaction with work.

1.10.1 Concept of job satisfaction

As we mentioned earlier, job satisfaction is related to feelings that are difficult to explain
because they change with changing situations. For this reason, there is no agreement on
defining a specific definition of satisfaction; some consider job satisfaction as an internal
state linked to an individual’s sense of achievement, whether quantitative or qualitative.
Others referred to the definition as a good mood or pleasure condition arising from work

experience or evaluation of one's job (Specchia et al., 2021).

Generally, employee job satisfaction may be defined in various ways; nonetheless, they
all consider job satisfaction as a consequence or behavior that an individual contributes
to the workplace (Dilig-Ruiz et al., 2018). Finally, it can be said that job satisfaction is
the result of the individual’s interaction with his job. And it is a reflection of the extent of
the satisfaction that he derives from his work, his belonging, and his interaction with the
members of the group and with an environment, whether it is internal or external and thus
refers to a set of functional feelings or psychological state about How does a person feel
about his job (Dilig-Ruiz et al., 2018; Specchia et al., 2021).

1.10.2 Importance of job satisfaction in healthcare organization

We cannot ignore the vital role of job satisfaction, as it is a key factor in influencing the
performance of employees, which in turn will be reflected in the organisation's
performance as a whole (Dilig-Ruiz et al., 2018). Many reasons tell us why organizations
should care about achieving job satisfaction for their employees, whether the focus and

attention are at the level of the organization or individuals working in it.

Indeed, employee satisfaction reflects a good style of leadership. Job satisfaction can also
be considered a strong indicator of employees' emotional well-being and psychological
health, reflecting the reality of organizational performance. It has been linked to greater
productivity, loyalty, creativity, and devotion to the organization. All the above reasons
are sufficient to understand and justify (Dilig-Ruiz et al., 2018; Specchia et al., 2021).
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In general, recent research and surveys indicate that the level of job satisfaction is low in
various sectors in most countries of the world, including the health sector as well, and this
constitutes a great danger due to the specificity and sensitivity of this sector (Dilig-Ruiz
etal., 2018).

The health sector is the lifeblood of any country, and it performs a substantial and vital
role in serving people by providing the health services they need and maintaining their
lives within a healthy environment free from pests and diseases. Therefore, the volume
of responsibilities and tasks performed by employees in the health sector is vast, which
means that healthcare workers are considered the most effective crucial element. The
quality of health services is directly affected by the level of satisfaction of workers in the

healthcare organization (Specchia et al., 2021).

Achieving a high level of job satisfaction among the employees of health organizations
is of great importance at the levels of individuals and also at the level of the organization.
For example, at the level of individuals from a psychological point of view, studies have
proven that an employee who is satisfied with his work is considered a balanced and

happy person and has a high sense of self-fulfilment (Dilig-Ruiz et al., 2018).

When the employee feels job satisfaction, this means a more remarkable ability to adapt
to the work environment, creativity, innovation, and excellence, and more desire for
career development. In addition to his feeling of satisfaction with life in general, as the
material and immaterial benefits provided by the job to employees help meet the
requirements of life, Thus, this will undoubtedly lead to an increase in the loyalty and
affiliation of employees to the organization in which they work (Dilig-Ruiz et al., 2018;
Specchia et al., 2021).

On the other hand, the opposite is also true; it is noted that job dissatisfaction at work is
linked to several phenomena at the level of individuals, including mental illnesses and
heart diseases. Many studies and research have proven a direct link between the level of
job satisfaction and the state of physical and mental exhaustion that many employees are
exposed to, especially in companies and institutions that require extra effort and fatigue
and whose employees are exposed to severe work pressure, including health institutions
and hospitals (Dilig-Ruiz et al., 2018). At the level of organizations, the employees’ job
satisfaction is also reflected positively on the organization in many aspects. For example,

whenever the level of job satisfaction increases, it leads to an increase in the level of
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effectiveness and efficiency at work because the satisfied employee is interested in his
performance level. Therefore, he will be more focused on achieving the best performance.
Also, job satisfaction is related to improved performance, productivity, and reduced
absenteeism. Several studies have demonstrated that whenever the degree of job
satisfaction increases, the turnover rate tends to decrease, impacting employees' desire to
learn new skills and their commitment to long-term organizational success (Dilig-Ruiz et
al., 2018).

One of the consequences of feeling dissatisfied with employees leads them to do some
behaviors and actions that affect the quality and stability of the organization’s
performance, such as frequent complaints and grumbling and sometimes rebellion or
distance and withdrawal from work, whether by repeated absence without a health excuse
or a particular excuse, especially in work that requires attendance. This leads to a
permanent increase in the costs incurred by the organization, whether the costs of holidays
and vacations or the costs of lack of productivity (Whether training or recruitment costs
for new employees) that require a replacement employee for the absent employee (Liu et
al., 2019).

In the end, human resource has tremendous importance in organizations, despite the
modern technology that significantly facilitates the work. However, this resource remains
an essential resource for the organization. It is the organisation's first and foremost
supporter in drawing strategies and plans, setting goals, and following up on their
implementation, and it is the cornerstone for the success of any organization. Therefore,
organizations are supposed to seek It strives to achieve job satisfaction for this human
resource and to fully satisfy the needs of workers at work to ensure its success and
distinction (Liu et al., 2019).

1.10.3 Job satisfaction dimensions

Job satisfaction is known to be influenced by the working conditions/environments,
relationship with co-workers, wages and salaries, incentives and promotions, appraisal of

the annual performance, and relationship with managers (Specchia et al., 2021).

1.10.3.1 Work environment and conditions

The physical working conditions are affected by ventilation, lighting, humidity, heat and
noise. Cleanliness depends on the degree of individual acceptance and satisfaction with
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the work environment, as these conditions affect some behavioral phenomena of working
individuals, such as turnover rates, absences, accident rates, and diseases (Kinzl et al.,
2005). The better the material working conditions, the greater the satisfaction of

individuals with work.

1.10.3.2 Relationship with co-workers

The positive relationship of the working individual with the work group satisfies his social
needs and achieves an exchange of benefits between them (Lorber & Skela Savic, 2012).
So the work in the organization gives individuals the opportunity to interact and
communicate with others; the satisfaction of individuals with their work will be high and
vice versa. It is worth mentioning in this regard that the strength of the relationship
between the individual's satisfaction with his work and his relationship with others

depends on the degree of his preference for affiliation and the strength of his social need.

1.10.3.3 Wages and salaries

Wages are essential to satisfying working individuals' physical and social needs (Hsiao
& Lin, 2018). Many studies indicated that there is a positive relationship between the
level of income and job satisfaction. The higher the income level of working individuals,
the higher their satisfaction with work and vice versa.

1.10.3.4 Incentive and promotions

It is not enough for workers to feel the achievement at the highest levels, but they also
need the presence of an external party that recognizes and appreciates these achievements.
Promotion is the essential type of recognition of the value of the effort made, as promotion
leads to an increase in the benefits accruing to employees, whether by increasing their
salaries or through improving their social status at work and outside the work (Specchia
etal., 2021).

1.10.3.5 Annual performance appraisal

The annual performance appraisal helps improve communication between employees and
the organization by identifying strengths, weaknesses, and shortcomings, which usually
leads to better and more accurate metrics, thus improving performance results (Abdullah

et al., 2021; Karem et al., 2019). This whole performance appraisal process aims to
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improve how a team or organization operates to achieve higher levels of customer

satisfaction, which is reflected in employee satisfaction.

1.10.3.6 Relationship with managers

A good relationship between employees and managers is one of the most critical factors
in achieving job satisfaction (Duan et al., 2019). This relationship manifests in positive
and effective communication between managers and employees, especially with their
direct managers. An atmosphere of mutual respect prevails between them, motivating

employees to provide the best performance.

1.10.4 Factors affecting job satisfaction

Human resource has great importance in the organization, which imposes on
organizations the need to know and understand the nature and needs of their employees
in all respects. Therefore, all organizations must know the most important reasons and
factors that may affect job satisfaction or dissatisfaction. In general, most research and
studies indicate that four main factors affect employee satisfaction: personal factors,

physical factors, and organizational factors (Halcomb et al., 2018).

1.10.4.1 Personal factor

Personal factors are related to the individuals themselves, for example, gender, age, years
of experience, and level of education. These factors are considered personal factors whose
impact on job satisfaction varies from person to person (Halcomb et al., 2018). The
relationship between gender and job satisfaction is not stable because it depends on the
discrimination ratio between both sexes by the management at work. Often, a woman’s
performance and experience are compared to men’s performance and experience based
on social beliefs and perceptions that favor men’s performance over women’s
performance at work and not based on actual performance or final results. So, these
negative phenomena towards women’s work ultimately affect their satisfaction with their
work, especially in high positions, where priority is given to men in heading these
positions, so when the discrimination between women and men increases in the

workplace, job satisfaction of women will decrease (Halcomb et al., 2018).

Concerning the age factor, the results of studies and research, in general, showed that the
relationship between job satisfaction and age is relatively small. It was noted that job

satisfaction increases with increasing age, while it decreases among employees during the
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middle age period (Halcomb et al., 2018; Zhang et al., 2020). The explanation may be
that the achievements and ambitions of the employee in his first life are higher and more
significant than the available reality, resulting in job dissatisfaction. However, with
increased age, the individual becomes more mature, realistic, and less ideal, so the degree
of his ambitions decreases, and he is satisfied with the actual reality, which results in

increased satisfaction career.

About years of experience or elapsed time at work, much research has shown that job
satisfaction is relatively common in the first years, then decreases gradually in the fifth
and eighth years, and then rises again with increasing the period that the individual spends
at work, and the morale is very low, after twenty years or vice versa. It may also be at its
peak, varying from one person to another. Concerning education, several aspects must be
considered before discussing a comprehensive generalization. For example, when
discussing education, we must study the organization’s policy regarding promotion
because it dramatically affects employee satisfaction (Halcomb et al., 2018). Therefore,
with the high level of education and the decrease in opportunities for advancement and
promotion, the employee will certainly feel very frustrated, and the level of job
satisfaction will decrease. The dissatisfaction and lack of appreciation will increase even
more when the right employee is placed in the wrong place so that it does not match the

level of his educational qualifications or his abilities and technical skills.

1.10.4.2 Physical factors

The workplace and the work environment are among the most psychological and physical
factors affecting employees. Several physical factors, either internal or external, affect
the degree of job satisfaction. The indoor working environment, including the workplace
space, level of cleanliness, lighting and ventilation, air conditioning, humidity, heat, and
noise, affects the degree of personal acceptance of the work environment (Halcomb et al.,
2018). The presence of entertainment used by the worker during breaks permanence, the
external work environment and the factors surrounding the organization have an

influencing role in the level of satisfaction.

1.10.4.3 Organizational and occupational factors

It includes the organizational structure, procedures, decisions, supervision, the degree of

control imposed on employees and their activities, the leadership styles used, in addition
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to the wages and salaries system and its gradation, bonuses, and material or moral
incentives that the organization provides to employees, growth opportunities, the
relationship between colleagues, the relationship with managers, work conditions and
environment, work content and other factors that lead Job satisfaction or dissatisfaction
(Zhang et al., 2020). Among the most critical organizational factors or dominant factors
that affect job satisfaction: The work nature or job itself; for example, is this job
compatible with the employee’s academic qualifications, and is it commensurate with his
abilities, talents, and preparations? Does this job achieve the desired social status for the
employee inside or outside the organization? Does this job enable the employee to use
the skills and experiences he possesses and development of innovation and creativity, or
does this job obliterate innovation, creativity, and a spirit of enthusiasm? In general, the
nature of work affects job satisfaction (Halcomb et al., 2018; Zhang et al., 2020).

When an employee's job is seen to be vital, their degree of satisfaction rises. Work
difficulties and challenges allow people to put their talents, knowledge, and intellect to
use in dealing with the intricacies of their profession. According to some research,
intelligence and work satisfaction have a negative relationship. Generally, many problems
arise in the workplace when the employee feels that his job is unimportant, uninteresting,
or devoid of a challenge, so if the job lacks the perceived element of interest, it may cause
dissatisfaction among the intelligent person. Individuals feel job satisfaction when they
do the work they love, which motivates them to master the work and provide everything

they can to achieve the best results (Halcomb et al., 2018).

The leadership style also has a significant role in job satisfaction or dissatisfaction, for
example in democratic leadership, the leader uses an open-door policy with subordinates,
and this, in turn, increases harmony and understanding between the leader and
subordinates and increases the opportunity for employees to accept and be satisfied with
the changes that may occur in the organization. In addition to that, this style ensures the
participation of effective employees of all levels, It raises the level of loyalty and mutual
trust between the leader and the workers, and this contributes to raising productivity and
achieving job satisfaction. On the contrary, dictatorial leadership limits employees’
participation and freedom and permanent dependence on the leader, and this causes a state
of psychological instability for the individual due to punishment and the strict style of

dictatorial leadership (Musinguzi et al., 2018).
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Previous studies had shown that employees were more satisfied with their jobs when their
boss exhibited transformational leadership style conduct as opposed to transactional
leadership style activity (Musinguzi et al., 2018). On the other hand, transformative
leadership is positively associated with work satisfaction, and it is evident that raising the
level of job satisfaction requires adopting the appropriate leadership behavior or style, so
different leadership styles have different impacts on job satisfaction (Musinguzi et al.,
2018).

Salary and wages are critical factors in achieving happiness and meeting the necessary
needs of individuals. So determining the worker's wages and paying attention to
developing a wise and fair wage policy is one of the factors for the success of personnel
management policies and programs in organizations, so job satisfaction is the state of
reaching financial recovery (Akinwale & George, 2020). Regarding promotions and
growth opportunities, whenever the employee feels that his performance is appreciated,
he becomes more satisfied with his work and thus, his efficiency increases at work
(Akinwale & George, 2020; Musinguzi et al., 2018).

The content of the work in terms of the responsibilities and powers granted to the
employee and the degree of diversity of tasks is significant. For example, the greater the
powers granted to the employee, the greater his sense of his importance as an individual
working in the organization; thus, this feeling translates into satisfaction with work and
the organization. This result is consistent with Herzberg's theory regarding the driving
factors represented by job enrichment, where employees with higher positions want to
give them independence and provide some additional elements for job enrichment, such
as feedback and setting diverse and challenging tasks for them. Therefore, satisfying this
desire through job redesign leads to an increase in the satisfaction rate they have (Sobaih
& Hasanein, 2020). In addition, the diversity of tasks reduces the severity of the boredom

arising from routine work and contributes to job satisfaction.

1.11 A brief summary of previous studies

Many previous studies dealt with the topic of "leadership styles and their relationship to
the level of job satisfaction™ and dealt with it from different angles and aspects. The
current study will present several studies that have benefited concerning its most
prominent features (see table 11) in appendix H, commenting on the essential aspects of

agreement and disagreement and clarifying the scientific gap discussed in the current
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study. It is worth noting that the studies that will be discussed have been applied and
completed between 2015 and 2022, whether locally or around the world, indicating their
temporal and geographical diversity.
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Chapter Two

Methods

The methodology includes the theoretical and philosophical assumptions upon which
research is based and the implications for the method or methods adopted; the methods
specifically refer to the techniques and procedures used to obtain and analyze data. In this
chapter, the methods used in the study include the study design, study population, study
sample, Instruments of study and validation indicators, analysis plan, study procedures,
and ethical approval.

2.1 Study design

According to the study problem and its objectives, and through the questions that this
study seeks to answer, the cross-sectional descriptive study has been relied upon, which
provides data for describing the status of phenomena or relationships among phenomena-

related variables at a fixed point in time.

2.2 Study population

Corona pandemic, the repeated strike of health workers such as doctors, nurses, and
contract employees, forced the researcher to choose the Jenin Health Directorate, where
works to identify leadership style and their relationship to the level of job satisfaction as
the first comprehensive research at the level of the directorate to avoid delays and

obstacles in the implementation of the study.

The population refers to all the elements of the study or elements being investigated. The
research population included all the Jenin Governorate Health Directorate employees
(doctors, administrators, nurses and midwifery, laboratory technicians, radiology

technicians, and pharmacists), who were 357 at the time of the study.
The study included inclusion and exclusion criteria, which are as follows:

e Inclusion criteria: workers of Jenin Health Directorate.

e Exclusion criteria: Those who are not related to the Jenin Health Directorate



2.3 Study sample

Since the study population is relatively small and very stratified, this research study
utilized a comprehensive sampling approach by inviting all 357 employees of the
Directorate to participate in the survey, including all employees in various departments
and specialities (doctors, nurses & midwifery, administrators & health services,

pharmacists, laboratory technicians, and radiology technicians).

The Statistics & human resources Department in the Health Directorate of Jenin

Governorate provided employees-related information.

The questionnaire was distributed to the study sample through field visits to all workers
inside the Directorate and its health centers inside and outside the city, including
outpatient clinics in the villages and Provinces of Jenin Governorate, estimated at 58

clinics.

2.4 Instruments of study

Data resources in this study can be divided into primary (direct) and secondary (Indirect)

resources.

Primary data: Questionnaires were the main instruments of this study; the
questionnaires were designed keeping in view the study’s objective. It was kept as
concise as possible as a short questionnaire with conceptually clear and concise
statements desired by both respondents and the researcher.

Secondary data: Includes books and scientific papers from CINAHL, ScienceDirect,

ProQuest, Scopus, and Google Scholar.
Within the framework of the field study and to test the assumed relationship between the
two research variables (leadership styles and job satisfaction), a questionnaire was chosen
as a tool to measure leadership style and its relationship to the level of job satisfaction in
the Jenin Health Directorate. A questionnaire was prepared by reviewing several studies
that dealt with the same topic as our current study, where several executive steps were
taken to ensure the tool's validity and stability; the validity of the study tool was examined
by content validity and internal consistency validity (Antonakis et al., 2003; Kirkbride,
2006; Saleem, 2015; Spector, 1997). The questionnaire consisted of two main sections.

See appendices (A and B).
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First Section

It is related to the socio-demographic and job-related factors of the respondents
(gender, age, job title, supervisory title, academic qualification, years of experience,
and salary).

Second Section

Related to the questionnaire's axes and consists of two main fields: the first field
refers to leadership styles and includes 48 phrases/questions distributed over five
leadership styles indicated below under the subtitle of the first field.

First field

Part 1: Democratic leadership from questions (1-10)

Part 2: Dictatorial leadership from questions (11-20)

Part 3: Laissez-Faire leadership from questions (21-30)

Part 4: Transformational leadership from questions (31-40)

A A

Part 5: Transactional leadership from questions (41-48)

Second Field

It consists of 25 phrases/questions to measure the level of job satisfaction in the Jenin
Health Directorate from questions (49-73). A 5-point Likert-type scale was used to
assume that the strength/intensity of the experience is linear, i.e., on a continuum
from strongly disagree to strongly agree. Respondents were offered a choice of one
to five, were responses to the neutral point being neither agree nor disagree, whereby
one refers to strongly disagree, two refers to disagree, three refers to neutral, four

refers to agree, and finally, five refers to strongly agree.

2.4.1 Validity and reliability of the questionnaire

The validity of the study tool (Questionnaire) was examined by content validity and

internal consistency validity. A group of four multidisciplinary experts judged the content

validity; the questionnaire has been modified based on their feedback and suggestions,

see appendix (C). The experts were academicians affiliated with two universities (Al

Quds Open University and Arab American University).

A pilot study was conducted on 5% of the sample size in the Health Directorate of Jenin,

and it was excluded from the study. This action was to determine the clarity of the

questionnaire, explore the appropriateness of the study instruments, the clarity of
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meanings and scales, and the time taken to fill the questionnaire. In addition, to expecting

a response rate.

Pearson correlation matrix to indicate the relation between domains of leadership style
and the total degree for job satisfaction domains have been done and shown a statistically
significant relationship. Therefore, it is possible to judge the validity of the domains with
statistical significance, thus reassuring its application.

2.5 Research conceptual model and variables

Following a literature review, the conceptual model shown in Figure 1 was used to
investigate the relationships between perceived managerial leadership styles (democratic,
dictatorial, laissez-faire, transformational, and transformational), sociodemographic
variables (gender, age, profession, rank, educational level, length of experience, and
salary), and the level of job satisfaction of the employees of Jenin Health Directorate. In
this study, perceived leadership styles were the independent variables, and job satisfaction
was the dependent variable. The socio-demographic characteristics of the workers were

used as control variables.

Figure 1

Potential relationship between the independent and dependent variables

Democratic leadership

Dictatorial leadership

Laissez-Faire leadership

Job ? . !
satisfaction Transformational leadership

\?

Transactional leadership

Controlling variable

(Socio-demographic
characteristics)
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2.6 Study procedures

The following steps were followed:

— Initially, a research proposal for the current study was prepared, and the study tool
(questionnaire) was presented to the experts and a group of arbitrators, then submitted
on 16 June 2021.

— Official approvals were obtained from the Faculty of Graduate Studies and IRB at A-
Najah National University and official authorities to facilitate carrying out the field
study by distributing questionnaires to collect data between 20 June 2021 and 18
August 2021; see appendices (D, E and F).

— A review of previous studies and theoretical frameworks in the field of research to
build the theoretical framework for the current study has been issued.

— A pilot study was conducted on 17 September 2021 to ensure the validity and
reliability of the study tool.

— The study tool was applied to the study sample, and the data were collected, analyzed,
and converted into information through special tables between 3 November 2021 and
17 January 2022.

— Finally, Interpreting and discussing results and formulating recommendations,

proposals, and conclusions.

2.7 Analysis plan

All data were checked, coded, and entered into a database, and statistical data analysis
was conducted using the Statistical Package for Social Science (SPSS) software version
20. The internal consistency of the items in the multi-factor leadership and job satisfaction
scales was measured using Cronbach's alpha. The data were assessed for normality of
distribution using absolute skewness and kurtosis. The data were normally distributed
when the absolute kurtosis was between -7 to +7, and the absolute skewness was between
2 and +2 (Kim, 2013). Because the data were normally distributed, the scores of the
groups were compared using Student’s t-tests or analysis of variance (ANOVA) as
appropriate. To control for confounding variables, multiple linear regression models were
used. All variables were retained in the multiple linear regression models. Correlations
were investigated using Pearson’s correlation coefficients. In this study, a p-value of <

0.05 indicated statistical significance.
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2.8 Ethical approval

To conduct the current study within research ethics, official approvals were obtained from
the Faculty of Graduate Studies and IRB at A-Najah National University and official
authorities, see appendices (D, E, and F). The participants also received a written
informed consent form (see Appendix G). They were informed that their participation
would be voluntary. Furthermore, the confidentiality and anonymity of the participants
were guaranteed. They were also informed of the possibility of their withdrawal from the
study at any time without any punishment. Moreover, data security was ensured and only
used for research purposes, and the questionnaires were coded by serial numbers and kept

in a locked cabinet.
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Chapter Three

Results

3.1 Socio-demographic and practice characteristics of the employees

In this study, the questionnaire was distributed to the 357 employees of the Jenin Health
Directorate. Of those, 322 employees returned usable questionnaires, giving a response
rate of 90.1%. The socio-demographic and practice characteristics of employees are
shown in Table 1. In this study, the majority (58.1%) of the employees were female, aged
between 41 and 60 years (60.5%), had a bachelor’s degree or higher (64.9%), and had an

experience of less than 20 years (67.4%).

On the other hand, 26.4% of the employees were nurses/midwives, 7.1% were
pharmacists, and 28.6% were management/health service providers. Of the Jenin Health
Directorate employees who participated in this study, (37.0%) earned 5000 NIS and more.
Details of the socio-demographic and practice characteristics of participants are shown in
Table 1.
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Table 1

Distribution of the study sample members according to their socio-demographic characteristics

Variable n %
Gender
Male 135 41.9
Female 187 58.1
Age (years)
22-30 49 15.2
31-40 78 24.2
41-50 137 42.5
51-60 58 18.0
Profession
Physician 63 19.6
Allied medical and clinical profession 59 18.3
Pharmacist 23 7.1
Nurse/midwife 85 26.4
Management/health services 92 28.6
Rank
Director 8 25
Head of department 25 7.8
Head of division 38 11.8
Employee 22 6.8
Unclassified employee 229 71.1
Educational level
Primary education 19 5.9
Secondary education 18 5.6
Diploma 76 23.6
Bachelor's degree 179 55.6
Master or PhD 30 9.3
Length of experience (years)
<5 60 18.6
6-11 73 22.7
12-19 84 26.1
>20 105 32.6
Salary (NIS)
<2000 27 8.4
2000-2900 23 7.1
3000-3900 55 17.1
4000-4900 98 30.4
> 5000 119 37.0

Note. NIS: New Israeli Shekel, PhD: Doctor of Philosophy

33



3.2 Internal consistency composite reliability of the questionnaire

In this study, the internal consistency and the composite reliability of the items included

in the questionnaire were tested using Cronbach’s alpha and average variance extracted.

The values of Cronbach’s alpha, average variance extracted, and composite reliability of

the different domains of the multi-factor leadership scale are shown in Table 2. The

composite reliability of the different domains was > 0.80, indicating that the scale was

reliable. The overall Cronbach’s alpha was 0.82, indicating that the scale was internally

consistent.

Table 2

Composite reliability and internal consistency of the different domains of the multi-factor

leadership questionnaire

Average

# Domain Nu_mber of Cronbach’s alpha  variance Cor_npgs.lte
items reliability
extracted

1 Democratic leadership 10 0.87 0.50 083
style

2 Dictator leadership style 10 0.82 0.85 0.91

3 Laissez-faire leadership 10 0.5 0.54 0.85
style

4 Transformational 10 0.92 111 0.93

leadership
5  Transactional leadership 8 0.73 0.49 0.87
6 Overall 48 0.82

The values of Cronbach’s alpha, average variance extracted, and composite reliability of

the different domains of the job satisfaction scale are shown in Table 3. The composite

reliability of the different domains was > 0.80, indicating that the scale was reliable. The

overall Cronbach’s alpha was 0.90, indicating that the scale was internally consistent.

34



Table 3

Composite reliability and Internal consistency of the different domains of the job satisfaction

scale
. Number Cronbach’s Avgrage Composite
# Domain . variance Lo
of items alpha reliability
extracted
1 Work environment and 6 0.75 0.50 0.83
conditions
2 Relationship with co-workers 4 0.67 0.40 0.80
3 Wages and salaries 3 0.88 0.48 0.93
4 Incentives and promotions 2 0.68 0.31 0.87
5  Annual performance appraisal 6 0.81 0.53 0.82
6 Relationship with managers 4 0.85 0.56 0.90
7 Overall 25 0.9

3.3 Perceived managerial leadership style of the employees
3.3.1 Perceived democratic leadership style

When the employees were asked to express their opinions on the democratic leadership

style, the distribution of their opinions are shown in Table 4.
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Table 4

Distribution of the opinions of the employees on the democratic leadership style

SD

D N

A

SA

10

Statement

Your manager takes into
account individual
differences when allocating
work tasks

Your manager encourages
you to take the initiative
and develops your
creativity and innovation
Your manager asks for your
opinions and suggestions
regarding the work

Your manager attends your
social occasions

Adequate authorities are
given to you to solve a work
problem

Your manager shares you in
decision- making process,
but the last decision is for
him.

Your manager allows you
to rotate work or swap tasks
between you and your co-
workers

Your manager allows
collaboration between you
and your co-workers

The manager uses praise to
support your psychological
and human needs

The manager conducts
meetings to exchange ideas
and decisions about work
problems

n %

31 9.6

56 174

43 134

37 115

25 7.8

20 6.2

24 15

13 40

29 9.0

44 13.7

n % n % n

43 134 41 12.7 136

61 189 75 233 90

69 214 56 174 99

27 84 95 29.5 104

35 109 41 12.7 157

43 134 48 149 142

32 99 49 152 154

13 40 53 165 161

56 174 61 189 110

58 18.0 53 165 114

%

42.2

28.0

30.7

32.3

48.8

44.1

47.8

50.0

34.2

35.4

n

71

40

55

59

64

69

63

82

66

53

%

22.0

12.4

17.1

18.3

19.9

21.4

19.6

25.5

20.5

16.5

Note. SD: Strongly disagree, D: Disagree, N: Neutral, A: Agree, SA: Strongly agree

This study’s mean perceived democratic leadership style score was 344 + 8.1.

Additionally, the scores were significantly higher for employees who were male, directors

or heads of departments, had a bachelor’s degree or higher, and earned 4000 NIS or more.

Details of the differences in the perceived democratic leadership style scores are shown
in Table 5.
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Table 5

Differences in the perceived democratic leadership style scores among the employees

Variable n % Mean SD p-value
Gender
Male 135 419 36.6 8.2 <0.001
Female 187 58.1 32.9 7.8
Age (years)
22-30 49 152 34.2 7.5
31-40 78 242 35.2 8.8
41-50 137 425 33.6 7.7 0309
51-60 58 18.0 35.7 8.6
Profession
Physician 63 196 36.5 7.5
Allied medical and clinical profession 59 183 33.9 7.7
Pharmacist 23 7.1 33.3 9.2 0.118
Nurse/midwife 85 26.4 35.0 7.4
Management/health services 92 286 33.2 9.0
Rank
Director 8 25 40.6 4.5
Head of department 25 7.8 38.3 7.6
Head of division 38 118 33.9 7.8 0.022
Employee 22 6.8 34.4 10.3
Unclassified employee 229 711 33.9 8.0
Educational level
Primary education 19 5.9 30.2 9.5
Secondary education 18 5.6 31.3 8.1
Diploma 76 236 33.2 8.4 0.007
Bachelor's degree 179 55.6 35.7 7.6
Master or PhD 30 9.3 34.9 8.1
Length of experience (years)
<5 60 186 32.6 8.1
6-11 73 227 35.6 8.6
12-19 84 261 34.5 7.9 0204
>20 105 326 34.6 7.9
Salary (NIS)
<2000 27 8.4 304 8.4
2000-2900 23 7.1 33.7 9.3
3000-3900 55 171 335 8.0 0.041
4000-4900 98 304 35.0 7.9
> 5000 119 370 35.5 7.9

Note. NIS: New Israeli Shekel, PhD: Doctor of Philosophy
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To control the confounding variables and to identify the variables that could predict
higher perceived democratic leadership style scores, a multiple linear regression was
used. The model showed that higher perceived democratic leadership style scores could

be predicted by being male in gender, as shown in Table 6.

Table 6
Predictors of higher perceived democratic leadership style scores
Variable ucC SE SC t p-value
Gender -3.43 0.90 -0.21 -3.79 <0.001
Age -0.05 0.75 -0.01 -0.07 0.944
Profession -0.18 0.37 -0.03 -0.50 0.618
Rank -0.61 0.45 -0.08 -1.36 0.174
Education 1.26 0.73 0.15 1.73 0.084
Experience 0.30 0.70 0.04 0.42 0.672
Salary -0.13 0.65 -0.02 -0.19 0.847

Note. SC: standardized coefficients, SE: standard error, UC: unstandardized coefficients

3.3.2 Perceived dictatorial leadership style

When the employees were asked to express their opinions on the democratic leadership style, the

distribution of their opinions are shown in Table 7.
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Table 7

Distribution of the opinions of the employees on the dictatorial leadership style

SD

D

N

A

SA

10

Statement

The manager is committed to
carrying out the work
according to the rules and
routine laws

The manager refuses to
delegate powers that could
be delegated in his absence
The manager follows the
approach of tight control and
close follow-up of workflow
The manager relies on their
official authority to compel
you to carry out work orders
and instructions.

The manager tracks your
mistakes while overlooking
the mistakes of your closest
co-workers or praising them
The manager follows the
method of punishment in the
event of a mistake or failure
to act

The manager at the only one
who makes decisions

The manager ignores your
personal needs and desires to
work

The manager often ignores
your opinions and
suggestions regarding to
work unless they align with
their personal vision

The manage limits your
freedom to participate in
scientific seminars or work
related to training workshops
to complete daily tasks in the
required time

25

13

19

60

37

41

46

41

42

%

2.2

7.8

4.0

5.9

18.6

115

12.7

14.3

12.7

13.0

13

80

59

69

108

93

101

110

101

93

%

4.0

24.8

18.3

21.4

335

28.9

31.4

34.2

31.4

28.9

41

131

66

66

79

84

66

56

70

87

%

12.7

40.7

20.5

20.5

245

26.1

20.5

17.4

21.7

27.0

189

69

147

110

38

74

83

71

75

52

%

58.7

21.4

45.7

34.2

11.8

23.0

25.8

22.0

23.3

16.1

72

37

58

48

%

22.4

5.3

115

18.0

115

10.6

9.6

121

10.9

14.9

Note. SD: Strongly disagree, D: Disagree, N: Neutral, A: Agree, SA: Strongly agree

This study's mean perceived dictatorial leadership style score was 30.7

+

7.1.

Additionally, the scores were significantly higher for female employees with lower

education and less than 3000 NIS. Details of the differences in the perceived dictatorial

leadership style scores are shown in Table 8.
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Table 8

Differences in the perceived dictatorial leadership style scores among the employees

Variable n % Mean SD p-value
Gender
Male 135 41.9 29.0 7.3 <0.001
Female 187 58.1 32.0 6.7
Age (years)
22-30 49 15.2 30.5 6.9
31-40 78 24.2 30.4 6.9
41-50 137 425 31.2 7.1 0.799
51-60 58 18.0 30.3 7.6
Profession
Physician 63 19.6 28.6 6.3
Allied mr?rdolﬁfsls?gr? clinical 59 18.3 30.8 6.9
Pharmacist 23 7.1 32.0 94 0.107
Nurse/midwife 85 26.4 315 6.7
Management/health services 92 28.6 31.1 7.3
Rank
Director 8 2.5 30.6 7.4
Head of department 25 7.8 26.7 7.4
Head of division 38 11.8 30.8 8.1 0.065
Employee 22 6.8 315 6.6
Unclassified employee 229 71.1 31.1 6.9
Educational level
Primary education 19 5.9 33.6 8.1
Secondary education 18 5.6 33.9 4.8
Diploma 76 23.6 32.2 7.6 0.005
Bachelor's degree 179 55.6 29.6 6.7
Master or PhD 30 9.3 30.0 7.2
Length of experience (years)
<5 60 18.6 30.9 6.6
6-11 73 22.7 29.7 6.9
12-19 84 26.1 31.0 7.2 0581
>20 105 32.6 31.1 7.4
Salary (NIS)
<2000 27 8.4 33.3 6.6
2000-2900 23 7.1 329 8.0
3000-3900 55 17.1 31.2 6.4 0.048
4000-4900 98 30.4 30.7 6.8
>5000 119 37.0 29.5 7.4

Note. NIS: New Israeli Shekel, PhD: Doctor of Philosophy

Multiple linear regression was used to control confounding variables and to identify the
variables that could predict higher perceived dictatorial leadership style scores. The
model showed that higher perceived dictatorial leadership style scores could be predicted

by being female in gender, as shown in Table 9.
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Table 9

Predictors of higher perceived democratic leadership style scores

Variable uC SE SC t p-value
Gender 2.69 0.79 0.19 3.41 0.001
Age -0.64 0.66 -0.09 -0.97 0.330
Profession -0.06 0.32 -0.01 -0.20 0.844
Rank 0.33 0.39 0.05 0.83 0.405
Education -0.78 0.63 -0.10 -1.23 0.219
Experience 111 0.61 0.17 1.82 0.070
Salary -0.70 0.57 -0.12 -1.23 0.219

Note. SC: standardized coefficients, SE: standard error, UC: unstandardized coefficients

3.3.3 Perceived Laissez-Faire leadership style

When the employees were asked to express their opinions on the Laissez-Faire leadership

style, the distribution of their opinions is shown in Table 10.
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Table 10

Distribution of the opinions of the employees on the Laissez-Faire leadership style

SD D N A SA

#  Statement n % n % n % n % n %
The manager allows the
whole freedom to use
1 suitable techniques and 11 34 35 109 54 168 156 484 66 20.5
methods in executing
tasks
The manager tends to
delegate authority by
2 giving a great deal of 29 90 8 267 89 276 94 292 24 75
freedom in  making
decisions
There is no control of the
manager over the
workers, spreading chaos
and lethargy.
The manager evades his
4  responsibilities at work 77 239 127 394 57 177 42 130 19 59
and fails to manage crises
The manager leaves you
the  mechanism  for
5 coordinating the work 22 6.8 47 146 66 205 140 435 47 146
between you and the
others
The manager acts
haphazardly without

68 21.1 161 500 67 208 14 43 12 37

6 . 48 149 141 438 67 208 44 137 22 6.8
clearly setting priorities
and goals
The manager avoids

7 Interfering in resoing o, 158 119 370 94 202 42 130 16 50

conflicts and problems
between workers
The manager neglects to
take any actual actions or
8 decisions on topics 33 10.2 117 36.3 115 357 32 99 25 7.8
discussed  during a
lengthy meeting
The work is running
normally  when  the

9 . . 6 19 23 71 38 118 162 503 93 289
manager is absent without
problems
The manager hesitates to

10 2pply the penalty against oo g1 143 30 194 354 64 199 15 47

those who fail to complete
their work

Note. SD: Strongly disagree, D: Disagree, N: Neutral, A: Agree, SA: Strongly agree
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This study's perceived Laissez-Faire leadership style score was 29.3 £ 4.6. Additionally,
the scores were significantly higher for management/health services employees or
nurses/midwives. Details of the differences in the perceived Laissez-Faire leadership style
scores are shown in Table 12 in Appendix H

Multiple linear regression was used to control confounding variables and to identify the
variables that could predict higher perceived Laissez-Faire leadership style scores. The
model showed that higher perceived Laissez-Faire leadership style scores could be
predicted by having more extended experience, as shown in Table 13 in Appendix H.

3.3.4 Perceived transformational leadership style

When the employees were asked to express their opinions on the transformational
leadership style, the distribution of their opinions are shown in Table 14 in Appendix H.

This study's perceived transformational leadership style score was 34.0 + 8.9.
Additionally, the scores were significantly higher for male employees, physicians or
nurses/midwives, directors or heads of departments, and had a bachelor’s degree or
higher. Details of the differences in the perceived transformational leadership style scores
are shown in Table 15 in Appendix H.

Multiple linear regression was used to control for confounding variables and to identify
the variables that could predict higher perceived transformational leadership style scores.
The model showed that higher perceived transformational leadership style scores could
be predicted by being male in gender and having higher education, as shown in Table 16

Perceived transactional leadership style

When the employees were asked to express their opinions on the transactional leadership
style, the distribution of their opinions are shown in Table 17 in Appendix H.

This study's perceived transactional leadership style score was 25.5 + 5.1. Additionally,
the scores were significantly higher for employees who were pharmacists or
nurses/midwives and had a master's or PhD. Details of the differences in the perceived
transactional leadership style scores are shown in Table 18 in Appendix H.

Multiple linear regression was used to control the confounding variables and to identify
the variables that could predict higher perceived transactional leadership style scores. The
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model showed that higher perceived transactional leadership style scores could be

predicted by high education, as shown in Table 19 in Appendix H.

3.4 Job satisfaction of the employees

When the employees were asked to express their opinions on their level of job

satisfaction, the distribution of their opinions is shown in Table 20 in Appendix H.

In this study, the job satisfaction score was 83.6 + 16.0. Additionally, the scores were
significantly higher for employees who were male, directors or heads of departments, had
bachelor’s degrees or higher, had more extended experience, and earned 4000 NIS or
more. Details of the differences in the job satisfaction scores are shown in Table 21 in
Appendix H.

Multiple linear regression was used to control confounding variables and to identify the
variables that could predict higher job satisfaction scores. The model showed that higher
job satisfaction scores could be predicted by being male in gender, having higher rank,

and having higher education, as shown in Table 22 in Appendix H.

3.5 Correlation between perceived managerial leadership style and job satisfaction

scores of the employees

This study showed a significant positive correlation between job satisfaction scores and
perceived transformational leadership style scores. Additionally, there was a moderate
positive correlation between job satisfaction scores and perceived democratic leadership
style scores. Similarly, there was a low to moderate positive correlation between job
satisfaction scores and perceived transactional leadership style scores. On the other hand,
there was a negative correlation between job satisfaction scores and perceived dictatorial
leadership style scores. Details of these correlations are shown in Table 23 in Appendix.

H and Figure 2.
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Figure 2

Relationship between the independent and dependent variables

Democratic leadership

Dictatorial leadership

Job Transformational leadership

satisfaction

Transactional leadership

Controlling variable

(Socio-demographic
characteristics)

Scores of the leadership styles significantly correlated with job satisfaction scores were
included in a multiple linear regression model to assess the strength of the association.
Job satisfaction scores were strongly associated with perceived democratic leadership,
transformational style, and transactional leadership scores, as shown in Table 24 in
Appendix H.
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Chapter Four

Discussions and Conclusions

Improving working conditions and job satisfaction of healthcare professionals have been
set as top priorities by different healthcare authorities worldwide (Niskala et al., 2020).
In Palestine, the Ministry of Health cooperated with all healthcare sector stakeholders and
prepared the National Health Policy for 2017-2022 (Salman & Rockenschaub, 2018). The
policy was planned to provide comprehensive, quality, and affordable healthcare for all
through reforming the health insurance system, ensuring the financial sustainability of the
healthcare system, improving the quality of the healthcare services provided, promoting
equality, promoting preventive health services, improving public awareness and healthy
behaviors, introducing the family health approach, enhancing programs for the
management of non-communicable diseases, and implementing related national policies
(Salman & Rockenschaub, 2018). It has been argued that the success of this policy needs
effective and wise leadership. This would ensure the effective allocation of resources
(including human resources) and improve healthcare providers' performance and job
satisfaction. This study investigated perceived leadership styles and job satisfaction
among employees of Jenin Health Directorate using the multi-factor leadership and job
satisfaction scales. The findings of this study showed significant associations between
sociodemographic variables, perceived leadership styles, and job satisfaction.

In this study, the multi-factor leadership scale was shown to be internally consistent, as
indicated by an overall Cronbach’s alpha of 0.82. The composite reliability of the
different domains was > 0.80, indicating that the scale was reliable. When Cronbach’s
alpha was calculated using the items for each leadership style separately, the values were
> (0.70 for all leadership styles except the Laissez-Faire leadership style. The overall
Cronbach’s alpha and Cronbach’s alpha values of the different domains indicated that the
multi-factor leadership scale was internally consistent and suitable for assessing
perceived leadership styles among employees of the Jenin Health Directorate.

The findings of this study were consistent with those previously reported on the validity
and reliability of the multi-factor leadership scale (Antonakis et al., 2003; Kirkbride,
2006; Saleem, 2015). The findings of this study add to the validity, reliability, and



suitability of using the multi-factor leadership scale in different settings and among

different populations.

Similarly, the overall Cronbach’s alpha of the job satisfaction scale was 0.90, indicating
a high overall internal consistency. Additionally, Cronbach’s alpha values of the different
domains of the scale were acceptable, and the composite reliability of the different
domains of the job satisfaction scale was > 0.80, indicating that the scale was reliable.
These values told that the job satisfaction scale was internally consistent and suitable for
assessing job satisfaction among employees of Jenin Health Directorate. The findings of
this study were consistent with those previously reported on the validity and reliability of
the job satisfaction scale (Saleem, 2015; Spector, 1997). The findings of this study add to
the validity, reliability, and suitability of using the job satisfaction scale in different

settings and among different populations.

The results of this study pointed out that the mean of perceived democratic and
transformational leadership style scores were 34.4 + 8.1 and 34.0 * 8.9, respectively. In
contrast, the study participants perceived transactional leadership style as the least score,
25.5 £ 5.1. At the same time, the job satisfaction score in the Jenin Health Directorate
was 83.6 £ 16.0. Interestingly, this study found that job satisfaction positively correlated
with perceived transformational, democratic, and transactional leadership styles, while
job satisfaction negatively correlated with a perceived dictatorial leadership style. The
findings of this study could be informative to decision-makers interested in improving
job satisfaction and retention of skilled healthcare employees in the healthcare system in
the Jenin Directorate.

This means that the democratic leadership style is one of the most prevalent styles in the
Jenin Health Directorate, along with the transformational leadership style. The results
also indicated a medium positive correlation between perceived managerial democratic
leadership style and job satisfaction.

This result is consistent with those of Hisham (2019); Salem & Muammar (2015); Zhang
(2018). Another study was conducted on faculty members in private Jordanian
universities on the effect of democratic leadership on job satisfaction, which also agreed
with the results of our study. A positive correlation between democratic leadership and

job satisfaction for university members (Aljamal & Abd Wahid, 2020; Mahbob, 2015)
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also showed the existence of an effect of democratic leadership in its various dimensions
(human relations, employee participation, delegation of authority) on the performance of

human resources and job satisfaction.

The spread of democratic leadership behavior can be explained by the nature of work
conditions in the Jenin Health Directorate, as the goals are not only shared in the
directorate, but the daily tasks are also common and reciprocal. The results depend on
joint cooperation, and this requirement can only be achieved through democratic
leadership, which requires leaders to coordinate efforts among workers, distribute tasks,
and delegate powers as much as possible, and because Health institutions are very
complex and are exposed to daily crises and problems that require continuous follow-up

and high response speed to solve any problem facing leaders and managers.

Therefore, the large responsibility that leaders and managers bear compels them to follow
the best leadership methods and forces them to establish working relationships based on
cooperation, mutual trust, and the spirit of the administrative team. Work in health
institutions depends mainly on the group, not individuals. Therefore, the democratic style

Is the most appropriate style for such institutions.

The explanation is also for the existence of a positive relationship between the democratic
style, and job satisfaction is the nature and essence of democratic leadership based on
delegating powers and expanding them as much as possible. This is considered an actual
application for employee participation in the decision-making process. The democratic
leader gives a margin of freedom. However, at the same time, he has continuous control
and follow-up, and this balance contributes to the stability of the employee, taking into
account the individual differences between employees in distributing tasks and
emphasizing the public interest. This action, in turn, contributes to increasing belonging,

loyalty and job stability, and thus should be reflected in satisfaction staff greatly.

The results also indicated that there is a high significant positive correlation between
transformational leadership and job satisfaction. This result is supported by the study of
Musinguzi et al. (2018), as the results showed a positive relationship between
transformational leadership and (job satisfaction, teamwork, & motivation). Also,
supported by Alonderiene & Majauskaite (2016); Asghar & Oino (2018); Salem (2015).

In the same field, Al-Sharif (2015) concluded that there was a statistically significant
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relationship between the degree of the practice of transformational leadership by
secondary school principals and the job satisfaction of workers with a high degree. Al-
Shanti (2017) approved that transformational leadership with its dimensions (individual
considerations, charismatic influence) fundamentally impacts the quality of work-life and
job satisfaction.

This is attributed to the fact that health organizations are dynamic. This, in turn, led to a
change in the form of interaction between health organizations and the environment in
which they operate, whether at the internal or external level. These changes require the
presence of leaders who are more open to change and innovation. This leadership style
emphasizes changing the convictions and orientations of individuals and transforming
them through understanding the leader and adapting it to the needs and motives of
individuals and helps them to develop themselves and develop work methods constantly.
It's the perfect influence of a leader that formulates a shared vision for the group and
enables it to adhere, transcending personal interests for the sake of the public interest. The
leader and subordinates cooperate in order to rise to higher levels and motivate them to
achieve common goals, as it reformulates concepts and values. Transformational
leadership fundamentally affects the lives and behaviors of subordinates and the
organization and positively affects job satisfaction.

This result is logical because this leadership style simulates the requirements of reality
and the present and is in line with the global trend and the aspirations and ambitions of
employees in various institutions, including health institutions. In addition to the above,
the transformational style is considered one of the most recent leadership styles. The
transformational leader motivates his employees to accomplish more than expected by
motivating them to be creative and innovative, encouraging them to take the initiative and
present everything that is new and is interested in developing employees by all means to
get the best out of what they have.

The transactional leadership style was the least prevalent and used in the Jenin Health
Directorate compared to other styles. The results also showed a positive correlation (low
— moderate) between this style and job satisfaction. This may be due to the lack of a clear
vision among the leaders and managers in the directorate on how to apply some

paragraphs of mutual leadership based on the exchange of reward and punishment, as this
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method is considered one of the modern leadership styles. Not all leaders have sufficient
knowledge about this style, in addition to leaders and managers adopt different leadership
styles of leadership that they may see as the most appropriate to deal with their
subordinates and their adoption of more traditional styles, such as the democratic or
dictatorial style, which weakens the experience of a new and relatively modern leadership
style. Another reason may justify this result, as this method is linked to the principle of
reward and punishment in exchange for work; this requires continuous financial support
and incentives provided to workers. The issue may not be that simple in light of the
economic crisis, financial hardship, and the limited capabilities of the Palestinian
Authority, as providing incentives and financial support is the responsibility of the higher
authorities and the Palestinian Ministry of Health, so we note that the leaders do not give

any attention to this aspect because it is out of their power and out of their control.

Mufti et al. (2020) showed a positive association between transactional leadership and
job satisfaction among workers in non-profit organizations in Islamabad. Abdelhafiz et
al. (2016) also showed a positive relationship between transactional leadership and job
satisfaction among nursing staff working in Jordanian hospitals. Another study on health
workers in Uganda showed a positive correlation between transactional leadership and
job satisfaction (Musinguzi et al., 2018).

Some studies, like Ho et al. (2016), compared transformational leadership with
transactional leadership and found that transformational leaders had more impact on job

satisfaction than transactional leaders.

Our results were consistent with Salem & Muammar's (2015) study that there is a negative
relationship between dictatorial leadership and job satisfaction. The study's results are
inconsistent with those of Hussain et al. (2017); Machumu & Kaitila (2014), indicating

that the dictatorial leadership style was unrelated to employee job satisfaction.

The leader’s severe control method, along with discrimination, lack of justice and equality
between employees, marginalization, without delegating powers, and forcing employees
to carry out orders and instructions without allowing them to express their opinions, in
addition to the various penalties and permanent tracking of employees’ mistakes that are

not matched by rewards and incentives, and neglecting the humanitarian aspect and not
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appreciating the efforts. All of this will create a work environment full of conflict, thus,

affecting employee satisfaction.

The job satisfaction score in the Jenin Health Directorate was 83.6 £ 16.0. This means
that there is a good degree of job satisfaction among employees in the Directorate, and
the explanation for this may be many reasons, the most important of which is the age
group of most employees ranging from 35-50 years. Generally, most people in this age
group have reached a satisfactory stage in work commensurate with their aspirations, in
addition to the high salaries received by employees in the Palestinian Ministry of Health
compared to employees of other ministries. Regardless of the financial crisis and the
deduction of part of the salaries. Another reason that explains the existence of high job
satisfaction in the Jenin Health Directorate is the diversity of leadership styles used in the
directorate, on top of which is the democratic and transformational styles. In addition to
the general good and positive relations between employees, leaders, managers and co-
workers. Also, the Palestinian Ministry of Health provides a very satisfactory health
insurance system for employees. It includes many features that are superior to many
health insurance systems in other government institutions. The social prestige enjoyed by
the employees working in the health professions and the Palestinian Ministry of Health
enhances the sense of job satisfaction among the employees. In the end, one of the very
important reasons is job security. The Jenin Health Directorate is an institution affiliated
with the government sector. It is known that the government job provides security and
job stability compared to private sector institutions. It is not easy to dispense or dismiss

an employee.

The findings of this study also showed that male employees perceived their leadership as
democratic or transformational more than female employees. On the other hand, female
employees perceived their leadership as dictatorial more than male employees. This could
be related to differences in the attitudes of males and females concerning the work
environment and socio-cultural issues (Van Engen & Willemsen, 2004). Probably, male
employees were less stressed in dealing with work-related tasks. Additionally, the
employees who held manager or head of department positions also perceived their
leadership as democratic or transformational more than those who had lower ranks.

Probably, this could be explained by the lower rank of those employees. Employees with
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higher education perceived their leadership as democratic or transformational more than

those with lower education.

Similarly, the employees who had long experience and those who earned higher wages
perceived their leadership as democratic more than those with shorter experience and
lower salaries. On the other hand, employees with lower education and earned lower
salaries perceived their leadership as dictatorial more than those with higher education
and higher salaries. Interestingly in this study, when all the sociodemographic and
practice variables were included in the multiple linear regression, rank, education,
experience, and salary were no longer significantly associated. The confounding effect of
these variables could explain this. Apparently, the employees who held a higher rank, had
higher education, had long experience, and earned higher salaries were more likely to be
male in gender. Several previous studies have discussed the disproportionate distribution
of males and females in the top management of different sectors, including healthcare
(Kutlu & Akbulut, 2020; Shung-King et al., 2018). Probably, decision-makers should
consider providing more opportunities for females to hold managerial positions in

healthcare.

The findings of this study showed that the employees who were management/health
services providers or nurses/midwives perceived their leadership as Laissez-Faire
compared to the other employees. Additionally, physicians or nurses/midwives perceived
their leadership as transformational more than the other employees. On the other hand,
pharmacists and nurses perceived their leadership as transactional compared to the other
employees. Probably, this could be explained by the nature of the tasks and duties that
management/health services providers, physicians, and nurses/midwives perform
(Magbity et al., 2020; Pahi et al., 2020).

In this study, male employees, who held a higher rank, had higher education, had long
experience, and earned a high salary expressed higher job satisfaction compared to female
employees, who held a lower rank, had lower education, had short experience, and earned
low salaries. The findings reported in this study were consistent with those reported in
previous studies elsewhere among employees in healthcare (Akinwale & George, 2020;
Dilig-Ruiz et al., 2018; Halcomb et al., 2018; Lake et al., 2019; Liu et al., 2019; Niskala
et al., 2020; Saleem, 2015; van Diepen et al., 2020).
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The findings of this study could be informative to decision-makers interested in
improving job satisfaction and retention of skilled healthcare employees in the healthcare

system in the Jenin Directorate.

4.1 Conclusion

The current research investigated the relationship between the perceived managerial
leadership styles (democratic leadership, dictatorial leadership, Laissez-Faire leadership,
transformational leadership, and transactional leadership) and the level of job satisfaction
in Jenin Health Directorate. The findings showed that job satisfaction positively
correlated with perceived transformational, democratic, and transactional leadership
styles. On the other hand, job satisfaction is negatively correlated with a perceived

dictatorial leadership style.

4.2 Study limitations and related future vision

One of the most important limitations of this study is that it was applied only to the
government sector, specifically in the primary healthcare facilities of the Jenin
Governorate Health Directorate, where other sectors were not addressed. So future
research should include other health facilities such as hospitals and military medical
services or conducting the study in different private sectors, whether commercial or
educational. In addition to running a comparative study to gain a deeper understanding

and obtain better results that can be generalized.

4.3 Recommendations

Based on the research results, the researcher presents a set of recommendations that
hopefully will benefit the managers in the Jenin Health Directorate and those interested
in the field of research in general.

Conduction of future research in Hospitals and other health centers in all districts and
cities in Palestine and Guiding managers and designees to have administrative flexibility
in dealing with their subordinates and to choose the most appropriate leadership style
based on the nature of the circumstances and the existing situation and not stick to one
leadership style.

Also recommended Intensifying efforts of policymakers in health sectors to make the
needed developments in the field of leadership through holding courses, workshops, and

53



seminars and training managers and heads of departments to provide them with the
necessary skills that enable them to use the best and most appropriate leadership methods
with subordinates and appoint managers and department heads based on specific
qualifications, so that the right person is in the right place, It is also essential Designing
and or modifying a new compensation system, after studying Raising the level of wages
and salaries for employees to match the requirements of the high cost of living and
distribution of rewards based on the level of performance and positive behavior of
employees and Using models to measure the level of job satisfaction and include them
within the Health directorate's plans to identify the factors affecting the job satisfaction
of employees according to their different job categories.

Finally, giving more opportunities for women to hold managerial leadership positions.
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List of Abbreviations

Abbreviation Meaning

ANOVA Analysis of variance

MLQ Multifactor leadership questionnaire
MR Magnetic resonance

NGO Non-governmental organization

NIS New Israeli Shekel

PHC Primary health care

PhD Doctor of Philosophy

SPSS Statistical Package for Social Science

55



References
Abdelhafiz, 1. M., Alloubani, A. M. D., & Almatari, M. (2016). Impact of leadership

styles adopted by head nurses on job satisfaction: a comparative study between
governmental and private hospitals in Jordan. Journal of nursing management,
24(3), 384-392 .

Abdullah, M. 1., Huang, D., Sarfraz, M., Ivascu, L., & Riaz, A. (2021). Effects of internal
service quality on nurses’ job satisfaction, commitment and performance:

Mediating role of employee well-being. Nursing Open, 8(2), 607-619 .

Akinwale, O. E & ,.George, O. J. (2020). Work environment and job satisfaction among
nurses in government tertiary hospitals in Nigeria. Rajagiri Management
Journal, 14(1), 71-92. https://doi.org/10.1108/RAMJ-01-2020-0002

Al-Haija, Y. F. A., Mahamid, H., & Abd Al-Gani, Y .M. (2021). The Impact of
Leadership Style on Science and Mathematics Teachers’ Satisfaction in
Palestinian Arab Society's Schools in Israel. LINGUISTICA ANTVERPIENSIA,
2485-2507 .

Al-Shanti, M. (2017). The relationship between leadership styles and organizational
commitment: job satisfaction as a mediating variable. Al-Quds Open University

Journal of Administrative Research, 2 .(7)

Al-Sharif, S. (2015). The degree of transformational leadership practice by secondary
school principals in Taif Governorate and its relationship to teachers' job
satisfaction Umm Al-Qura University .[

Alblooshi, M., Shamsuzzaman, M., & Haridy, S. (2021). The relationship between
leadership styles and organisational innovation. European Journal of Innovation
Management, 24(2), 3 .370-38https://doi.org/10.1108/EJIM-11-2019-0339

Aljamal, H. Y., & Abd Wahid, N. (2020). The Moderating Effect of Managerial of
Innovation on Leadership Styles and Job Satisfaction in Jordanian University
Private .

Alloubani, A., Akhu-Zaheya, L., Abdelhafiz, I. M., & Almatari, M. (2019). Leadership
styles’ influence on the quality of nursing care. International Journal of Health
Care Quality Assurance, 32(6), 1022-1033. https://doi.org/10.1108/IJHCQA-

06-2018-0138
56


https://doi.org/10.1108/RAMJ-01-2020-0002
https://doi.org/10.1108/EJIM-11-2019-0339
https://doi.org/10.1108/IJHCQA-06-2018-0138
https://doi.org/10.1108/IJHCQA-06-2018-0138

Aloisio, L. D., Coughlin, M., & Squires ,J. E. (2021). Individual and organizational
factors of nurses' job satisfaction in long-term care: A systematic review.
International Journal of Nursing Studies, 123, 104073.

https://doi.org/https://doi.org/10.1016/j.ijnurstu.2021.104073

Alonderiene, R & ,.Majauskaite, M. (2016). Leadership style and job satisfaction in
higher education institutions. International Journal of Educational

Management .

Algahtani, A., Nahar, S., Almosa, K., Almusa, A. A., Al-Shahrani, B. F., Asiri, A. A., &
Algarni, S. A .(2021) .Leadership styles and job satisfaction among healthcare
providers in primary health care centers. Middle East Journal of Family
Medicine, 19 .(3)

Alrubaysh, M. A., Alshehri, M. H., Alsuhaibani, E. A., Allowaihiq, L. H., Alnasser, A.
A., & Alwazzan ,L. (2022). The leadership styles of primary healthcare center
managers and center performance outcomes in Riyadh, Saudi Arabia: A
correlational study. J Family Community Med, 29(1), 56-61.
https://doi.org/10.4103/jfcm.jfcm_400 21

Alsaqga, H. H., & Akyirek ,C. E. (2021). Assessment of organizational culture types,
leadership styles and their relationships within governmental and non-
governmental hospitals in Gaza Strip of Palestine. BMC Health Services
Research, 21(1), 356. https://doi.org/10.1186/s12913-021 1-06351-

Antonakis, J., Avolio, B. J., & Sivasubramaniam, N. (2003). Context and leadership: an
examination of the nine-factor full-range leadership theory using the Multifactor
Leadership Questionnaire. The Leadership Quarterly, 14(3), 261-295.
https//:doi.org/https://doi.org/10.1016/S1048-9843(03)00030-4

As-Sadeq, H. A., & Khoury, G. C. (2006). Leadership styles in the Palestinian large-scale
industrial enterprises. Journal of Management Development, 25(9), 832-849.
https://doi.org/10.1108/02621710610 692043

Asghar, S., & Qino, I. (2018). Leadership Styles and Job Satisfaction. Market Forces, 13
(1), 1-13. Available at SSRN 3197150 .

57


https://doi.org/https:/doi.org/10.1016/j.ijnurstu.2021.104073
https://doi.org/10.4103/jfcm.jfcm_400_21
https://doi.org/10.1186/s12913-021-06351-1
https://doi.org/https:/doi.org/10.1016/S1048-9843(03)00030-4
https://doi.org/10.1108/02621710610692043

Ashford, S. J., & Sitkin, S. B. (2019). From problems to progress: A dialogue on
prevailing issues in leadership research. The Leadership Quarterly, 30(4), 454-
460. https://doi.org/https://doi.org/10.1016/j.leaqua.2019.01.003

Aydin, 1., & Ozmutaf, N. M. (2021). Distributed leadership in healthcare: Exploring its
impacts on technical quality. International Journal of Healthcare Management,
14(4), 1509-1517. https://doi.org/10.1080/20479700.2020.1788342

Azar, F. E., & Asiabar, A. S. (2015). Does leadership effectiveness correlates with
leadership styles in healthcare executives of Iran University of Medical
Sciences. Medical journal of the Islamic Republic of Iran, 29, 166 .

Bass, B. M. (1999). Two Decades of Research and Development in Transformational
Leadership. European Journal of Work and Organizational Psychology, 8(1), 9-
32. https://doi.org/10.1080/135943299398410

Batniji, O., Aljeesh, Y., EI-Ashgar, N., & Abu Mustafa, A. (2020). Leadership Styles in
Health Crisis among NonGovernmental Hospital in Gaza Strip a Case Study: Al-
Quds Hospital in Palestinian Red Crescent Society. COJ Nursing & Healthcare .

Clarke, N . (2007). Workplace Learning Environment and its Relationship with Learning
Outcomes in Healthcare Organizations. Human Resource Development
International, 8(2), 185-205. https://doi.org/10.1080/13678860500100228

Cummings, G. G., Lee, S., Tate, K., Penconek ,T., Micaroni, S. P. M., Paananen, T., &
Chatterjee, G. E. (2021). The essentials of nursing leadership: A systematic
review of factors and educational interventions influencing nursing leadership.
International Journal of Nursing Studies, 115, 103842.

https://doi.org/https://doi.org/10.1016/j.ijnurstu.2020.103842

De Brin, A., O’Donovan, R., & McAuliffe, E. (2019). Interventions to develop
collectivistic leadership in healthcare settings: a systematic review. BMC Health
Services Research, 19(1), 72. https://doi.org/10.1186/s12913-019-3883-x

DelLay, L., & Clark, K. R. (2020). The relationship between leadership styles and job
satisfaction: a survey of MR technologists’ perceptions. Radiologic technology,
92(1), 12-22 ..

58


https://doi.org/https:/doi.org/10.1016/j.leaqua.2019.01.003
https://doi.org/10.1080/20479700.2020.1788342
https://doi.org/10.1080/135943299398410
https://doi.org/10.1080/13678860500100228
https://doi.org/https:/doi.org/10.1016/j.ijnurstu.2020.103842
https://doi.org/10.1186/s12913-019-3883-x

Deng, G., Zhao, D., Lio, J., Chen ,X., Ma, X,, Liang, L., & Feng, C. (2019). Strategic
elements of residency training in China: transactional leadership, self-efficacy,
and employee-orientation culture. BMC Medical Education, 19(1), 355.
https://doi.org/10.1186/s12909-019-1792-7

Deng, G ,.Zhao, D., Lio, J., Ma, X., Liang, L., & Feng, C. (2020). Linking hospital culture
to the training performance of residents: The roles of leader-member exchange
and transactional leadership style. Journal of Evaluation in Clinical Practice,
26(1), 92-100 .https://doi.org/https://doi.org/10.1111/jep.13204

Deng, Y., Cherian, J., Ahmad, N., Scholz, M., & Samad, S. (2022). Conceptualizing the
Role of Target-Specific Environmental Transformational Leadership between
Corporate Social Responsibility and Pro-Environmental Behaviors of Hospital
Employees. International journal of environmental research and public health,
19(6), 3565. https://www.mdpi.com/1660-4601/19/6/3565

Deshpande, S., Sahni, S., Karemore, T., Joshi, J., & Chahande, J. (2018). Evaluation of
relationship between leadership style and job satisfaction amongst healthcare
professionals. MedEdPublish. doi, 10 .

Dilig-Ruiz, A., MacDonald, I., Demery Varin, M., Vandyk, A., Graham, I. D., & Squires,
J. E. (2018). Job satisfaction among critical care nurses: A systematic review.

International Journal of Nursing Studies, 88, 123-134.
https://doi.org/https://doi.org/10.1016/j.ijnurstu.2018.08.014

Duan, X., Ni, X., Shi, L., Zhang, L., Ye, Y., Mu, H., Li, Z., Liu, X,, Fan, L., & Wang, Y.
(2019). The impact of workplace violence on job satisfaction, job burnout, and
turnover intention: the mediating role of social support. Health and quality of
life outcomes, 17(1), 1-10 .

Fries, A., Kammerlander, N., & Leitterstorf, M. (2021). Leadership Styles and Leadership
Behaviors in Family Firms: A Systematic Literature Review. Journal of Family
Business Strategy, 12(1), 100374.

https://doi.org/https://doi.org/10.1016/j.jfbs.2020.100374

Gifford, W. A., Squires, J. E., Angus, D. E., Ashley, L. A., Brosseau, L., Craik, J. M.,
Domecq, M.-C., Egan, M., Holyoke, P., Juergensen, L., Wallin, L., Wazni, L.,

& Graham, 1. D. (2018). Managerial leadership for research use in nursing and
59


https://doi.org/10.1186/s12909-019-1792-7
https://doi.org/https:/doi.org/10.1111/jep.13204
https://www.mdpi.com/1660-4601/19/6/3565
https://doi.org/https:/doi.org/10.1016/j.ijnurstu.2018.08.014
https://doi.org/https:/doi.org/10.1016/j.jfbs.2020.100374

allied health care professions: a systematic review. Implementation Science,
13(1), 127. https://doi.org/10.1186/s13012-018-0817-7

Graham, R. N. J., & Woodhead, T. (2021). Leadership for continuous improvement in
healthcare during the time of COVID-19. Clinical Radiology, 76(1), 67-72.
https://doi.org/https://doi.org/10.1016/j.crad.2020.08.00 8

Halcomb, E., Smyth, E., & Mclnnes, S. (2018). Job satisfaction and career intentions of
registered nurses in primary health care: an integrative review. BMC Family
Practice, 19(1), 136. https://doi.org/10.1186/s12875-018-0819-1

Hayati, D., Charkhabi ,M., & Naami, A. (2014). The relationship between
transformational leadership and work engagement in governmental hospitals
nurses: a survey study. SpringerPlus, 3(1), 25. https://doi.org/10.1186/2193-
1801-3-25

Hisham, B. (2019). The impact of the leadership style of department heads on job
satisfaction Direct subordinates of the Algerian Economic Corporation Case
study of the unit of juice and canning food, Naqous - Batna niversity Mohamed
Khider -Biskra .[

Hisham, R., Palil, M. R., Nowalid, W., & Ramli ,M. R. (2019). Islamic leadership and
transparency practices in takaful organization. Asian Journal of Accounting and
Governance, 11, 1-13 .

Ho, T., Dinh, T., & Vu, M. (2016). Transformational and transactional leadership styles
and employees’ job satisfaction in Vietnamese local companies. International

Review of Management and Business Research, 5(3), 938-950 .

Hsiao, J.-M., & Lin, D.-S. (2018). The impacts of working conditions and employee
competences of fresh graduates on job expertise, salary and job satisfaction.
Journal of Reviews on Global Economics, 7, 246-259 .

Hussain, A. H., Ahmad, S., Malik, M., & Batool, A. (2017). Principals' Leadership Styles
and Teachers' Job Satisfaction: A Correlation Study at Secondary Level. Bulletin
of Education and Research, 39(3), 45-56 .

i Sola, G. J., i Badia, J. G., Hito, P. D., Osaba, M. A. C., & Garcia, J. L. D. V. (2016).
Self-perception of leadership styles and behaviour in primary health care. BMC

Health Services Research, 16 .
60


https://doi.org/10.1186/s13012-018-0817-7
https://doi.org/https:/doi.org/10.1016/j.crad.2020.08.008
https://doi.org/10.1186/s12875-018-0819-1
https://doi.org/10.1186/2193-1801-3-25
https://doi.org/10.1186/2193-1801-3-25

Idelji-Tehrani, S., & Al-Jawad, M. (2019). Exploring gendered leadership stereotypes in
a shared leadership model in healthcare: a case study. Medical Humanities,
45(4), 388. https://doi.org/10.1136/medhum-2018-011517

Igbal, Z., Adeel, M., & Khan, M. M. (2021). The Effect of Leadership Styles (Laissez-
Faire, Transactional and Transformational Leadership) on Employees Job
Satisfaction: A Case Study on Banking Sector of Pakistan. Elementary
Education Online, 20(2), 1387-1387 .

Joshi, B. S. (2019). Leadership Style Paradigm Shift in Hospital Industry: Need of the
Day, in Comparison with Hospitality Industry. Journal of Health Management,
21(1), 141-153. https://doi.org/10.1177/0972063418822195

Kanat-Maymon, Y., Elimelech, M., & Roth, G. (2020). Work motivations as antecedents
and outcomes of leadership: Integrating self-determination theory and the full
range leadership theory. European Management Journal, 38(4), 555-564.
https://doi.org/https://doi.org/10.1016/j.emj.2020.01.003

Karem, M. A., Mahmood, Y. N., Jameel, A. S., & Ahmad ,A. R. (2019). The effect of job

satisfaction and organizational commitment on nurses’ performance. Journal of

Humanities and Social Sciences Reviews. elSSN, 2395-6518 .

Khan, M. A., Ismail, F. B., Hussain, A., & Alghazali, B. (2020). The Interplay of
Leadership Styles, Innovative Work Behavior, Organizational Culture, and
Organizational Citizenship Behavior. SAGE Open, 10(1), 2158244019898264.
https://doi.org/10.1177/2158244019898264

Kim, H. Y. (2013). Statistical notes for clinical researchers: assessing normal distribution
(2) using skewness and kurtosis. Restor Dent Endod, 38(1), 52-54.

https://doi.org/10.5395/rde.2013.38.1.52

Kinzl, J. F., Knotzer, H., Traweger, C., Lederer, W., Heidegger, T., & Benzer, A. (2005).
Influence of working conditions on job satisfaction in anaesthetists. British
Journal of Anaesthesia, 94(2), 211-215 .

Kirkbride, P. (2006). Developing transformational leaders: the full range leadership
model in action. Industrial and Commercial Training, 38(1), 23-32.
https://doi.org/10 00197850610646016/1108.

61


https://doi.org/10.1136/medhum-2018-011517
https://doi.org/10.1177/0972063418822195
https://doi.org/https:/doi.org/10.1016/j.emj.2020.01.003
https://doi.org/10.1177/2158244019898264
https://doi.org/10.5395/rde.2013.38.1.52
https://doi.org/10.1108/00197850610646016

Koo, H., & Park, C. (2018). Foundation of leadership in Asia: Leader characteristics and
leadership styles review and research agenda. Asia Pacific Journal of
Management, 35(3), 697-718. https://doi.org/10.1007/s10490-017-9548-6

Kutlu, G., & Akbulut, Y. (2020). Attitudes towards female managers in hospitals: Case
study of Turkey. International Journal of Healthcare Management, 13(supl),
212-220. https://doi.org/10.1080/20479700.2018.1498219

Lake, E. T., Sanders, J., Duan, R., Riman, K. A., Schoenauer, K. M., & Chen, Y. (2019).
A Meta-Analysis of the Associations Between the Nurse Work Environment in
Hospitals and 4 Sets of Outcomes. Med Care, 57(5), 353-361.
https://doi.org/10.1097/mlr.0000000000001109

Liu, J., Zhu, B., Wu, J & ,.Mao, Y. (2019). Job satisfaction, work stress, and turnover
intentions among rural health workers: a cross-sectional study in 11 western
provinces of China. BMC Family Practice, 20(1), 9.

https://doi.org/10.1186/s12875-019-0904-0

Lorber, M., & Skela Savic, B. (2012). Job satisfaction of nurses and identifying factors
of job satisfaction in Slovenian Hospitals. Croatian medical journal, 53(3), 263-
270 .

Luu, T. T., Rowley, C., Dinh, C. K., Qian, D., & Le, H. Q. (2019). Team Creativity in
Public Healthcare Organizations: The Roles of Charismatic Leadership, Team
Job Crafting, and Collective Public Service Motivation. Public Performance &
Management Review, 42(6), 1448-1480.

https://doi.org/10.1080/15309576.2019.1595067

Machumu, H. J., & Kaitila, M. M .(2014) .Influence of Leadership Styles on Teachers'
Job Satisfaction: A Case of Selected Primary Schools in Songea and Morogoro
Districts, Tanzania. International Journal of Educational Administration and
Policy Studies, 6(4), 53-61 .

Magbity, J. B., Ofei ,A. M. A., & Wilson, D. (2020). Leadership Styles of Nurse
Managers and Turnover Intention. Hospital Topics, 98(2), 45-50.
https://doi.org/10.1080/00185868.2020.1750324

62


https://doi.org/10.1007/s10490-017-9548-6
https://doi.org/10.1080/20479700.2018.1498219
https://doi.org/10.1097/mlr.0000000000001109
https://doi.org/10.1186/s12875-019-0904-0
https://doi.org/10.1080/15309576.2019.1595067
https://doi.org/10.1080/00185868.2020.1750324

Mahbob. R. (2015). The impact of democratic leadership on the performance of human
resources: a case study University Mohamed Khider -Biskra .|

Mathad, J. S., Reif, L. K., Seo, G., Walsh, K. F., McNairy, M. L., Lee, M. H., Hokororo,
A., Kinikar, A., Riche, C. T., Deschamps, M. M., Nerette, S., Nimkar, S.,
Kayange, N., Jaka, H., Joseph, G ,.Morona, D., Peter, T. Y., Suryavanshi, N.,
Fitzgerald, D. W., & Downs, J. A. (2019). Female global health leadership: data-
driven approaches to close the gender gap. Lancet, 393(10171), 521-523.
https://doi.org/10.1016/s0140-6736(19)30203-x

Morsiani, G ,.Bagnasco, A., & Sasso, L. (2017). How staff nurses perceive the impact of
nurse managers’ leadership style in terms of job satisfaction: a mixed method

study. Journal of nursing management, 25(2), 119-128 .

Mufti, M., Xiaobao, P., Shah, S. J., Sarwar ,A., & Zhenging, Y. (2020). Influence of
leadership style on job satisfaction of NGO employee: The mediating role of
psychological empowerment. Journal of Public Affairs, 20(1), e1983 .

Mulenga, R. M., Nzala, S., & Mutale, W. (2018). Establishing common leadership
practices and their influence on providers and service delivery in selected
hospitals in Lusaka province, Zambia. J Public Health Afr, 9(3), 823.

https://doi.org/10.4081/jphia.2018.823

Musinguzi, C., Namale, L., Rutebemberwa, E., Dahal, A., Nahirya-Ntege, P & ..
Kekitiinwa, A. (2018). The relationship between leadership style and health
worker motivation, job satisfaction and teamwork in Uganda. J Healthc
Leadersh, 10, 21-32. https://doi.org/10.2147/jhl.s147885

Nienaber, H. (2010). Conceptualisation of management and leadership. Management
Decision, 48(5), 661-675. https://doi.org/10.1108/00251741011043867

Niskala, J., Kanste, O., Tomietto, M., Miettunen, J., Tuomikoski, A.-M., Kyngas, H., &
Mikkonen, K. (2020). Interventions to improve nurses' job satisfaction :A
systematic review and meta-analysis. Journal of Advanced Nursing, 76(7), 1498-
1508. https://doi.org/https://doi.org/10.1111/jan.14342

Omar, B., & Zakarya, S. (2021). Leadership creatif et ses effets sur la performance des
travailleurs dans les entreprises, étude de 1’état de la sociét¢é NAFTAL, centre

d’asphalte, zone industrielle d’Ain Séfra, 1’ Algérie .
63


https://doi.org/10.1016/s0140-6736(19)30203-x
https://doi.org/10.4081/jphia.2018.823
https://doi.org/10.2147/jhl.s147885
https://doi.org/10.1108/00251741011043867
https://doi.org/https:/doi.org/10.1111/jan.14342

Pageaux, B. (2016). Perception of effort in Exercise Science: Definition, measurement

and perspectives. European Journal of Sport Science, 16(8), 885
.894-https://doi.org/10.1080/17461391.2016.1188992

Pahi, M. H., Ahmed, U., Sheikh, A. Z., Dakhan, S. A., Khuwaja, F. M., & Ramayah, T.
(2020). Leadership and Commitment to Service Quality in Pakistani Hospitals:
The Contingent Role of Role Clarity. SAGE Open, 10(4), 2158244020963642.
https://doi.org/10.1177/2158244020963642

Perez, J. (2021). Leadership in Healthcare: Transitioning From Clinical Professional to
Healthcare Leader. Journal of Healthcare Management, 66(4).
https://journals.lww.com/jhmonline/Fulltext/2021/08000/Leadership_in_Healt
hcare__Transitioning_From.7.aspx

Rahmat, R., Ramly, M., Mallongi, S., & Kalla, R. (2019). The leadership style effect on
the job satisfaction and the performance. Asia Pacific Journal of Management
and Education (APJME), 2 .(1)

Saleem, H. (2015). The Impact of Leadership Styles on Job Satisfaction and Mediating
Role of Perceived Organizational Politics. Procedia - Social and Behavioral
Sciences, 172, 563-5609.
https://doi.org/https://doi.org/10.1016/j.sbspro.2015 01.403.

Salem, A., & Muammar, D. (2015). Leadership behavior and its relationship to the level
of job satisfaction among workers in national institutions Hamma Lakhdar
Eloued University .[

Salem, A., Muammar, D. (2015). Leadership behavior and its relationship to the level of
job satisfaction among workers in national institutions Hamma Lakhdar Eloued

University .[

Salman, R., & Rockenschaub, G. (2018). Palestine. In Family Practice In The Eastern
Mediterranean Region (pp. 317-326). CRC Press .

Shung-King ,M., Gilson, L., Mbachu, C., Molyneux, S., Muraya, K. W., Uguru, N., &
Govender, V. (2018). Leadership experiences and practices of South African
health managers: what is the influence of gender? -a qualitative, exploratory
study. International Journal for Equity in Health, 17(1), 148.

64


https://doi.org/10.1080/17461391.2016.1188992
https://doi.org/10.1177/2158244020963642
https://journals.lww.com/jhmonline/Fulltext/2021/08000/Leadership_in_Healthcare__Transitioning_From.7.aspx
https://journals.lww.com/jhmonline/Fulltext/2021/08000/Leadership_in_Healthcare__Transitioning_From.7.aspx
https://doi.org/https:/doi.org/10.1016/j.sbspro.2015.01.403

https://doi.org/10.1186/s12939-018-0859-0

Sobaih, A. E. E., & Hasanein, A. M. (2020). Herzberg’s theory of motivation and job
satisfaction: Does it work for hotel industry in developing countries? Journal of
Human Resources in Hospitality & Tourism, 19(3), 319-343.

https://doi.org/10.1080/15332845.2020.1737768

Sow, M. (2017). The relationship between leadership style, organizational culture, and
job satisfaction in the US healthcare industry. Manag Econ Res J, 3(2017), 1 .332

Specchia, M. L., Cozzolino, M. R., Carini, E., Di Pilla, A., Galletti, C., Ricciardi, W., &
Damiani, G. (2021). Leadership styles and nurses’ job satisfaction. Results of a
systematic review. International journal of environmental research and public
health, 18(4), 1552 .

Spector, P. E. (1997). Job satisfaction: Application, assessment, causes, and
consequences (Vol. 3). Sage .

Siiriict, L., & Sagbas, M. (2021). The impact of leadership styles on job satisfaction: A
study of the hospitality industry .Yonetim Bilimleri Dergisi, 19(40), 323-346 .

Sweeney, A., Clarke, N., & Higgs, M. (2019). Shared Leadership in Commercial
Organizations: A Systematic Review of Definitions, Theoretical Frameworks
and Organizational Outcomes [https://doi.org/10.1111/ijmr.1 .[2181

International Journal of Management Reviews, 21(1), 115-136.
https://doi.org/https://doi.org/10.1111/ijmr.12181

van Diepen, C., Fors, A., Ekman, I., & Hensing, G. (2020). Association between person-
centred care and healthcare providers’ job satisfaction and work-related health:
a scoping review. BMJ Open, 10(12), e042658.

https://doi.org/10.1136/bmjopen-2020-042658

Van Engen, M. L., & Willemsen, T. M. (2004). Sex and Leadership Styles: A Meta-
Analysis of Research Published in the 1990s. Psychological Reports, 94(1), 3-
18. https://doi.org/10.2466/pr0.94.1.3-18

Van Wart, M., Roman, A., Wang, X., & Liu, C. (2019). Operationalizing the definition
of e-leadership: identifying the elements of e-leadership. International Review

65


https://doi.org/10.1186/s12939-018-0859-0
https://doi.org/10.1080/15332845.2020.1737768
https://doi.org/10.1111/ijmr.12181
https://doi.org/https:/doi.org/10.1111/ijmr.12181
https://doi.org/10.1136/bmjopen-2020-042658
https://doi.org/10.2466/pr0.94.1.3-18

of Administrative Sciences, 85(1), 80-97.
https://doi.org/10.1177/0020852316681446

Wei, H., & Watson, J. (2019). Healthcare interprofessional team members' perspectives
on human caring: A directed content analysis study. International Journal of
Nursing Sciences, 6(1), 17-
23.https://doi.org/https://doi.org/10.1016/j.ijnss.2018.12.001

Williams-Elegbe, S. (2018). Systemic corruption and public procurement in developing
countries: are there any solutions? Journal of Public Procurement, 18(2), 131-
147. https://doi.org/10.1108/JOPP-06-2018-009

Youcef, S., Ahmed, B., & Sidahmed, S. (2016). The Impact of Job Satisfaction on
Turnover Intention by the Existence of Organizational Commitment, and Intent
to Stay as Intermediates Variables Using approach PLS in Sample Worker
Department of Transport Saida. 198-202.

https://doi.org/10.5923/j.mm.20160606.03

Zhang, C. (2018). Relationship between leadership styles and job satisfaction in luxury
retail project .

Zhang, S. X., Liu, J., Afshar Jahanshahi, A., Nawaser, K., Yousefi, A., Li, J & ,.Sun, S.
(2020). At the height of the storm: Healthcare staff’s health conditions and job
satisfaction and their associated predictors during the epidemic peak of COVID-
19. Brain, Behavior, and Immunity, 87, 144-146.

https://doi.org/https://doi.org/10.10/16j.bbi.2020.05.010

66


https://doi.org/10.1177/0020852316681446
https://doi.org/10.1108/JOPP-06-2018-009
https://doi.org/10.5923/j.mm.20160606.03
https://doi.org/https:/doi.org/10.1016/j.bbi.2020.05.010

Appendices

Appendix A

The questionnaire

An-Najah National University
Dear colleagues

We present to you this questionnaire that | conducted to identify (the leadership style and its
relationship to the level of job satisfaction in the Jenin Health Directorate), in order to
complete the requirements for obtaining a master’s degree in the Public Health
Administration Program at An-Najah National University. We Kkindly request you to
objectively answer the paragraphs they contain by putting a tick (V) in the place that suits
your personal perception. Note that this data will be used only for scientific research, as there
Is no risk of participating in it. Your responses will remain confidential and will be shared in
an aggregated format. It is allowed to specify individual responses so that we guarantee you
the confidentiality of your participation, and you have the right to withdraw whenever you
like from the study. We are confident in your cooperation and support for scientific research.

| ask you to answer the first section related to the demographic characteristics of the
participants, then move on to answering the questions related to the second section, which is
related to the leadership styles used in the Jenin Health Directorate. The third section is
related to job satisfaction and evaluation by placing a tick (V) according to the strength of the
degree that you think is appropriate.

We would like to inform you that participation in filling out this questionnaire does not
exceed (15) minutes, which we hope for the accuracy of the assessment and strength of focus.

Researcher: Haneen Obead/ Jenin Governorate Health Directorate
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Section (1): Please choose the answers related to your socio-demographic and job-
related factors

Please put a tick () in the appropriate box:

1. Gender: 2. Age:
Male A- From (22-30) Years Old
Female B - |:| From (31-40) Years Old
C- I:l From (41-50) Years Old
D - From (51-60) Years Old
3. Job Title: 4. Supervisory Title:
A - |:| Doctor A- Department Manager
B - I:l Allied Medical Professions and B- l:l Head of The Department
Clinical Support C- I:l Division Officer
(Pharmacist Assistant, Radiology, D- Administrative Employee
Laboratory, Occupational Therapy, E- An Employee (Without A
Psychology) Supervisory Title)
C- Pharmacy
D- I:l Nursing and Midwifery
E- Administrators and Health
Services
5 . Academic Qualifications: 6. Years Of Experience (Within The
Directorate):
A - Primary Stage
A- I:l < (5) Years
B- Secondary school
C. |:| Diploma B - From (6-11) Years Old
D- I:l Bachelor's Degree C- From (12-19) Years Old
E - Master's Degree and Above D- 2(20) Years
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.7 Salary:

A - < 2000 shekels
B- From 2000 to 2900 shekels
C- From 3000 to 3900 shekels
D- I:l From 4000 to 4900 shekels
E- > 5000 shekels

Section (2)
Questionnaire to Determine the (leadership Style)

Please put a tick () in the column containing the strength of the degree that fits
.Jyour perception of the leadership style adopted by your (direct) manager

Number

Leadership Style Phrases

Strongly
agree(5)

Agree(4)

Neutral (3)

Disagree(2)

Strongly
disagree(1)

your colleagues.

When allocating work tasks, your
manager considers your capabilities and
individual differences between you and

creativity and innovation.

Your manager encourages you to take
the initiative and develops your

and suggestions regarding the work

Your manager asks for your opinions

occasions.

Your manager attends your social

Your manager gives you sufficient
powers to help you to solve work
problems without referring back to him.

decision.

Your manager is keen to have you
participate in the decisions making in
your field of work but keeps the
authority for himself in making the final

workers.

Your manager allows you to rotate work
or swap tasks between you and your co-
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Your manager is keen on cooperating
with your co-workers and coordinating
efforts with them.

Your manager uses phrases of praise to
support your psychological and human
needs.

10

Your manager holds meetings with you
and exchanges opinions and suggestions
about your work problems.

Number

Leadership Style Phrases

Strongly
agree(5)
Agree(4)

Neutral (3)

Disagree(2)

Strongly
disagree(1)

Your manager must carry out the work
according to the rules and laws routinely
followed.

12

Your manager refuses to delegate
powers that could be delegated in his
absence.

13

Your manager follows the approach of
tight control and close follow-up of
workflow.

14

Your manager relies on their official
authority to compel you to carry out
work orders and instructions.

15

Your managers track your mistakes at
work but ignore the mistakes of your
Colleagues who praise them and try to
get close to them.

16

Your manager uses the method of
punishment if you make a mistake or
neglect at work.

17

Your manager is the only one who
makes decisions without consulting you
on matters related to your work.

18

Your manager ignores your personal
needs and desires related to work

19

Your manager often ignores your
opinions and suggestions regarding
work unless they align with their
personal ideas and vision
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20

Your manager limits your freedom to
participate in scientific seminars or
work related to training workshops to
complete daily tasks in the required time

Number

Leadership Style Phrases

Strongly
agree(b)
Agree(4)

Neutral (3)

Disagree(2)

Strongly
disagree(1)

N

1

Your manager gives you absolute
freedom to use the method and
procedures that suit you in carrying out
tasks.

22

Your manager tends to delegate
authority by giving a great deal of
freedom in making decisions.

23

There is no control of the manager over
the workers, spreading chaos and
lethargy.

24

Your manager evades his
responsibilities at work and fails to
manage Crises.

25

Your manager leaves you the
mechanism for coordinating the work
between you and the others

26

Your manager acts haphazardly without
clearly setting priorities and goals.

27

Your manager avoids interfering in
resolving conflicts and problems that
may occur between you and your co-
workers.

28

Your manager neglects to take any
actual actions or decisions regarding the
topics  discussed during lengthy
meetings.

29

The work is carried out normally if your
manager is absent from work without
problems.

30

Your manager is reluctant to enforce
penalties for negligent employees at
work.
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Number

Leadership Style Phrases

Strongly agree(5)

Agree(4)

Neutral (3)

Disagree(2)

Strongly
disagree(1)

Your manager devotes all efforts
towards achieving the public interest
rather than focusing on his personal
interests.

32

Your manager has an attractive inspiring
personality able to influence others.

33

Your manager encourages you to give
your opinions and suggestions and
motivates you to do your best
concerning work problems.

34

Your manager accepts change and
encourages you to take the initiative to
come up with new and creative ideas.

35

Your manager sympathizes with
employees by assigning difficult and
easy tasks according to their abilities to
achieve them.

36

Your manager gives attention to all
employees  without prejudice or
discrimination.

37

Your manager focuses on education,
training, and continuous development to
raise your level of efficiency at work

38

Your manager trusts your ability to
achieve work goals and motivates you to
do more.

39

Your manager focuses on working as a
team and collectively.

Your manager motivates you to adhere
to ethical values and do the right thing.

Number

Leadership Style Phrases

Strongly agree

()
Agree (4)

Neutral (3)

Disagree (2)

Strongly

disagree (1)
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41

Your managers set goals for you to
accomplish at work.

42

Your manager explains how the work
will be performed and how the desired
goals will be achieved.

43

Your manager tells you the rewards you
will get when achieving your goals.

44

Your manager rewards you based on the
efficiency of your performance at work.

45

Your manager informs you of the
penalties that will be taken against you
if you neglect or fail to work.

46

The manager punishes you when you do
poorly at work.

47

Your manager tells you about your
mistakes at work and takes corrective
action.

48

Your manager only intervenes when
problems become complex or out of
control.

Section (3)

Questionnaire to Determine the Level (Job Satisfaction)

Please put a tick (V) in the column that contains the strength of the degree that

fits your perception (your job satisfaction) about the job

3
[<B] - o
. S o |2 |8 |8
ko . . . (4] ~ — (<5 2
£ job satisfaction phrases >5 g < o T ~
S o | = = (=) >~
z c (@) > 8 o)
s |< |2 |g |5
& =
(17)
Work environment and conditions
49 | I'm satisfied with my work conditions in
the directorate in general.
50 |1 have a safe and comfortable place
(office equipment, good lighting, good
ventilation) at work to accomplish the
required tasks.
51 | | enjoy the time | spend at work more

than the time | spend outside of work.
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52

I'm satisfied with the advantages of the
health Insurance system granted as an
employee in the health sector compared
to health insurance systems in other
government institutions.

53

If necessary, I'm ready to work
overtime.

54

Itis unlikely that I will quit the job when
having the opportunity with similar
working conditions.

Relationship with co-workers

55

I consult my co-workers in solving some
problems that | encounter at work.

56

My relationship with all co-workers is
based on mutual respect, away from
conflicts.

57

| communicate with my close co-
workers outside official working hours.

58

Working within a team is one factor that
helps me raise my performance level at
work.

Wages and salaries

59

| feel satisfied with the salary | receive
compared to the number of tasks | do.

60

| feel satisfied with the salary | receive
compared to the number of tasks I do.

61

| feel satisfied with the salary | receive
per month compared to the salaries of
employees in other government sectors.

Incentive and promotions

62

| have gotten my right to bonuses,
promotions, and grades according to
government labor laws and regulations.

63

| see that the promotion method is fair
and equal to opportunities in my
department.

Annual performance appraisal

64

| think the annual performance appraisal
form is commensurate with the nature
and conditions of my work compared to
the work conditions of my colleagues.
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65

I will be informed of the annual
performance evaluation results, and
allow me to see them.

66

Allows me to discuss and review with
my line manager the results of my
annual performance appraisal if they do
not match my expectations.

67

| believe that the result of my annual
performance is satisfactory and reflects
the reality of my performance at work.

68

| am satisfied with the attendance and
departure control system and follow-up
work.

69

The human resources department
provides me with the information | need
satisfactorily.

Relationship with

manger

70

My relationship with my manager is
based on mutual respect.

71

My manager takes my opinions and
suggestions  regarding work into
consideration.

72

| get appreciation and praise from my
manager if | achieve the performance
required of me at work.

73

| get the chance to make some decisions
about my work.
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Appendix B

The Arabic questionnaire
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Appendix C

Names of the arbiters for the questionnaire

Number Arbitrator's Occupation University
name Name

1 Fathallah PhD Of Business Management Al Quds Open
Ghanem University

2 Shaher Obaid PhD Business Administration and Al- Quds Open
Public Administration Human University

Resources

3 Fawaz Hamad PhD Economic and Finance, Hospital Arab American
Management University

4 MounirElI- | e Al- Quds Open
Gamaal University
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Appendix G
Formal written consent form

Acknowledgement of consent to participate in the research In English and
Arabic

I, the undersigned, have read and understood the information provided to me about the
research, and all my questions have been satisfactorily answered. | agree to participate in
this research while reserving the right to withdraw from the research at any time without
reason and without prejudice against me in any way.

It has been informed of the objectives of the research, the data that will be collected, and
how to deal with this data after the completion of the research.

I understand that all information provided or collected about me will be treated in the
strictest confidence and will not be made public in any way that could lead to my identity.
| also agree that research data may be published subject to the confidentiality of
information as mentioned above.

Signature: ---------------------
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Appendix H

Tables
Table 11
Summary of the reviewed studies
Author Purpose Study design Sample Tools Result
Studies At the International Level
* Studied leadership styles have a positive and
To determine the influence of significant relationship with employees' job
leadership styles (Laissez-Faire, satisfaction.
(Igbal et al., transactional and transformational Cross-sectional (150) banking Questionnaire * The Laissez-Faire leadership style is less important
2021) leadership) on employees' job employees than the transactional and transformational
satisfaction in the banking sector in leadership styles.
Pakistan. * Leaders commonly use transformational leadership
to motivate and support their staff.
To analyze th? relatlonsfhlp between * Transformational & transactional leadership
managers' leadership styles . - L o : .
- . A Survey of (1000) American qualities had significant positive correlations with
(transformational, transactional, and . . . . . .
(DelLay & . - o . . MR Society of . . overall job satisfaction with large effect sizes.
laissez-faire) with job satisfaction . . . Questionnaire o X .
Clark, 2020) . . . Technologists Radiologic * A significant negative correlation has been found
According to the point of view of . . . . .
2 . Perceptions Technologists between the laissez-faire leadership style and overall
technologists in magnetic resonance ; . ; ; : X
LY . . job satisfaction with a simple effect size.
(MR) imaging departments in America.
To explore .the Impact of Ieaderghlp *Transactional leadership is not as effective on job
styles (Laissez-faire Leadership, - - . .
N . . satisfaction as transformational leadership
(Stricu & Transactional Leadership, (500) employees of . . .
N : A conceptual . . . . *Transformational leadership positively affects the
Sagbas, Transformational five-star hotels in Questionnaire . > .
. : . . model job satisfaction
2021) Leadership) on job satisfaction of Alanya . o .
. . . «-Faire leadership did not have any effect on job
employees working at five-star hotels in . X
satisfaction
Alanya, Turkey.
To examine the leadership style effect (400) m.dIVIdual.s In * The leadership style significantly positively affects
. . . ) . the regional office : : .
(Rahmat et on job satisfaction and performance in Causal field . . . job satisfaction and performance.
- . . of the regional Questionnaire
al., 2019) the regional office of the regional research

government of Maros - Indonesia.

government in
Maros

* The leadership style through job satisfaction has a
positive and significant impact on performance.




(Mufti et al.,
2020)

(Deshpande
etal., 2018)

(Musinguzi
etal., 2018)

(Zhang,
2018)

(Sow, 2017)

To assess the influence of leadership
style (transactional & transformational
leadership) on job satisfaction of NGO

employees in Islamabad &Peshawar-

Pakistan and knowing the mediating

role of psychological empowerment.

To assess the relationship between
leadership style styles (transformational,
transactional, and laissez-faire) and job

satisfaction amongst healthcare
professionals in VSPM Dental College-
Nagpur.

To identify the relationship between
leadership style (transformational,
transactional, and laissez-faire
leadership styles) and Motivation of
health workers, job satisfaction, and
Teamwork in Uganda.

To examine the effect of different types
of leadership styles (autocratic
leadership, democratic leadership,
laissez-faire leadership, transactional
leadership, and transformative
leadership styles) on employee job
satisfaction in luxury retail project in
Shanghai- China.

To investigate the relationship between
leadership style, organizational culture,
and work satisfaction in healthcare
facilities in the United States.

Cross-sectional

A descriptive
method with a
self-report
survey
instrument

Cross-sectional

Descriptive
quantitative
Explanatory
and cross-
sectional

Quantitative
method with a
correlational
design

(319) workers

(157) employees

(564) health
workers

(30) workers

(111) healthcare
employees

Questionnaire

Questionnaire

Questionnaire

Questionnaire

Questionnaire

* Transformational leadership style has a substantial
relationship with job satisfaction, and the impact is
partially mediated by psychological empowerment.
* There is a positive association between
transactional leadership and job satisfaction.
* A negative relationship between transactional
leadership and psychological risks.

* Transformational and transactional leadership
were positively related to job satisfaction, but one of
the sub-categories in transactional leadership
(management by exception) was negatively
correlated with job satisfaction.

* Laissez-faire leadership styles were shown to be
adversely associated with job satisfaction.

* There is a preference for transformational
leadership, with a percentage of 62 percent,
compared to transactional leadership with 42
percent and laissez-faire leadership with the lowest
percentage of 14 percent among workers.

* Transformational leadership was positively
correlated with motivation & job satisfaction in
teamwork, while transactional leadership was
positively correlated with job satisfaction.

* Laissez-faire leadership was negatively correlated
with job satisfaction. It had no significant effect
* There is a positive relationship between the
leadership styles (transformational and democratic
leadership) with employee job satisfaction.

» a moderately negative relationship between
autocratic and transactional leadership and job
satisfaction.

* Negative correlation between laissez-faire
leadership and job satisfaction.

* When organizational culture characteristics were
considered, an apparent effect of transformational
leadership on job satisfaction disappeared.
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To describe staff nurses’ perceptions
related to the leadership styles adopted
by their nurse leaders and to detect
leadership behavior that achieves job
satisfaction among the nursing staff.

To identify the self-perception of
behaviors and leadership styles among
public health care managers and also to

determine the effect of the leadership
style (transformational transactional and
laissez-faire leadership styles) on job
satisfaction efficiency and willingness
to work in a team in the Barcelona
Health Area, in addition, to determine
the relationship between
transformational and transactional styles
according to age gender profession type
of manager years of management
experience and the type of organization.

(Morsiani et
al., 2017)

(Solaetal.,
2016)

To assess leadership style for hospital
managers through self-assessment and
to define the correlation between
leadership styles and healthcare
executives’ leadership readiness and
effectiveness.

(Azar &
Asiabar,
2015)

To determine the relationship between
Leadership styles (transformational,
transactional, and laissez-faire) and job
satisfaction among healthcare staff in

(Algahtani et
al., 2021)

Multi-factor
Leadership
Questionnaire
and three focus
groups.

87 staff nurses
(MLQ) and 27 staff
nurses (three focus

groups)

Questionnaire
and (3) focus

group

Cross-sectional (258) managers Questionnaire

All 96 internal
leaders from 16
hospitals.
(Chief executive
officers hospital
administers and
chief financial
officers, chief
operational
officers, chief
nursing officer, and
nursing educational
supervisors)
Studies At the National Level

(25) primary
healthcare centers
managers and (300)
PHC employees

Cross-sectional Questionnaire

Cross-sectional

approach Questionnaire

* Most nurse leaders used a transactional leadership
style (Management by exception) which had a
negative impact on staff nurses’ levels of job
satisfaction.
* Transformational leadership style is mainly
associated with work satisfaction for nurse staff.

* The findings revealed that managers perceived
themselves as transformative and transactional
leaders.

* Both transactional and transformational leadership
styles are associated with efficiency and job
satisfaction.

* In terms of the profession, nurses had a stronger
transactional leadership style than transformational
leadership style compared to physicians.

* Considering gender, men obtained the lowest
results in the transactional style

* Transformational leadership was the pervasive
style among healthcare executives.

* There was a significant correlation between
leadership readiness and transformational leadership
style.

* a significant correlation between leadership
effectiveness and transformational and transactional
style has been reported.

* The transformational leadership style was the most
commonly adopted among the leaders, followed by
the transactional leadership style, notably the
management-by-exception.
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(Hisham et
al., 2019)

(Omar &
Zakarya,
2021)

(Youcef et
al., 2016)

(Salem,
2015)

primary healthcare centers in Aseer,
Saudi Arabia.

To test the impact of the leadership
style (dictatorial style, democratic style,
and laissez-faire) of department heads
on job satisfaction among direct
subordinates in the Algerian economic
institution.

To examine the impact of Leadership
style (dictatorial style, democratic style)
and its impact on job satisfaction among

workers in the Naftal Company, the
center of the gas district in Ain Al-
Bayda.

To identify administrative leadership
and its role in achieving job satisfaction
for workers in the Bank of Khartoum
and Savings Bank Shendi Branch in
Sudan.

To find the dominant Leadership
behavior (dictatorial style, democratic
style, and laissez-faire) and its
relationship to the level of job

descriptive
approach

descriptive-
analytical
method

descriptive
approach

descriptive
approach

(132) direct
subordinates to the
heads of
departments

(50) worker

(40) employees

(50) administrative
employees

Questionnaire
and personal
interviews

Questionnaire

Questionnaire

interview and
questionnaire

* The laissez-faire leadership style was the least

common.

» The laissez-faire leadership style positively and
significantly correlates with most healthcare
providers' job satisfaction items, followed by

transactional leadership and, lastly, transformational
leadership

* The degree of job satisfaction was lower among

pharmacists with the least experience and the lowest
income.

* The democratic style is the most favourable
method of influencing employees, and the results
showed a difference in the leadership style's impact
on department heads' degree of job satisfaction.

* There is a noticeable discrepancy in the factors
affecting the degree of job satisfaction among
subordinates' Direct contacts with department heads,
including the leadership style used.

* There are no statistically significant differences at
the significance level in job satisfaction for the
study sample members according to age and years
of service within the institution.

* The study's results revealed a level of job
satisfaction among most employees in the company
due to the effect of the quality of leadership used.

* The results indicated that democratic leadership
affected the turnover of work, while dictatorial
leadership did not affect absenteeism from work.

* There is a relationship between successful
administrative leadership and job satisfaction.
* There is a relationship between leadership style
and a high level of job satisfaction.

* The results showed that the democratic leadership
style is dominant in the institution.
* There is a positive relationship between
democratic leadership and job satisfaction, while
there is a negative relationship between dictatorial
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(Al-Haija et
al., 2021)

(Hatem H
Alsagga &
Cagdas E
Akyurek,
2021)

(Batniji et
al., 2020)

(Al-Shanti,
2017)

satisfaction among workers in national
institutions in EI-Oued, Algeria.

Studies at the local level

To assess the Impact of Leadership
Style (Formative, Authoritarian,
Transactional, Laissez-Faire leadership
style) on Science and Mathematics
Teacher satisfaction and organizational
commitment in Palestinian Arab Society
Schools in Israel.

Quantitative
approach

To Assess organizational culture,
leadership styles (laissez-faire

! . Cross-sectional
Transformational, Transactional) and

their relationships within governmental descriptive
o method
and non-governmental hospitals in the
Gaza Strip of Palestine.
To find the dominant leadership styles
(Transformational, Transactional, Descriptive-
Charismatic Leadership) in health crisis analytical
management among healthcare cross-sectional
providers at Al-Quds hospital in Gaza design
Strip.
To investigate the relationship between
Leadership patterns and Organizational
Commitment: The Mediating Role of descriptive
Job Satisfaction and to determine the
approach

most prevalent leadership styles in the
Palestinian ministries in the southern
governorates in the Gaza strip.

(200) math and
science teachers
from Palestinian
schools in Israel

400 participants

from (3) public

hospitals and (2)
privet hospitals in

the Gaza strip.

providers working
in (Emergency
Department,
Operation Room,
and Intensive Care
Unit)

(356) employees of
the Palestinian
ministries in the

southern
governorates

Questionnaire

Questionnaire

Questionnaire

Questionnaire

leadership and job satisfaction.
* Leaders practices laissez-faire leadership at a
moderate level in the institution.
* The level of job satisfaction among employees was
moderate.

* The authoritarian style negatively affects teachers'
satisfaction and their organizational commitment in
general

* Clan and hierarchy-driven cultures were the top-
defined forms of organizational culture at hospitals
in the Gaza Strip
* Transformational leadership styles and
transactions are the most used by hospital managers.
* significant positive associations between styles of
transformation and transactional leadership and
types of organizational cultures.

* According to the study's findings, the top domain

is charismatic leadership, followed by Transactional

leadership. In contrast, transformational leadership
is the lowest level.

« Job satisfaction mediates the relationship between
transformational leadership and organizational
commitment but does not mediate the relationship
between the transactional leadership style and
organizational commitment.

* The transformational leadership style is the most
common in Palestinian ministries, and the
transactional leadership style comes next.

* No direct relationship between leadership style and
organizational commitment
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Abo-
Namous
(2016)

To investigate the degree of leadership
effectiveness and its relationship to the
creative behavior of workers in the
military medical services in the
governorates of Gaza.

Descriptive-
analytical
method

(213) workers
working in the
military medical
services

* Positive correlation between the effectiveness of
leadership and the creative behavior of employees in
the organization.
* The level of leadership effectiveness was
Questionnaire (moderate) from the point of view of employees in
the organization.
* The creative behavior was (moderate) from the
point of view of workers in the military medical
services in the governorates of Gaza.
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Table 12

Differences in the perceived Laissez-Faire leadership style scores among the employees

Variable n % Mean SD p-value
Gender
Male 135 41.9 29.3 5.0 0.967
Female 187 58.1 29.3 4.2
Age (years)
22-30 49 15.2 29.1 4.4
31-40 78 24.2 29.1 4.2 0.399
41-50 137 42,5 29.1 4.5
51-60 58 18.0 30.2 5.2
Profession
Physician 63 19.6 27.8 3.3
Allied medical and clinical profession 59 18.3 29.1 3.6
Pharmacist 23 7.1 28.9 3.8 0.029
Nurse/midwife 85 26.4 29.8 5.0
Management/health services 92 28.6 30.0 54
Rank
Director 8 2.5 29.5 3.6
Head of department 25 7.8 30.0 4.4
Head of division 38 11.8 29.7 4.6 0.810
Employee 22 6.8 29.7 5.7
Unclassified employee 229 71.1 29.1 4.5
Educational level
Primary education 19 5.9 30.9 6.8
Secondary education 18 5.6 29.8 4.8
Diploma 76 23.6 29.8 4.7 0.183
Bachelor's degree 179 55.6 28.8 4.3
Master or PhD 30 9.3 29.5 3.7
Length of experience (years)
<5 60 18.6 28.7 3.8
6-11 73 22.7 28.5 4.7
12-19 84 26.1 29.5 4.1 0.135
>20 105 32.6 30.0 51
Salary (NIS)
<2000 27 8.4 29.4 5.0
2000-2900 23 7.1 30.7 6.6
3000-3900 55 17.1 29.3 4.3 0.627
4000-4900 98 30.4 29.2 4.5
> 5000 119 37.0 29.0 4.1

Note. NIS: New Israeli Shekel, PhD: Doctor of Philosophy



Table 13

Predictors of higher perceived Laissez-Faire leadership style scores

Variable uC SE SC t p-value
Gender -0.19 0.52 -0.02 -0.37 0.715
Age -0.62 0.43 -0.13 -1.44 0.150
Profession 0.37 0.21 0.12 1.75 0.082
Rank -0.25 0.26 -0.06 -0.97 0.334
Education -0.42 0.42 -0.09 -1.00 0.318
Experience 0.81 0.40 0.20 2.02 0.044
Salary -0.07 0.37 -0.02 -0.19 0.850

Note. SC: standardized coefficients, SE: standard error, UC: unstandardized coefficients

Table 14

Distribution of the opinions of the employees on the transformational leadership style

SD D N A SA

#  Statement n % n % n % n % n %

The manager puts all efforts in
1 the public interest more than 31 96 37 115 74 230 119 370 61 189
personal one
The manager has an attractive,
2 inspiring personality, able to 32 9.9 34 106 71 220 129 401 56 174
influence others
The manager encourages the
employees to offer their opinions
and suggestions and motivates
them to do the best
The manager accepts change and
encourages individuals to take
the initiative to come up with
new creative ideas
The manager sympathizes with
employees by assigning difficult
and easy tasks according to their
abilities to complete them
The manager gives attention to
6 all employees without prejudice 42 130 53 165 73 227 115 357 39 121
or discrimination
The manager focuses his
attention, training and
continuous development to raise
the level of efficiency at work
The manager trusts the ability to
8 achieve business goals and 13 40 34 106 43 134 149 463 83 258
pushes to perform more.
The manager focuses on
teamwork.
The manager motivates to
10 inoculate ethical valuesandtodo 9 28 28 87 45 140 163 506 77 239
the right things

31 96 66 205 61 189 115 357 49 152

41 127 66 205 71 220 107 332 37 115

37 115 43 134 74 230 134 416 34 106

70 217 61 189 77 239 79 245 35 109

13 40 19 59 56 174 160 497 74 230

Note. SD: Strongly disagree, D: Disagree, N: Neutral, A: Agree, SA: Strongly agree
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Table 15

Differences in the perceived transformational leadership style scores among the employees

Variable n % Mean SD p-value
Gender
Male 135 41.9 36.1 8.8 <0.001
Female 187 58.1 32.4 8.7
Age (years)
22-30 49 15.2 34.2 8.2
31-40 78 24.2 34.3 10.0 0.473
41-50 137 42.5 33.1 8.6
51-60 58 18.0 35.2 8.6
Profession
Physician 63 19.6 35.6 8.8
Allied medical and clinical profession 59 18.3 32.9 8.8
Pharmacist 23 7.1 30.0 12.3 0.010
Nurse/midwife 85 26.4 35.9 7.4
Management/health services 92 28.6 32.8 9.0
Rank
Director 8 2.5 41.1 8.3
Head of department 25 7.8 38.3 7.9
Head of division 38 11.8 33.1 95 0.014
Employee 22 6.8 34.2 9.5
Unclassified employee 229 71.1 33.4 8.7
Educational level
Primary education 19 59 28.1 8.7
Secondary education 18 5.6 33.4 8.9
Diploma 76 23.6 32.9 8.8 0.015
Bachelor's degree 179 55.6 34.8 8.7
Master or PhD 30 9.3 35.9 9.7
Length of experience (years)
<5 60 18.6 32.9 9.1
6-11 73 22.7 34.9 9.2
12-19 84 26.1 335 9.1 0-568
>20 105 32.6 34.3 8.5
Salary (NIS)
<2000 27 8.4 30.5 9.6
2000-2900 23 7.1 35.1 9.0
3000-3900 55 17.1 32.6 8.4 0.135
4000-4900 98 30.4 34.4 8.2
> 5000 119 37.0 34.8 9.4

Note. NIS: New Israeli Shekel, PhD: Doctor of Philosophy
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Table 16

Predictors of higher perceived transformational leadership style scores

Variable uC SE SC t p-value

Gender -3.59 1.00 -0.20 -3.61  <0.001
Age 0.17 0.83 0.02 0.21 0.836
Profession 0.12 0.41 0.02 0.29 0.772
Rank -0.64 0.50 -0.08 -1.30 0.196
Education 2.00 0.80 0.21 2.50 0.013
Experience 0.24 0.77 0.03 0.31 0.759
Salary -0.61 0.72 -0.08 -0.85 0.396

Note. SC: standardized coefficients, SE: standard error, UC: unstandardized coefficients

Table 17
Distribution of the opinions of the employees on the transactional leadership style
SD D N A SA
Statement n % n % n % n % n %

The manager sets goals to be
achieved

The manager explains how the
work will be performed and the 18 56 49 152 57 177 162 503 36 112
desired goals will be achieved

The manager informs about

rewards when the desired goals 76 236 79 245 92 286 59 183 16 5.0
are achieved

The manager rewards based on
how to work is performed

The manager informs about
penalties when neglect or failure 34 106 57 17.7 78 242 114 354 39 121
happens

The manager punishes poorwork. 29 9.0 67 208 106 329 91 283 29 90
The manager tells your mistakes ,5 g5 53 71 g1 252 165 512 33 102
and takes corrective actions

The manager intervenes when

problems become complexorout 14 43 51 158 87 270 133 413 37 115
of control

9 28 34 106 52 161 186 578 41 127

82 255 78 242 8 255 63 196 17 53

Note. SD: Strongly disagree, D: Disagree, N: Neutral, A: Agree, SA: Strongly agree
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Table 18

Differences in the perceived transactional leadership style scores among the employees

Variable n % Mean SD p-value
Gender
Male 135 41.9 25.4 5.9 0.934
Female 187 58.1 25.5 4.5
Age (years)
22-30 49 15.2 24.6 55
31-40 78 24.2 26.7 4.6
41-50 137 425 25.2 5.3 0.095
51-60 58 18.0 25.2 51
Profession
Physician 63 19.6 24.5 5.6
Allied m;rdc:éz‘jsls?gr(]j clinical 59 18.3 25 4 44
Pharmacist 23 71 261 37 0.001
Nurse/midwife 85 26.4 27.2 4.5
Management/health services 92 28.6 24.3 5.7
Rank
Director 8 25 29.8 95
Head of department 25 7.8 24.4 4.8
Head of division 38 11.8 25.6 4.3 0.133
Employee 22 6.8 26.0 6.4
Unclassified employee 229 71.1 25.3 4.9
Educational level
Primary education 19 5.9 22.3 6.9
Secondary education 18 5.6 26.3 4.8
Diploma 76 23.6 25.3 5.4 0.009
Bachelor's degree 179 55.6 25.4 4.7
Master or PhD 30 9.3 21.7 5.3
Length of experience (years)
<5 60 18.6 24.6 53
6-11 73 22.7 26.3 55
12-19 84 26.1 25.2 4.9 0.249
>20 105 32.6 25.6 5.0
Salary (NIS)
<2000 27 8.4 23.7 6.1
2000-2900 23 7.1 25.3 6.8
3000-3900 55 17.1 25.2 4.3 0.067
4000-4900 98 30.4 26.6 4.4
> 5000 119 37.0 25.1 53

Note. NIS: New Israeli Shekel, PhD: Doctor of Philosophy
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Table 19

Predictors of higher perceived transactional leadership style scores

Variable uC SE SC p-value
Gender -0.06 0.59 -0.01 -0.11 0.915
Age -0.08 0.49 -0.02 -0.17 0.867
Profession 0.25 0.24 0.08 1.06 0.290
Rank 0.16 0.29 0.03 0.53 0.595
Education 1.35 0.47 0.25 2.86 0.005
Experience 0.47 0.46 0.10 1.02 0.309
Salary -0.40 0.42 -0.10 -0.94 0.348

Note. SC: standardized coefficients, SE: standard error, UC: unstandardized coefficients

Table 20

Distribution of the opinions of the employees on the job satisfaction items

Statement

SD
n %

n

D

%

n

%

%

SA
%

10

Work environment and conditions

I'm satisfied with my work
conditions in the directorate in
general

I have a safe and comfortable place
(office equipment, lighting and
ventilation) at work to accomplish
the required tasks

I enjoy the time | spend at work more
than the time | spend outside of work
I'm satisfied with the advantages of
the health insurance system granted
as an employee in the health sector
compared to health insurance
systems in other government
institutions

If necessary, I'm ready to work
overtime.

I rule out leaving work when having
the opportunity with similar working
conditions

55 171 53 165 44

42 13.0

46 14.3

27 84

85 26.4

49 15.2

48

80

53

76

53

14.9

24.8

16.5

23.6

16.5

Relationship with co-workers

I consult my co-workers in solving
some problems that | encounter at
work

My relationship with all co-workers
is based on mutual respect, away
from conflicts

I communicate with my close co-
workers outside official working
hours

Working within a team is one factor
that helps raise the level of
performance at work

12 37

10 31

4 1.2

9 28

17

12

14

19

5.3

3.7

4.3

5.9

38

69

58

33

53

35

25

44

44

13.7

11.8

21.4

18.0

10.2

16.5

10.9

7.8

13.7

13.7

125

144

87

131

78

113

178

124

157

142

38.8

44.7

27.0

40.7

24.2

35.1

55.3

385 151

48.8 103

441 108

45

50

40

53

50

54

80

14.0

155

12.4

16.5

155

16.8

24.8

46.9

32.0

33.5
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11

12

13

14

15

16

17

18

19

20

21

22

23

24

25

Wages and salaries

I feel satisfied with the salary |
receive compared to the number of 78 24.2 65 20.2
tasks I do
| feel satisfied with the salary |
receive compared to my co-workers
| feel satisfied with salary | receive
per month compared to the wages of 66 20.5 58 18.0
others in other government sectors

Incentives and promotions
I have gotten my right to bonuses-
grades according to government 62 19.3 61 189
labor laws and regulations
| see that promotion method is fair
and equal opportunities in the 62 193 89 27.6
department in which | work

69 214 54 16.8

Annual performance appraisal

I think that the annual performance

appraisal model is commensurate

with the nature and conditionsof my 43 13.4 67 20.8
work compared to the working

conditions of my co-workers

I will be informed of the results of

the annual performance evaluation 31 9.6 38 11.8
and allowed to see them

I'm allowed to discuss and review
with my line manager the results of
my annual performance appraisal if
it falls short of my expectations

I find that the result of my annual
performance is satisfactory and
reflects the reality of my
performance at work

I am satisfied with the attendance
and departure control system and 48 149 39 12.1
follow-up work

Personnel department provides me

with the information | need 38 11.8 56 17.4
satisfactorily

40 124 37 115

39 121 41 127

Relationship with managers
My relationship with my manager is 9 28 3 09
based on mutual respect
My opinions and suggestions
regarding work are taken into 17 53 43 134
account by managers
I am met with appreciation and
praise by managers for achievingthe 27 8.4 43 134
required performance at work
There is a chance to make some

decisions about my work 1650 32 99

44

65

47

50

92

103

72

73

102

51

69

38

90

57

61

13.7

20.2

14.6

155

28.6

32.0

22.4

22.7

31.7

15.8

21.4

11.8

28.0

17.7

18.9

105

105

118

100

56

91

134

134

100

139

128

143

113

127

151

32.6

32.6

36.6

31.1

174

28.3

41.6

41.6

31.1

43.2

39.8

44.4

35.1

39.4

46.9

30 93
29 9.0
33 10.2
49 152
23 71
18 5.6
47 146
38 11.8
40 124
45 14.0
31 9.6
129 40.1
59 18.3
68 21.1
62 193

Note. SD: Strongly disagree, D: Disagree, N: Neutral, A: Agree, SA: Strongly agree

Table 21
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Differences in the job satisfaction scores among the employees

Variable n % Mean SD p-value
Gender
Male 135 41.9 86.4 16.9 0.007
Female 187 58.1 81.6 15.0
Age (years)
22-30 49 15.2 80.3 13.6
31-40 78 24.2 85.2 15.3 0.070
41-50 137 42.5 82.3 15.9
51-60 58 18.0 87.4 18.5
Profession
Physician 63 19.6 86.5 15.3
Allied medical and clinical profession 59 18.3 81.3 14.6
Pharmacist 23 7.1 82.3 14.1 0.063
Nurse/midwife 85 26.4 86.5 15.9
Management/health services 92 28.6 80.9 17.4
Rank
Director 8 2.5 108.5 17.2
Head of department 25 7.8 93.4 9.2
Head of division 38 11.8 83.0 12.9 <0.001
Employee 22 6.8 85.0 14.8
Unclassified employee 229 71.1 81.6 16.1
Educational level
Primary education 19 5.9 68.7 20.8
Secondary education 18 5.6 78.2 16.6
Diploma 76 23.6 82.7 155 <0.001
Bachelor's degree 179 55.6 85.3 14.7
Master or PhD 30 9.3 88.6 16.1
Length of experience (years)
<5 60 18.6 78.8 14.4
6-11 73 22.7 82.3 16.8
12-19 84 26.1 85.1 15.2 0.025
>20 105 32.6 86.1 16.5
Salary (NIS)
<2000 27 8.4 69.6 14.8
2000-2900 23 7.1 81.8 17.0
3000-3900 55 17.1 81.1 16.9 <0.001
4000-4900 98 30.4 85.5 14.1
> 5000 119 37.0 86.8 15.5

Note. NIS: New Israeli Shekel, PhD: Doctor of Philosophy
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Table 22
Predictors of higher job satisfaction scores

Variable uC SE SC t p-value
Gender -3.92 1.74 -0.12 -2.26 0.025
Age -0.23 1.44 -0.01 -0.16 0.871
Profession 0.54 0.71 0.05 0.76 0.446
Rank -2.09 0.87 -0.14 -2.41 0.017
Education 2.98 1.39 0.18 2.14 0.033
Experience 1.42 1.35 0.10 1.05 0.293
Salary 1.04 1.25 0.08 0.83 0.406

Note. SC: standardized coefficients, SE: standard error, UC: unstandardized coefficients
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Table 23

Correlation between perceived managerial leadership style and job satisfaction scores of the employees

Democratic Dictatorial

Laissez-Faire

Transformational

Transactional

Variable leadership  leadership leadership leadership leadership
. . P '
Democratic leadership earsons -
p-value
. . . Pearson's r -0.51
Dictatorial leadership o-value <0.001 -
. . . Pearson's r -0.11 0.34
Laissez-Faire leadership o-value 0.043 <0.001 -
Transformational leadershi Pearsons 1 075 0-55 015 -
P pvalue <0001  <0.001 <0.001
Transactional leadershi Pearson's r 0.43 -0.02 0.02 0.53 i
P p-value <0.001 0.759 0.781 <0.001
Job satisfaction Pearson's r 0.64 -0.38 -0.08 0.73 0.47
p-value <0.001 <0.001 0.151 <0.001 <0.001




Table 24

Linear regression between job satisfaction scores and perceived democratic leadership,
transformational style, and transactional leadership scores

Variable ucC SE SC t p-value
Democratic leadership 0.41 0.11 0.21 3.55 <0.001
Dictatorial leadership 0.05 0.11 0.02 0.42 0.678

Transformational leadership 0.95 0.12 0.53 7.94 <0.001
Transactional leadership 0.32 0.15 0.10 2.13 0.034
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