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ABSTRACT 

With the advent of the technological revolution, economic globalization and the 

fundamental change of the social production method, human capital and social capital has 

become the key factors for a business organization to achieve competitive advantage (Li 

and Hu, 2007). This paper discusses the effect of leadership types on telecom~nunication 

organizational financial performance in Jordan. In other words. the study attempts to 

investigate whether there is a significant relationship between leadership types and 

organizational financial performance in selected telecommunication organizations in 

.lordan. The number of respondent is 120 managers of four organizations in Amman- 

Jordan. Their perspectives were translated into reports based on transformational. 

transactional and situational leadership styles. Based on regression analysis, it is clearly 

seen that there is only one independent variable that is significant which is 

transformational leadership that affecting the teleco~n~n~~nication organizational financial 

performance in Jordan. 
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CHAPTER ONE 
BACKGROUND 

1.0 INTRODUCTION 

An organization is a social set up. \vliich lias a boundary that divides it froni its environment, 

pursues its own collective goals, and controls its own performance. In a formal organization, 

interactions are rationally coordinated and directed through time on a continuous basis. The 

person at the helm of affairs is ~~sually tlie leader (Ekeland. 3005). 

Fry et al., (2005) mentioned tliat the field of performance excellence lias e~npliasized the need 

to go beyond reporting financial ~netrics to include non-financial predictors of financial 

perfonnance such as customer satisfaction. organizatiotial outpi~ts such as quality and 

delivery, process or internal operating measures. and employee com~nitment and growth. 

Recent developments in strategic scorecards. perfoniia~ice measurement and quality. also 

pointed out tlie pivotal role that employee well-being. commitment. and productivity played 

in predicting other key strategic performance indicators. Of these performance categories. 

employee commitment was tlie central and leading indicator hloreover. a high degree of 

workplace spirituality and spiritual leadership. as a dri\,cr of organizational commitment and 

productivity. is essential to optimizing organizational perli>rmancc (1'1.; and Matlicrl~,. 2006). 

Organization improve performance in order to anticipate change and dc\,elnp nc\v str~rctures. 

effectivc leadership perlbrmancc ma! I3c esscnti:il to ensrtrc tliat cha~ige lcads to incre;lsed 

effecti\/eness. efficiency and prolitabilit!. (Ti1.li11tlu. 2008). Th11<. i t  is cncollmFc l~ndcrstanding 

tlie relationship between leadership and husi~icss performance is reqi~ired. 

Maddock and Fyulton (1998) notcd tliat the le:idcrsl~ip and other organi/alic>~i proccs\e\ of tlic 

organi7ation qliol~ld he a\ thiil can cn\lll.c m:~\iml~ni prohahilit! \\ i t  hi11 all co~iim~~nication\. 



interactions and relationships with the organi;lations, each member wil l  in tlie light of hisllier 

background, values and expectations. view tlie expenses as supportive and one which can 

build and rnaintai~i hisllier personal sense worth arid importance. 

Kraines (2001) noted that the word o f  leadership i s  use in many field such as: business 

executives, educationist, social workers. and political science. Though, tliere i s  large 

difference as regards tlie exact meaning. I t  is important to differentiate het\\,een leadership as 

an organization function and as a personal quality. 

Bowery (2004) mentioned tliat it is important to differentiate between Icadersliip as personal 

quality and as organization fi~nction. The later entails special combination o f  personal 

cliaracteristics. \vliicli brings to light qualities and individuals abilities (Ro\\ery, 2004). The 

former refers to tlie distribution o f  power through out an organization and it brings to focus 

tlie pattern o f  power and authorit!, in tlie orsanization. 

Erkutlu (2008) defined 1,eadersliip as a social influence process. It invol\,es determined tlie 

group or organization's ol?jectives. encouraged hchavior in pu rs~~ i t  o f  these ol?jectives. and 

influencing group maintenance and cultt~re. I t  i s  a group plicnomenon: there are no leaders 

without follo\vers. Recar~sc o f  tliat. leaders \\,lie arc al\\,ays starid on the stem oft l ie ship: pla!, 

a vital role in group or organii-ation. Tlierefore. 1c;idcrc must be  tlic gnod image in otlicrs' 

eyes; esl.recially leader's words arc golden \\ords in tcrm o f  follo\\crs' rcspcct. l.c;~dersliip i s  

one of t l ie  necessary and importance cllaractcr-isties ova lender: it i c  one ol'tllc crt~cinl f:lctors 

tliat lead to success. This also Iiieans tli:lt if'tliosc \\,lie zot tlie lendcrsliip \\ill he the oncs \\.Iio 

keep tlie key o f  great leader. I t  i s  considered a i  :t coci;il inI111cncc 1,roces.;. 



A b d u l  Fladi (3004) ment ion that the effective o f  leadership is considered n determining factor 

i n  creating l i ig l i  performance organization. Because o f  i ts significance. leadersliip as topic lias 

receive considerable attention part icularly i n  tlie western world. beginning early this century 

and cont inuing unt i l  t l ie present. TIILIS. this study t'ocl~ses on  the evaluation o f  leadersliip and 

organizational performance. 

1.1 PROBLEM STATEMENT 

Tl ie numbers o f  industries springing LIP year ly in  Jordan are increasing. but  some industry 

unable t o  cover t l ie cost and salary fo r  tlie employee that is w h y  they force t o  close t l ie shop. 

However. many o f  them fai l  because o f  many factors have been attributed t o  t l ie performance 

o f  leadersliip. Kets (1996) pointed out that the effective o f  leadership was considered a 

determining factor i n  creating high performance f o r  the organization. Because o f  i ts 

significance. leadersliip as a topic lias received considerable attention particularl> in tlie 

western world, beginning early this centul-y and c o ~ n i r i g  unt i l  the prefent (Kets. 1996). 

Th is  study focuses on t l ie leadersliip styles and its effect on  t l ie telecommunication 

organizations' f inancial performance \vl i ich are locatcd i n  A~nman-Sordan. A m m a n  lias been 

chosen because i t  is one o f  the strongest business nerve centers i n  t l ic col~ntr>,. Tl ie n ~ ~ m b e r  o f  

organizations springin_c 11p f rom this arca is unparalleled u l i e n  compared t o  other cities in the 

count ly.  

Th is  present study also addresws leadcrsliip st! les that a f k c t  labor m:lnilgement relation.; and 

p r o d ~ ~ c t i v i t y  i n  the selectcd tc lecomnlr~nicat ion or~ani7.ations in  .lordan. 



1.2 RESEARCH QUESTIONS 

The purpose o f  this study is t o  ans\\,er the fh l lo\v ing questions: 

1 .  Is there any signif icant relationship between transforniational leadership styles and 

f inancial perfor~i iance? 

2. Is  there any signif icant relationship between transactional leadership styles and 

f inancial performance? 

3. Is  there any signif icant relationship between situational leadership styles and f inancial 

performance? 

1.3 RESEARCH OBJECTIVE 

The ob-jectives o f  the research are as in  the fo l lows: 

1 .  T o  identify if transformational Icadcrsliip styles signif icantly inf luence the f inancial 

performance. 

2. T o  identif), if transactional leadership styles signif icantly inf luence the f inancial 

performance. 

3. T o  identify if situational leadership style5 significantl!, inl luence tlie f inancial 

performance. 

1.4 SCOPE OF RESEARCH 

Erhut lu (2008) defined Icaclcr\liip as a cocial inf luencc proce\c. I t  invo l \  cs detcrm i n i n s  the 

group o r  orpn i7at ion 's  nhjcctivcc anti ncl i ic \~cc tlie Ilu\inc?s yoal. encor~r:lt.inp l>cha\ ior  in  

p i ~ r s t ~ i t  o f  tlie.ie ob.jecti\cs. and i n f l ~ i e ~ l c i n y  2rol lp maintenance and c ~ i l r r ~ r c .  Tlic~.cl*o~.c. (h i \  

study \\lor1 Id con\ idcr on tlie Icadcr\h i l l  anti o r y a ~ ~  i m t  ionn I I inanci ;~ l perf?>l.mance c \  aluntion 



regards the types of leadership that contributes tlie concept of leadersliip style in order to 

improve tlie organizational financial perfonnance in tlie management landscape. Moreover, 

tlie satisfaction of the management and employees with the utilizing of the new style of 

Leadership in order to improve the organizational financial perforniarice Inanagenients would 

be measured. The Amman organizations are evaluated based on the adopted new style of 

Leadership to affected labor management relations and productivity for management 

landscape. 

1.5 SIGNIFICANCE AND LIMITATION OF THE RESEARCH 

This study provides an alternative and value-add approach which related to tlie st~ldy on 

leadersliip and organi7ational perfonnance by utilizing the concept of leadersliip style. The 

implementation of leadership and organizational financial perfortnance Iiopefullq wou Id be 

increased tlie status of tlie organizations management profession as a wholc. 

Second. this study contributes tlie current body of knowledge for tlic leadership and 

organizational financial performance for tlie telecommunication industry. 

It is bclieved that this stud! will be of immense importance beca115e it will rcieal tlie 

relationship bet\\een leadership and or~ani7ational financial perfol-mance i n  tlie sclected 

telecom~n~lliication organi7ations of Jordan in and Iio\\ Icndersliip ct! le could bc applied to 

organi7ations bearing in mind the en\ ironnlentnl difl'crcnces. Secondl~.  it \ \ i l l  he of great 

impoltance to thc student of business administration \\ho ma! he lieadiny organi7atio1is after 

their studies. 



Finally. this s t u d  will enable mana~ement and leaders of organizations to become aware of 

the factors that actually moti~ate their employees to low and high productivit) in their work 

areas. 

1.6 SUMMARY 

This chapter explains the background of the study and research proble~ns related to the 

leadership and organi7ational financial performance i n  Jordanian organi7ations that should be 

solved which gives ~notivatio~i to this study. The objective of this study is to analye the 

relationship between leadership and organi7ational financial perfor~nancc in .lordanian 

teleco~nm~~nication organizations. 



CHAPTER TWO 
LITERATURE REVIEW 

2.0 INTRODUCTION 

Former views about leadership illustrate tliat it is seen as a personal capability. flo\s~ever. 

base on opinion of Messick and Kranier (3004) tliat the degree to which individuals' cxliibits 

leadership depends on tlie characteristics and personal abilities. cliaracteristics of tlie location 

and environment in which he finds himself. Furthermore, Messick and Kramer (2004) 

explained tliat since human beings could become members of an organization in order to 

achieve certain personal ob.jectives. tlie extent to \vIiicli they are active members depends on 

how they are convinced tliat tlieir menibersliip will enable them to achieve their 

predetermined ob.jectives. Therefore an individual will support an organization if lie believes 

that through it. his personal ohiectives and goals could be met. if not the person's interest in 

the organization will decline. 

According to 1,ondon (2001 1. ob.jectives assist e\ecutivc~ in pcrfor~ning Icader\liip roles b\ 

providing tlie basis for uniting tlie efforts of tlie \vorkers uitliin the organi7ation. It \\as 

further stressed tliat achieving set ob.jecti\,es help to sive identit) to an oryani7ation as \\ell as 

recognition and status. 

As mentioned b ~ .  Duhrin (2007). tlicrc arc ditTcrcnt classcs of nccds. Tlicsc include: 

pliysical. social and egoistic needs. FIo\\,c\,cr. job satisfaction is o f  cn ass(>ci3tcd \+.it11 l i i~~i ia~i  

need and condition. l.eadersliip has hecn linked to mana=ernent as it invol\:es directing. 

controlling to an  estent tlie nat~ll-c. degree. estent and pass? of ac.ti\,itics and cl,:~ngcs 

occurring \\'itliin tlic oryarlijl;ttion. hlanagenicnt as ;i process iq rootctl ill tllc intcr;tctinns of 



people at work directed towards maximization of efficiency and scarce resources: labor, 

machines. raw materials and information (I-loover ci. a/., 200 1 ). 

In context, leadership development can be viewed as tlie planned experience, guided growth 

and training opportunities provided for those in position of authority. To this effect tlie leader 

of a small scale business should recognize that their responsibilities include perfoniiing 

management function. wliicli according to Dubrin (2007) are planning. organizing. directing, 

controlling and co-ordination of all activities as they relate to the activities of the firm in 

order to achieve the firni's objectives. 

Paley (2004) explained that planning is a process of looking ahead to determine tlie course of 

action(s) a firin or organi7ation will follow to acliieve its ob-jectives. Botli short and long tcrni 

plans sho~lld be duly considered for an organization's success. The contributor further 

buttressed that organizing as a function involves correlating tlie basic components ol'tlie tirtii: 

people. tasks and ~iiatcriaJs so that they fi>llo\v atid align with tlie set goals and ob-jectives. 

2.1 TYPES OF LEADERS 

Leaders are individuals who exert influence to help nieet group goals. flow eve^.. there 

are two types of leaders. tlic first one is forln;~I Icntlcrs and tlic second nnc is inforninl Ic:~dcrs. 

I Formal leaders - are niembers o f  an olpani7ation that are gi\,cn n~~tliorit! by a11 

organ i7ation to influence otlier organ i7at ionnl ~~ ic~ i ihc r s  to accotiipl id olg:r1ii7atio1iaI goals. I t  

can refer to poliiicnl or business Icader\liip. 



i Infornia l  leaders - have no  formal j o b  responsibi l i ty t o  inf luence others but  can 

sometimes exert as much and sometimes more  inf luence as formal leaders due t o  special 

sk i l ls  o r  talents. However. this type o f  leaders more seen i n  friendships. 

Goldman (2006) noted t l iat t l ie  leaders o r  managers were given bir th t o  and not  made; 

possibly they came f rom a specific fami ly  o r  lineage. l'lierefore. t l iere is o n l y  one specific 

fo rm o f  leadership style. Alt l iougli .  later stirdies focusing on  behavioral point  o f  v i e w  o f  both 

leaders and subordinates i n  actual work  sititation showed that there exist different forrns o f  

leadership styles. 

2.2 LEADERSHIP STYLES 

l'liere are a number o f  different styles o f  leadersliip and management that are based on  

different theories. The individuals s t ~ l e  w i l l  be use based on  a cornbination o f  their beliefs, 

values and preferences. as we l l  as t l ie organizational culture and nonns wh ich  \\ill encourage 

some styles and discourage others. 

2.2.1 TRANSFORMATIONAL LEADERSHIP 

T o  use t l i is approach in  t l ie workforce. one must f irst understand exactly what  

transformational leadersliip is. I n  t l ie simplest terms. transformational leadership is a process 

that changes and t ransfor~ns indi \ : id~~als (Nortliousc. 2001 ). I n  other \vords. transformational 

leadership is t l ie ab i l i t y  t o  get people t o  ivnnt to  change. t o  impro i~e.  and to be led. 

Northouse (2001) defined tliat tl ie transformational leadership is a process tliat c l i a n g e ~  and 

transfot-ms indiv i t l t~als.  Addit ional. the t r a ~ i s t i ~ ~ . ~ i i ; i t i o ~ i a l  1~ ; rdc rs I i i ~  i s  t l ie ahilit!' t o g e t  j )co l? l~  

t o  imprcwe. t o  change and to  be led. 11 in\,ol\,cs ;isscssi~ig associates moti\,cs. s:~t is t j . ing t l ieir 



needs and vali~ing them (Frances and Cohen, 1999). Hence. a transfor~national leader coi~ld 

improve tlie company perforniance and make more succeusfi~l of the company ob-jectives. 

Sidani (2007) mention that there are four factors to transformational leadership which are 

idealized influence, intellectual stimulation, inspirational motivation. and individual 

consideration. Each of these factors can help managers to use this approach in tlie workplace. 

Idealized influence: describes managers who are exemplary role models for 

associates. Managers with idealized intluence can be trusted and respected by associates to 

make good decisions for the organization. 

Intellectual Stim~~lation: describes managers who encourage innovation and creativity 

through challenging tlie nor~nal beliefs or vie\vs of a group. Managers \\it11 intellectual 

stimulation promote critical thinking and problem sol\,ing to make improverncnt of 

orp~iization performance. 

Inspirational moti\~ation: deccriber riianacger~ \\ho motivatc a\uociatci to co~nmit to 

the vision of tlie oryni7ation. Managcrr \villi inspirntional nioti\ra~ion cncoul.;lge team spirit 

to reach goals of incrcaued ~-e\~cnllc and market gro\\tli for the organi~ation. 

Ind i~  idual consideration: deccrihe~ manager5 \ill(> act n i  coache< and ad\ iwri to thc 

associates. Manager< with indi~idual con<idcration cncorll-agc associate.; to rcach ?onl\ that 

help hot11 thc xcociate\ and the olgnn intion. 



2.2.2 TRANSACTIONAL LEADERSHIP 

Sclineider (2002) stated that there are contrast cliaristnatic leaders with non-charismatic 

leaders. Although. tra~isfoniiational leaders inspire exceptional performance, transactional or 

non-charismatic leaders aspire to achieve solid. consistent performance that meets agreed 

upon goals. Bass (1 985) mentioned that transactional leaders give re\\lards and punisli~nents 

to encourage performance, making tlie leader relationship essentially an economic 

transaction. Conger and Kanungo (1998) noted that tlie transactional lenders have three 

primary cliaracteristics which are: 

First, transactional leaders work with their team members to develop clear. specific 

goals and ensure that workers get the reward promised for meeting tlie goals. 

Second, they exchange reivards and promises of rewards for worker effort. 

Third. transactional leaders are responsive to the immediate self-interests of workers 

if their needs can be met u.liile getting the jvorli done. 

Transactional leadcrsliip encourages spccific cschnliges and a close connection between goals 

and rewards. Tliercfore. employees are not motivated to gi\.e anything bcj,ond what is clearly 

specified in their contract. This is especiall!. troubling for kno\\-ledge employees for \\lioln it 

is ~iiucli more difficult to specify coniplete joh dcscriptioni; in advance. 

According to Conger and Kanungo (1998) and Sclineider (2002) all leaders e\hibit 

characteristic\ of both transforlnatio~ial and transactional leader-\hip st! lc5 Indi\ itlunl leaders 

tend to empIia\i7e one of tlicse st! le4 Iiiorc 1Ii:in tlie oflicr I3otIi t! pe\ 01' Icatlcr\ arc required 

to effecti\ el!, manage hno\\ Icdgc (Congcr. 1909). 



I n  contrast. transactional leadership explains tlie relationship between leader and follower as 

an exchange system o f  well-defined transactions. In turn, tlie leader rewards or discipliries tlie 

follower with regard to hisllier perfonnance. While several studies have focused on tlie 

relationship between these leadership styles and perfonnance (Dumdum. I.o\ve & Avolio, 

2002: Judge & Piccolo. 2004) tlie relationship between the leaders' behavior and 

subordinates' work related stress has ~na in ly  been neglected. 

2.2.3 SITUATIONAL LEADERSHIP 

Situational leadership theory is based on tlie interaction among tlie di~nensions o f  relationship 

beliavior and task behavior. as well as follower readiness or ~naturity for perforlning a certain 

task (Hersey and Blancliard. 1996). In  their view, followers are tlie most critical factor in 

leadership proceedings. Thus. as followers differ. so does the suitable ~netliod o f  

management. 

No~tliouse (2001) noted that tlie situational Icadcrsliip euamincs ho\\ leader\ can become 

effective in niany different types o f  organi/ational settings in\ ol\/ing a wide \ ariet! o f  

organizational tasks. Further. directive bcliavior involves clearl! telling people \\hat to do. 

how to do it. \+liere to do it, and \vIicn to do it. and then l o o \ c l ~  supcr\ising their 

perforniance. T l iou~h.  supportive helia\lior involve\ listening to peoplc. pro\ icling support 

and enco~~ragemcnt for thcir effort\. and then fnc i l i ta t in~ thcir in\olvcment in prohlcm- 

sol\ ing and decision making (Rlanchard. I99 I ). 

Northouse (2002) slio\ved that tlie eSSccti\,e o f  leadcrsliip occurs \\.lien the leader can 

accuratcl!, d ia~nosc tlie develnpme~it le\,el nf's11hordi1ia1cs in a task s i t i ~ ; i l i ~n  and tlicn cxhihit 

tlie prescribed leadcrsliip st!,le that m:itclic.; that siluatio~i. l3lnncli:i1-cl ( 1991) c\-plai~l.; thnt the 

kcy to being a sit~~ntionnl leadcr rcsts pri~ii: lr i l !~ 011 t \ \o  \,nri;ihIcs. Firs1 II1c clcyrcc oI'(lil'flc.~~lt!- 



of tlie task, second the develop~ne~it level of tlie person doing tlie task. Development level is 

tlie degree of competence and commit~nent an employee has to perform a particular task 

without supervision. Competence is a function of knowledge or skills \vliicli can be gained 

from education, training or experience: Comrnit~nent is a combination of confidence self- 

assuredness and ~notivatiori interest and enthusiasm (Blancliard. 1991 ). Thus, tlie amount of 

direction provided will depend on tlie development level of the employee and tlie task at 

hand. 

2.3 PROCESS OF LEADERSHIP 

Dubrin (2007) defined tlie role of effective leadership as the role of tlie reduction i n  labor 

turnover as well as grievances are factors affecting leadership process. tlie principal goal of 

this study is to establish its relati011 to effectiveness. Effective leadership is determined by tlie 

degree to which it facilitates adequate or high prod~rctivity. 

Schneider (2002) explained that tliere are some studies have shown tliat eflective leaders 

stress tlie need for lielpfi~l people. Other studies showed reverse relationship to tlic folio\\ ing: 

size of tlie firm, personalities of subordinates. tlie nature of tlie production proccss. tlie 

feelings of tlie subordinates and tlie lender's power in tlie organi7ation. 

In generally. there niay be no management style tliat could he effective in all sitc~ations. 

* I lierefore. suppose to be lia\,ing modifications. Fr~rtlier~nore. Ayboli and Chik\\.endr~ (1006) 

stressed tliat different work situa~ions nccd diskrent st!.les if they are to perform optimally. 

Often. Icadcr's skills could be said to be di:ignnstic. -1-lie mnnnFcr aswuccs all relevant fnc(ors 

affecting work. 



Gerhard (2002) discussed that the technology regularly influences task structures and this is 

best illustrated by two extremes. First. Structures: an assemblage in a mass production factor 

is strictly defines with respect to method and time. Every job is specific as r ep rds  time and 

method. Every job is specialized and sliould be carried out with strict compliance to achieve 

tlie desired result. Second, unstn~ctured: this has a wider perspective. It allows tlie 

subordinate to make decisions regarding methodology and sequence of performing his job. 

Occasionally, the job may be i~nspeciflc hence there col~ld be many means of doing it. 

2.4 ORGANIZATION FINANCIAL PERFORMANCE 

2.4.1 DEFINITION OF ORGANIZATION FINANCIAL PERFORMANCE 

According to Salem (2003) Organi7,ation performance is tlie facilitntion of high acliievcment 

by employees. Organization performance managelnent involves enabling people to perform 

tlieir work to the best of their ability. ~ n e c t i n ~  and perhaps exceeding targets and standards. 

Organization performance can be coordinated by an interrelated framework between manager 

and employee. Key areas of tlie framew.ork to be agreed are objectives. Iiuman resource 

management, standards and performance indicators. and means of rc\vard. For successf.~~l 

organization performance. a culture of collective and indi\,idual' ~.esponsihility for tlie 

continuing improvement of business processes needs to be cstnblislicd. and individunl skills 

and contributions need to he enco~~rnyed and nt~rtttrcd. Onc tool for monitoring organinlion 

performance is performance appraisal. For orgnni7atio1is. perror~ii;~~ice manaycmcnt is 

~~sl lal ly known ;IS cornpan), perfhrmance and is monitored tlirougli bt~sincs.; npprai.;al (Iloogli 

et al., 2004). 

Mccann (2003) n1.gani7ntionnl cffecti\enc\T l i n ~  nl \vn~s mca \~~rcd  ho\v succc\\ti~ll! 

organi7ntions ncliie\~c tlieir mission\ ~Ii~.or~cli their corc strntc?ie\ Orgnni7ation;1l 



effectiveness studies are concerned with tlie unique capabilities that organizations develop to 

assirre that success. Given tlie increasingly complex environments in \shich all organizations 

operate now, the capabilities that supported past perfo~mance will not work as \veil in tlie 

future. tlR professionals and senior executives must understand the inlplications of this gap 

between current practice and emerging needs. The search is now on for new concepts and 

models to help explain what is happening in organi7ational environments, and how 

organizations can contintre to achieve superior perfor~nance by developing Inore adaptive 

capabilities and skills. 

2.4.2 FINANCIAL PERFORMANCE 

Both in terms of definition and measurement. performance is a difficult concept. 

Organi7ational performance is central to tlie study of business strategy or policies 

(Bourgeoise & Astley. 1979: Clieng & McKinlcq. 1983: White & tlamermcsli. 198 1 ). 

Researchers frequently take tlie performance oforgani7ations into account \vlien in\lestigating 

such organizational plienoriiena as structt~re. strategy. and planning: Iioisever. in tlie 

literature, researclicrs disagree on what creates effcctil e perf(>rmance of a firm and hon to 

measure performance. Variotrs researcher\ have focused on rnodclling the antecedents and 

consequences of market orientation and on de\~clopin_c a valid mcasurc of llic constrt~ct to test 

its effect on organi7ntional performance (.la\\or\hi R: Kolili. 1993: Kolili. .la\\orshi. & Ktrmar. 

1993. Narvcr Pr Slntcr, 1990: Sigtra\\. Rro\\~n. & Widing. 1991: Clntcr R: Nan el-. 1993). 

Measuring firms' performance has heen a major cliallenye for researchers. Strateyic 

management researcher-s have raiscd question? nhot~t lie\\. pel-fi)rmn~icc .;liotrlcl hc ~iieasured 

(Connolly. Conlon. cY: Dctrtscli. 1980: Fo~.d R: Sclicllc~ihcr~ . 1982.) Recause pel-for~iiancc is a 

multidirncnsionnl constrt~ct. any single index [nay not provide n coriipl-elicni\~c 



understanding of the performance implications related to the constructs of interest 

(Chakravathy, 1986). Firm performance can be measured according to many different 

methods. According to Welch (1993). the three most important things to measure in business 

are customer satisfaction. employee satisfaction, and cash flow. Bart and Baetz (1998) 

indicated that the relationship of firms' mission statements to performance can be assessed 

with five measures. four of them financial and one behavioral. 

Many researchers agree that "hard" measures, such as economic measures,, are more 

reasonable for use i n  measuring a firm's performance than sul?jecti\le measures. The 

advantages of hard ~neasures. such as economic or financial measures of performance. are 

their ~~sefi~lness for practitioners (Cheny 8( McKinley. 1983). Ro~lrgeois (198Oa) si~gyested 

that tlie use of hard measures increases the level of confidence in the reported relationships 

and is more meaningfill to manage1.s than soft measures. Several financial performance 

measures are return on sales (ROS) (Brush & VanderWerf. 1990: McDougall. Co\'in, 

Ribinson. & Clerron. 1994): retun1 on assets (ROA) (Dm~id. 1989: Roth cPr. Ricks. 1994): the 

percentage of annual change i n  sales (Rrush k VanderWerf. 1990: hlcIlougall. Co\ in. 

Ribinson. & llerron. 1994): and the percentage of annual change in profits. ROA is a 

presumed aim of most businesses and is a measure often 11sed in recearch (13cttic k [1;1Il. 

1982: tlamhrick. 1983a: I loskisson. 1987). U'hen thc snlnplc incl~ldcs smal I .  pri\ ;!tel! -held 

firms. growth Incas1lres are also usefill pcrforninnce measures (Bay\>!, R: SIIIIII. 1987: Dcss & 

Robinson. 1984). 1 lofel and Schendcl (1978) s11ggestcd sales yro\\.lh as one reflection of  ho\\ 

well an organization relates to its cn\,ironmcnt. Schaffer and I .itcclic~.t (1000) s~~gycstcd that 

revenue and profit arc importnnt varinhlec for meas~lrin? n Iir~!i's pcrformnnci.. The! uscd the 



percentage change in total revenue and tlie average change in operating profit to measure firm 

performance. 

Pearce (1998) argued tliat a focus on retail perforniance can and sliould occur at several 

levels in a finn. He stated tliat tlie measures of retail performance in use vary greatly in terms 

of level. Overall measures of both financial perforniance (return on comnion equity) and 

marketing perforniance (image positioning in tlie competitive marketplace) are used at tlie 

firm level, whereas units' asset-use performance measures, such as dollar contribution per 

square rneter of selling space. are used at various operational levels (divisions. regions, 

stores, departments). Many merchandising levels (groups, classifications, categories, lines, 

items) use buying and selling indicators, such as gross margin rcturn on investment in 

inventory and direct product profitability. to measure performance. 

In  the present study. retail store performance was measured \\lit11 a modified version 01' an 

instrument developed by Gupta and Govindarajan (1981). The respondents were asked to 

indicate on a five-point Likert-type scale, ranging from highly dissatislied to liiglil!, satisfied. 

the extent to which tliey were currently satisfied \4 ith their own storcs' performance on each 

of tlie following financial pe r fo~~~ iance  criteria: return on invectment. earriiligs gro\\tli. sale\ 

growth. market share. returli on assets, and ca4i flow. 

According to Dcss and Robinson (1981). reseal-cliers facc mcjor problcms in allocatilig the 

assets and sales of ~nulti-indrrstr), tir~iis among the variorls indr~strics in \+.Iiich tliey do 

business. Recause of the confidential nature c>t'tlic data and tlie variation amon? pnllicilx~ting 

firms with regard to accountins procedrlrcs. accurate estimates are difficrllt to obtain b!. 

s o ~ v e y  tecliniqrlcs and represent a rnniol- snilrcc of mcasr~rc~iicnt error. \!;in! str~dics I1n1.e 



addressed tlie problems associated with tlie accuracy o f  performance data from documentary 

sources (Anderson & Paine, 1975; Buzzell. Gale, & Sultan. 1975: Glueck & Willis, 1979: 

San Miguel, 1977). l l i e  researcher investigating small tirms is often confronted with an 

inability to obtain ob-jective performance measures on a consistent basis because o f  restricted 

access to performance data on privateli\,-held firms. Even if access to such inl'ormation is 

obtained with a sample o f  privately-held finns. there is great risk o f  error attributable to 

varying acco~~nting procedures in these firms. Ow~iers o f  privately-held firnis are very 

sensitive about releasing any performance-related data. Also, organizational for~ns, such as 

sole proprietorship, partnership. or corporation. can evince artificial dif'crences (Dess & 

Robinson). 

2.4.3 RELATED WORK 

Enayati (2003) noted that tlie leaders are tlsually people o f  vision. effective com~iii~~iicators, 

effective decision makers and intelligent. the!! respond to value indi\.iduals and their dignity. 

they are committed to service and to obedience to the ~~nenforceable. the! have total honesty 

integrity, they are Iiind and often see themselves as teacher in order to i~nprove tlie job 

efficiency. 

Yousef (1998) stated that the effecti\iene\c in leading i s  clircctl! linl\ed to tlic \\a> o f  thinhing 

about him-self, suhordinatec. cnviron~ncnt nlid organimtion. Gcorye (2000) stated that tlic 

ability to understand and mange mood\ and emotion in tlic celf and otl1el.s. contrihutes to 

effective leadcrsliip in organi7ation performance. 

Dencten and Gra! (7003) mention that leaden \\ 110 perfor111 ~iiultiple Ic; I ( Ic~\ I~I~ tashs sc(11.e 

I1iglie1- on leadcr\liip effccti\enc\e tl1a11 Ic:ider\ \\lie utili\c onl! :I li!iiited I.anze of' tad\\ 



Further, Leadership requires a different mind-set and also different set of actions to make 

sense of direction and to communicate the vision. These involve dealing with people rather 

than things. People are unpredictable and bloody minded and to be successful tlie leader has 

to be able to give emotionally, energise and motivate others. 

Pounder (2001) claimed that the new leadership largely suggest tliat tlie transformational 

leadersliip produces attractive outcomes measured in term5 of sitbordinate'u satisfaction witli 

the leader and their assessment of the leader's skill and ability. Therefore. subordinate 

satisfactions quite necessarily guarantee effective organizational performance. 

Block (2003) stated that tlie current model of organi7ational performance and change suggest 

that leadersliip and organizatio~ial culture are central lielpfi~l constn~cts. The growing interest 

in this area stem from tlie fact that organi7ation now recognize that tlie Icadersliip is ui~nply 

relational for teclinical activity, and also tliat involves tlie management of people and tlie 

development of a 5ense of co~nrnunity within tlie organij.atio11 (Bro\vn. 1997: Conger 1993). 

2.5 SUMMARY 

This chapter discussed tlie related literature review issue of 1,eadersliip and Organirational 

Performance and its Styles ~~ l i i c l i  successfi~l in organi7atic>n slio\\,ed tliat in tlie management 

environment is a s~~cccssfi~l  effort to impro\!e and support the organiration performance. 

llius. based on the literature review it can con\/incc 11s ihat tlie I.catlcr.;lii~~ and Or-gnni7ational 

Performance can he implemented in tclccomm~~nic;ltion orgnni~ntion ill lordan. 



CHAPTER THREE 

METHODOLOGY 

3.0 INTRODUCTION 

This cliapter explains the research nietliod that is used to achieve tlie research objectives 

which are stated in chapter one. This cliapter has three sections: tlie first section discusses tlie 

theoretical framework. which includes tlie dependant variable and independent variables. The 

second sectinti discusses tlie questionnaire that is used in this study. and tlie last section will 

discuss the model that is used in this study. In addition. this cliapter explains various 

procedures that were used to collect Ineasilre and analyze tlie data from this study. 

3.1 THEORETICAL FRAMEWORK 

Agboli. and Chik\vendu (2006) stated that transactional leaders care about tlie subordinates 

follo\ving orders and getting tlie job done. As such. these school leaders usc re\vards and 

punishments to set expectations for their organization. Hersey ancl Blancliard ( 1  996) defined 

tlie sitriational leadership as the interaction among the dirncnsions of task behavior and 

relationship bcliavior. as \well as follo\ver readinesslmalurit)~ for performing a certain task. 

Transfoniiational leaders. lio\\~ever. see people as being motivated t l i rot~~li  a sliarcd vision 

and commitment to organizational goals. because of their co~nmil~iienl to rclationsliip 

building: they focus on cultivating {rust. respect. and empowerment \vitliin tlie organizaticln 

(Agboli. and Cliik\\endu. 9006). 

Sing and Aveq (1008) tiefincd corporate perfor~iiancc mnnayement i \  the ;irca o f  buuine\\ 

intellige~ice involved \z.itli ~iionitori~ig and managing an organiznti~)~i's ~erformn~ice.  

Orga~iizational goals \ r ; l ry  dcpcndin~ on tlic p ~ ~ l p o s e  for \\.I1 icli the!. arc c~t:lblisliecl. Rtl.;incss 

organizalions Iia\~e profit. gro\\,lli and sur\ i\,al a s  tlie main pal . ; .  Tlic pnl7ular rnlios t l int  



measure organimtional perfor~iiance can be sumniari7ed as first organization goals. second 

111 
organization sales goals. and third   no ti vat ion in organization. 

Yr 

Figure 3.1 : Study Framework 
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3.2 INSTRUMENTATION 

- 
I lie questionriaire designed in order to obtain information from tlie respondents. Tlie 

questionnaire carried two main partc wliicli are: Icadersliip style. and financiril performance. 

Tlie leadership style corisists o f  three sections. transfonnational leadersliil>. transactional 

leadersliip. and situational leadersliip. However. tlie second ccctio~i con\icts t \ \o  scctions 

which are organization goal and organi7ation cales goals. 

3.2.1 TRANSFORMATIONAL LEADERSHIP 

Sha~nir et al. (1993) found that transfonnational leadership had significant and positive 

effects on follower development and perfonnance. In  addition, leaders in small organizations 

generally have greater latitude o f  action (Hambrick & Finkelstein. 1987) than leaders 

sampled in existing studies. Thus. in a saniple with smaller firms one may find a greater 

effect o f  CEO charisma on organizational perfonnance. 

'I'liat approach provides a Inore appropriate foundation for leadersliip developlnent programs 

and goes beyond the charismatic and transfonnational leadership approaches. whicli 

emphasize how leaders exercise direct interpersonal influence. These theories have merit but 

are limited in their recognition o f  tlie depth and colnplexity o f  thinking required for leading 

organizational change (Day. 200 1 ). 'I'herefore. 1 Iiypothesize the fol lo\ving: 

H 1: tran.sforn7ntionuI /en~/er.sllip i . ~  c.ypectcd to hmv a sigr7ificor7r relrr~iorwllip to the 

,financi~~I perfomrrrice of the orgt~nization. 

3.2.2 TRANSACTIONAL LEADERSHIP 

Transactional leadersliip is a style o f  leadersliip characterized by sati<fying or imprisoning 

followers based on tlie capability o f  follower's perfor~nance (Bass. 1985: Bass & Avolio, 



2000). and measured in  tnto areas. \\liicli are contingent re\vard and Iilanayement by 

except ion. 

The concept of transformational arid transactional leadersliip first emerged in work b) Burns 

(1978) on the liistories of various taking sides leaders. Bass (1985) cliaracteri7ed 

transformational leadersliip as the ability to support and contribution from follouerq through 

personal qualities. 

According to Avolio. Waldman. and Yatnmaritio (1991) transactional leadership is tlie most 

cbmrnon form of effective leadersliip that found in organizations. where leaders identify what 

would be done, how it would be done. and the reward expected for completing tlie objectives. 

However, a transactional leadersliip moves toward does not sufficiently explain why some 

followers are willing to sub.ji~gate tlieir own self interest for tlie good of tlie leader. tlieir 

generation. or tlieir organization (Avolio, et al.. 1991). Therefore. I hypothesize the 

following: 

H I: trnnsactionrrl 1etrrr'c.r:ship is e.~,t~ccterr' to I ~ ~ I I Y  0 sip~~ificrrnt relrrtion.vl~ip to the ,fi~lrrrlcirrl 

pe~formance ofthe orgunttrlion. 

3.2.3 SITUATIONAL LEADERSHIP 

Flexible leaders have tlie social perceptiveness and information to ~natcli tlieir behavior with 

situational demands (Boa1 & Whitehead, 1992). which that indicates to the more flexible 

leader is one who is capable of showing a wider verity and range of situation appropriate 

behavioral responses, both positive and negative (Paullii~s &: Martin. 1988). 

However. to measure of the leader behavior the siti~ational leadership model had been taken 

into account and the lead (Leader Effectiveness and Adaptability Description) instrument, 



developed at tlie center for leadership str~dics ( 1  lerse\, and Dlancl~ard. 1996). has been uscd. 

-. I herefore. I hypothesize the following: 

H I: tr~rmscrrlionc~l /etrc/or..~l1ip i . ~  e.yr)cc.lcd lo hcrltc. rr  .vip11ifificcr1~l r.c~lcrliori.vlril) lo 1l1e , f i r n ~ ~ ~ c i ~ r I  

per;fi)r-r~rtrt~ce qf'lhc or.pcrniz~r/ior~. 

3.2.4 FINANCIAL PERFORMANCE 

This study focuses on the financial performance of Jordanian teleco~n~iiunicntion tinancia1 

performance. The telecommunication financial performance were assessed using 

performance measures nornially associated with fin11 performance. Generally. the choice of 

firm performance measures depends on the purpose and contest of the research. Performance 

has been concepti~alized and ~neasured ~tnder various schemes. depending on such factors as 

the research questions. disciplinary focus. and data availability. In this research. the economic 

or financial performance of a telecommitnication organization is measured according to 

several perfonnance measures that were disci~ssed i n  the previous chapter. It is important to 

note that business performance is a mi~ltidimensional construct and may be cllaracterized in  a 

number of ways, including effectiveness. efficiency and adaptability. Furtller, perfonnance on 

one diniension may riln counter to perfonnance on another dimension. Therefore, in  this 

study. different measures were used to obtain a comprehensive view of the perfonnance of 

the business while reducing tlie impact of individual bias of any particular dimension 

(Schlegelmilcli & Ross, 1987; Shoha~ii & Ross. 1993). It is diffici~lt to compare absolute 

perfonnance across companies (Dess, Ireland, & Hitt, 1990). Because of this difficulty, 

respondents were asked about their stores' return on investment, earnings growth, sales 

growth, market share, return on assets (ROA). and cash flow conipared to those of other 

stores i n  their industry. Each respondent was also asked hisllier level of satisfaction with 



hislhcr store's ROA. cash flow. return on investment. earnings fro\vtli. sales gro\\tli. and 

market share relative to those of tlie store's kc\, competitors. Measurement of these 

perfolinance-related variables affords a multi-dimensional view of perfonnance. 

Years 
Bass ( 1985) 

Blanchard and 
Hersey ( 1996) 

Gecas ( 1982) 

Etcalfe's 
( 1997, cf 
Johnson, 2000) 

Nevis ( 1983) 

Herzberg 
(1 968) 
Pfeffer (1981) 

Sarros and 
Santora (200 I) 

Title 
Leadership and perfonnance 
beyond expectation 

Great idea 

The self concept 

Develop~nent on leadersliip 
research. Measurement of 
specific interpersonal trust: 
construction and validation 
of a scale to assess tr~lst in a 
specific other. 

The romance of leadership 

One Inore time: how do you 
motivate employee? 

Management as symbolic 
action. In L.L.cummings and 
B.M. Staw 

The transformational- 
transactional leadersliip 
rnodel in practice. 

Descwtion -- - 

'fransformational leadersliip has n positive 
effect on an organi7ation's productivit and 
financial result. 
Theory of leadership "situational 
leadership". Whereas some attitudes were 
clearly better than others. no one leadersliip 
style is best. 
Charismatic leaders l i nk  organizational 
goals and mission to their followers' self- 
concept. An important aspect of follo\vers' 
sense of self is based on a sense of virtue or 
rnoral worth. 
Research offered a list if twelve factors of 
transformational leadership, which the most 
ilnportant being: having a political 
sensitivity. being decisive. determined and 
self-confidant having integrity, empowering 
delegating and developing others. 
networking, promoting and communicating, 
being accessible. clarifying boundaries and 
involving in decisions, and fostering critical 
and strategic thinking. 
Revision of the hierarchy in the ethnic 
situation to reflect group loyalty and 
national unity which niay need to be 
addressed even before physiological needs- 
where self actualization is in  tlie service of 
tlie cotnmunity. 
Theory of hygiene factors where extrinsic 
factors, such as working conditions and 
money, when absent niay cause 
dernot ivation. 
Leaders are symbolic managers. 

Transformational leaders raise tlie 
consciousness of followers by appealing to 
higher ideals and values s~ich as liberty. 
justices, peace and equality. 



In  this sti~dy, tlie definition of operational oftlie variables is mention bellow: 

> Transformational leadership is a leadership that raises follo\vers to a higher nioral 

or spiritilal level where they are sacrificing for a cause beyond tliemselves. Not many leaders 

are transformational. 

Transactional leadership is a style in involving and giving emplo?/ces something in 

return for their colnpliance and acceptance of authority, usually in tlie form of incentives sucll 

as pay raises or an increase in status. 

i Situational Leadership is the interaction among tlie dimensions of task behavior and 

relationship behavior. as well as follower readinessl~naturity for performing a certain task. 

3.3 DATA COLLECTION 

3.3.1 SAMPLING 

'The pop~~lation for this study is the four organizations in Amman, .lordan. These 

organizations have 120 staffs. After referring to the table produced by Kre-jcie and Morgan 

(as sited in Sekaran, 2003) a sample size of 120 was determined. Disproportional stratified 

was then applied to this population. 

I'ransactional leadership involves leader- 
follower exchanges ncccssar\. for achieving 
routine performance agreed upon between 
leaders and followers. 
Motivation refers to the forces within a 
person that effect his 01. her direction, 
intensity and persistence of voluntary 
behavior. 
Motivation refers to tbrces \vitIiin 
individual that account for the level. 
direction. and persistence of effort 
expanded at work. 

(2003) 

Mcsliane 
(2003) 

Osborne (2001 ) 

behavior 
Affect- and cognition- based 
trust as foundations for 
interpersonal cooperation in 
organization. 

Organizational behavior 



3.4 DATA ANALYSIS 

'The data collected wcre analyzed by usi~ig SPSS 13.0 coftware. The anal!.sis included 

analysis for persorial information. descriptive analysis. ml~ltiple regrcssion analysis. and 

correlatiori ari1ong the variables. The descriptive alialysis is used to slio\v the profile of the 

staffs to know the distribution of the sample according to orsanization. gender. age. and 

educatio~~al level. 



CHAPTER FOUR 

ANALYSIS AND FINDING 

4.0 INTRODUCTION 

This chapter discussed all the finding which through statistical analysis to slio\s' tlie analysis 

and discirssions as the results of data anal\,sis. Tliis researcli is conducted in term to explore 

and explanatory Inanner. The evidence and factor behind measures Transformational 

leadership. Transactional leadersliip, Situational leadership and financial performance. 

The observation will be made on the event \vliicli will be recorded i n  the fonn of 

questionnaire. and choosing an appropriate study design with adequate sample size. It will be 

discussing the relationship between transfolmational leadership. transactional leadersliip, 

situational leadership and financial performance. 

Tliis cliapter divided into four sections, the first section discuses about the personal 

infonnation. Following by The second section which discuses about descriptive analysis of 

the variables, the third section discuses about regression analysis following by tlie last section 

which is the correlation among the variables. 

4.1 PERSONAL INFORMATION 

Table 4.1: Gender 

I Gender -1 



Figure 4.1 : Gender 

Male  Female 

Tlie gender of the respondents is shown in  table 4.1. There were 91 (75.8 %) male 

respondents and 29 (24.2%) female respondents. 

Table 4.2: Age 

Figure 4.2 : Age 



Table 4.2 sliows the age of tlie respondents. There urere 28 respondents between 20-25 years. 

3 1 respondents betweer1 26-30. 35 respondents bet\veen 3 1-35. 8 r-espo~idents between 36-40. 

and 1 8 respondents between 4 1-45. 

Table 4.3: Education level 

1 High secondary 1 Education 1 School 1 D i~ lo rna  1 Master 1 PhD 1 

Figure 4.3 : Education level 

,-- 

level 

High secondary Diploma Master PhD 
I 
I School 

Table 4.3 shows the education level of the respondents. In tenns of education, most of tlie 

16 

respondents obtained education in diploma followed by masters degree and high education 

school, and the last one is Phd. 

5 0 

Table 4.4: Experience 

3 9 15 

Experience 
1-5 

3 7 

6-10 

46 

11-15 

25 

16-20 

12 



Figi~re 4.4 : Experience 

/' 

Table 4.4 shows the experience of the respondents. There were 37 respondents have between 

1-5 years in ter~iis of experience, 46 respondents between 6-1 0. 25 respondents betueen 1 1 - 

15, and 12 respondents between 16-20. It can be observed that most of the managers have 

experience between 6- 10 years. 



4.2 DESCRIPTIVE ANALYSIS 

Descriptive analysis describes the response for the major variables studied. The descriptive 

analysis includes mean and standard deviation on the dependant variables and independent 

variables. The results of the descriptive analysis are shown in Tables 4.5,4.6, 4.7 and 4.8. 

Table 4.5 Mean and Std. Deviation For Transformational Leadership 

Transformational Leadership 

The mean and standard deviation for transformational leadership is shown in table 4.5. There 

are 10 items for the transformational leadership. The mean for the transformational leadership 

ranged from 2.55 (1 am concern that my followers are rewarded equitably) to the highest 

mean score of 2.9000 (I lead through teacher student style). The standard deviation for the 

transformational leadership ranged from 1.16168 (what power I have to influence others 

comes neatly from my ability to get people to identi@ with me and my ideas) to the highest 

standard deviation score of 1.5 1962 (1  lead through teacher student style). 



Table 4.6 Mean and Std. Deviation For Transactional Leadership 

Table 4.6 shows the mean and standard deviation for transactional leadership. There are 10 

items for the transactional leadership. The mean for transactional leadership ranged from 

2.8500 (As a leader I must face facilitate events) to the highest mean score of 3.6250 (1 must 

represent higher morality). The standard deviation for the transactional leadership ranged 

from 1.14541 (1 must represent higher morality) to the highest standard deviation score of 

1.53940 (1 am concerned what my workers want in life). 

Table 4.7 Mean and Std. Deviation For Situational Leadership 

What power I haveto influence ahers comes from ny status 1 lo 1 and position 
120 

Q 

1 

3.258 

N 

120 

Situational Leadership 

I ahays try to include one a m r e  employees in determining what 
to  do and how to do it. However, I maintain the final decision 
making authority. 

1.53664 

Mean 

3.417 

2 

4 

5 

7 

Std. 
Deviation 

1.39376 

3.583 

3.125 

2.892 

2.758 

2.925 

2.808 

1.53165 

1.48133 

1.31441 

1.28335 

1.34828 

1.28531 

I alow my enployees todetermine what needs to  be dole and how 
to  do it. 

120 

Employees know b w  to use creativity and ingenuity to  solve 
organizational problems. 

120 

I andmy employees always vote whmever a major decision has to  
be made. 

120 

My workers know more about their jobs than me, so I allow t 
120 

carry out the decisions to  do their job. 

My employeescan lead themselves just as well as I can. 1 120 
Employees have the right to determine their w n  aganizational 
objectives. 

120 



Table 4.7 shows the mean and standard deviation for situational leadership. There are 

7 items for the siti~ational leadership. The mean for situational leadership ranged from 2.7583 

(my workers know more about their jobs than me, so 1 allow them to carry out the decisions 

to do their job) to the highest mean score of 3.5833 (1 allow my employees to determine what 

needs to be done and how to do it). The standard deviation for the situational leadership 

ranged from 1.28531 (employees have the right to determine their own organizational 

objectives) to the highest standard deviation score of 1.53165 (1 allow my employees to 

determine what needs to be done and how to do it). 

Table 4.8 Mean and Std. Deviation For Financial Performance 

The mean and standard deviation for financial performance is shown in table 4.8. There are 6 

items for financial performance. The mean for financial performance ranged from 1.5083 

(Return on investment) to the highest mean score of 2.733 (Earnings growth). The standard 

deviation for financial performance ranged from 0.87923 (Return on investment) to the 

highest standard deviation score of 1.41 807 (Cash flow). 



4 3  REGRESSION ANALYSIS ' 
Table 4.9: Model Summary 

a Predictors: (Constant), situational, transformational, transactional 

Model 

1 

It can be seen in the table above that R square is 0.203. There are three variables have been 

explained in this analysis, these variables are situational, transformational, and transactional. 

The coefficient R is 45.1%. This shows that all of the independent variables collectively 

explain 45.1% changes in financial performance. The remaining 54.9% of changes will be 

identified by other factors not captured in the model. In other words, situational, 

transformational, and transactional are considered good factors to improve financial 

performance, because it affects 54.9% of financial performance. 

Table 4.10: Regression Analysis 

R 

.45 1 a 

a Dependent Variable: financial performance 

R Square 

.203 

' regression with each variables (between DV and IV) in the appendix 

Model 

1 (Constant) 

transformationa 
1 

transactional 

situational 

Adjusted R 
Square 

.I82 

Standardized 
Coefficients 

Beta 

.449 

-.055 

.063 

Std. Error of 
the Estimate 

.36057 

Unstandard ized 
Coefficients 

t 

5.164 

5.414 

-.600 

.679 

B 

1.424 

.3 79 

-.016 

.047 

S ig. 

.OOO 

.OOO 

.550 

.499 

Std. Error 

276 

.070 

.026 

.069 



Table 4.10 shows the regression analysis. According to the table above it is clearly seen that 

there is only one independent variable that is significant which is transformational leadership 

that has 0.00. The other variables are not significant because there were more than 0.05. 

4.4  CORRELATION^ 

Table 4.11: correlation between transformational leadership and financial performance 

**. Correlation is significant at the 0.01 level (2-tailed) 

*. Correlation is significant at the 0.05 level (2-tailed). 

Q22 Pearson Correlation 

Sig. (2-tailed) 

N 

Q23 Pearson Correlation 

Sig. (2-tailed) 

N 

Q24 Pearson Correlation 

Sig. (2-tailed) 

N 

Q25 Pearson Correlation 

Sig. (2-tailed) 

N 

2 
Source: appendix I 

-.139 

,129 

120 

-.023 

,805 

120 

-.049 

,592 

120 

,000 

.994 

120 

,017 

,857 

120 

-.066 

,476 

120 

-.013 

.890 

120 

,215' 

,018 

120 

-.043 

.643 

120 

1.000" 

,000 

120 

,191' 

,037 

120 

,165 

,071 

120 

-.I19 

,197 

120 

,191' 

,037 

120 

1.000" 

,000 

120 

.I70 

,064 

120 

,094 

,308 

120 

.091 

,323 

120 

-.096 

,298 

120 

-.017 

,856 

120 

,029 

,752 

120 

-.059 

.520 

120 

-.097 

.292 

120 

-.022 

,813 

120 



Table 4.1 1 shows the correlation between transformational leadership and financial 

performance. The result is significant at 0.01 and 0.05 levels for (question 4) and (question 

20) that has a negative correlation that is -0.22 1 .  It can clearly seen from the table that there is 

a significant and positive relationship between (q~~estions 3 and 4) and (question 23) that have 

a positive correlation which is 0.191 and 1 .OO respectively. There is a significant relationship 

between (question 2) and (question 25), that has positive correlations which is 0.215. 

Table 4.12: correlation between transactional leadership and financial performance 

'. Correlation is significant at the 0.05 level (2-tailed). 

". Correlation is significant at the 0.01 level (2-tailed). 

Q20 Pearson Correlation 

Table 4.12 shows the correlation between transactional leadership and financial performance. 

The result is significant at 0.01 and 0.05 levels for (question 11) and,(question 20) that has a 

Q22 Pearson Correlation 

Sig. (2-tailed) 

N 

Q23 Pearson Correlation 

Sig. (2-tailed) 

N 

Q24 Pearson Correlation 

Sig. (2-tailed) 

N 

Q25 Pearson Correlation 

Sig. (2-tailed) 

N 

,764 

120 

,073 

,425 

120 

-.074 

,419 

120 

-.049 

,595 

120 

,057 

120 

,022 

,810 

120 

-.003 

,976 

120 

-032 

,729 

120 

,857 

120 

-.066 

,476 

120 

-.013 

,890 

120 

,215' 

,018 

120 

,643 

120 

1.000" 

,000 

120 

,191' 

.037 

120 

,165 

,071 

120 

.I97 

120 

.191' 

,037 

120 

1.000" 

,000 

120 

,170 

,064 

120 

,713 

120 

,055 

.552 

120 

-.058 

,531 

120 

-.A1 1 

,229 

120 



negative relationship that is -0.22 1 .  In the table above, it can be seen that there are significant 

relationship for (question 7) and (question 21 ) that has a negative correlation that is -0.268. In 

addition, there is a significant relationship between (question 10 and 1 1) and (question 23) 

that has positive correlations that are 0.191 and 1.00 respectively. Moreover, there is a 

significant relationship between (question 9) and (question 25) that has a positive correlation 

that is 0.21 5. 

Table 4.13 correlation between situational leadership and financial performance 

*. Correlation is significant at the 0.05 level (2-tailed). 

". Correlation is significant at the 0.01 level (2-tailed) 

Table 4.13 shows the correlation between situational leadership and financial performance. 

The result is significant at 0.01 and 0.05 levels for (question 16) and (question 20) that has a 

Q20 Pearson Correlation 

Sig. (2-tailed) 

N 

Q21 Pearson Correlation 

Sig. (2-tailed) 

N 

Q22 Pearson Correlation 

Sig. (2-tailed) 

N 

Q23 Pearson Correlation 

Sig. (2-tailed) 

N 

Q24 Pearson Correlation 

Sig. (2-tailed) 

N 

Q25 Pearson Correlation 

Sig. (2-tailed) 

N 

Q14 

.094 

,306 

120 

,057 

,540 

120 

,017 

.857 

120 

-.066 

.476 

120 

-.013 

,890 

120 

,215' 

,018 

120 

Q13 

,066 

,473 

120 

-.035 

,707 

120 

-.034 

,712 

120 

,048 

,599 

120 

,113 

,220 

120 

,004 

,963 

120 

Q15 

-.I01 

,274 

120 

-.065 

.483 

120 

-.043 

,643 

120 

1.000" 

,000 

120 

,191' 

,037 

120 

,165 

.071 

120 

Q16 

-.221' 

,015 

120 

.I 32 

,152 

120 

-.I 19 

,197 

120 

,191' 

,037 

120 

1.000" 

,000 

120 

.I70 

,064 

120 

Q17 

.038 

,677 

120 

,040 

,664 

120 

,059 

,522 

120 

,165 

.071 

120 

,170 

,064 

120 

1.000" 

,000 

120 

Q18 

-.I78 

,052 

120 

,139 

,130 

120 

-.I24 

,179 

120 

,315 

120 

,008 

,932 

120 

-.092 

,320 

120 

Q19 

-.091 

,321 

120 

-.I  21 

,187 

120 

-.043 

,644 

120 

,093-.I17 

,202 

120 

-.021 

324 

120 

-.099 

,281 

120 



negative correlation that is - 0.221. It can be seen that there is a significant relationship 

between (question 15 and 16) and (question 23) that have positive correlations that are l .OO 

and 0.191 respectively. In addition to there is a significant relationship between (question 15 

and 16) and (question 24) that has positive correlations that are 0.191 and 1.000 respectively. 

Moreover there is a significant relationship between (question 17) and (question 25) that has 

a positive correlation that is 1.000. 



CHAPTER FIVE 

DISCUSSION AND CONCLUSION 

5.0 INTRODUCTION 

This chapter summarizes the interpretations of results presented in the previous chapter and 

provides conclusion of this study. In addition, this chapter discussed the findings in this study 

with relation to the research objectives. The chapter begins discussion, followed by the 

implication of study. after that limitation of the study will be discussed, and finally the 

conclusion. 

5.1 DISCUSSION 

This study discusses the effect of leadership types on organizations financial performance in 

Amman, Jordan. In other words, the study attempts to investigate whether there is a 

significant relationship between leadership types and organizations financial performance in 

all telecommunication organizations in Amman, Jordan. The results show that the situational 

leadership style is significant in regression analysis. Three research objectives were derived 

to guide this study: 

To identify if transformational leadership styles significantly influence the 

organizations financial performance. 

To identify if transactional leadership styles significantly influence the organizations 

financial performance. 

To identify if situational leadership styles significantly influence the organizations 

financial performance. 



The finding and their implications were discussed in the following section. 

5.2 IMPLICATION OF THE STUDY 

5.2.1 IMPLICATION TO ACADEMICALS PERSPECTIVE 

Managers who display transformational leadership encourage employee to look beyond their 

own needs and focus instead on the interests of the group overall and transformational leaders 

develop positive relationships with subordinates in order to strengthen employee and 

organizations financial performance. 

This study concludes that transformational transactional and situational leadership styles can 

never be taken for granted, but must always be examined at the interaction level of its 

constitution and production, i.e. within the regimes of representation and classification in 

which practitioners operates. Such regimes of representation and classification are imminent 

in a verity of managerial tools and organizational systems and must therefore, be examined in 

greater details. 

5.2.2 IMPLICATION TO PRACTITIONERS 

Leadership contributes significantly in the success and failure of an organization. Leaders are 

symbolic managers and managers of meaning for the followers. By virtue of their formal 

position in the hierarchy, leaders' interpretation, actions and decisions are given special 

attention and consideration from their direct reports. People believe leaders are important, 

often crediting them with the successes or blaming them for the failures that take place within 

organization. 



im 

r) 
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Motivation in other hand also being agreed as a main factor in the process of development. 

Financial performance environment within organization brings better efficiency thus bringing 

better competency. Leaders are the person in the right place and right time to have a great 

opportunity to help their organization grow to greater levels of success. 

5 3  LIMITATION OF THE STUDY 

As with any study, the findings obtained in the thesis display some shortcomings, this 

limitation need to be recognized when interpreting the findings of this thesis while also 

recognizing the opportunities they present the future research. The sample that was employed 

in this thesis has limited generalizability because of the sampling plan used since the 

questionnaire distribution was conducted only in four organizations in Amman- Jordan. 

An extension of this study for future study can be developed in several areas; first, interested 

parties can develop a study for sectors such as industrial, service sector, or police and private 

sectors that can be helpful for the organizations and managers to achieve their financial 

performance goals. 

5.4 CONCLUSION 

Transformational leadership is implemented when leaders involve broaden and elevate their 

sub-ordinates' interests, when they generate awareness and acceptance of the group's tasks 

and mission. This also happen when a leader creates the need within sub-ordinates to look 

beyond their own self-interests for the good of others. Transactional leadership involves 

leader-follower exchanges necessary for achieving routine performance agreed upon between 

leaders and followers. Situational leadership involves the flexible leaders to have the social 

perceptiveness and information to match their behavior with situational demands which that 



indicates to the Inore flexible leader is one who is capable of showing a wider verity and 

range of situation appropriate behavioral responses. 

The number of respondent is 120 managers of four organizations in Amman- Jordan. Their 

perspectives were translated into reports based on transfonnational. transactional and 

situational leadership styles. It was define as way to deliver the information contained in the 

reports in a way that would be meaningful and could translate into company process 

improvements. Through the survey research method, the questionnaire sees a complete 

picture of the way different things are connected, what to focus on and measure. 

Transformational, transactional and situational leadership styles of representing in used 

seems to look up the capacity to make things appear to be connected, making a kind of 

wholeness or optimum solution. 

The result of correlation. the regression analysis is assessing the variables or the empirical 

relationship between transformational, transactional and situational leadership styles to 

telecommunication financial performance. From the regression results, it can be observed that 

there was only one variable that is significant which the situational leadership style. 

However, transformational and transactional leadership styles were not significant. In testing 

hypothesis, table 4.8, 4.9, and 4.10 show the significant relationship between 

transformational leadership, transactional leadership and situational leadership and financial 

performance. 
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APPENDIX (1) 

COLLEGE OF BUSINESS 

UNIVERSITI UTARA MALAYSIA 

A Study on Leadership and Telecommunication Organizations Financial 
Performance in Jordan 

Dear Participant, 

Thank you for agreeing to participate in this research. 

I would appreciate it very much if you could answer the questions carefully as the 
information you provide will influence the accuracy and the success of this research. It will 
take no longer than 30 minutes to complete the questionnaire. All answers will be treated 
with strict confidence and will be used for the purpose of the study only. 

If you have any questions regarding this research. you may address them to me at the contact 
details below. 

Thank you for your cooperation and the time taken in answering this questionnaire. 

Yours sincerely, 

Arkan Al-smadi 
Master Candidate 
College Of Business 
Universiti Utara Malaysia, 
0601 0 Sintok, Kedah Darul Aman 
Email: 



Section one: 
Demographic Profile 

Please tick (4) the appropriate box to answer the questions. 

1.1 Gender Male 0 Female 0 

1.2 Age 

1.3 Level of Education 

1.4 Years of Experience 

High school 0 Diploma 0 
Master's Degree 0 PhD Degree 0 

1 - 5  years 0 6 - 10 years 0 
11- 15 years 0 16 - 20 years 0 



3 
Montore (2007). High Performance Organization Alignment. Retrieved 18 October 2009 from: 

http://www.ifelf.com/Presentations/Patterson%2OHPOquestionnaire.doc 

5 1 

SECTION 2: LEADERSHIP  STYLE^ 

Using the following scale, please circle the number that represents your most appropriate 
answer. 

Transformational Leadership 

I. I always retain the final decision 
making authority within my 
department or team. 

2. 1 and my employees always vote 

Strongly 
Agree 

I 

Agree 

2 

whenever a major decision has to be 
made. 

3. 1 ask for employee ideas and input on 
upcoming plans and projects. 

4. For a major decision to pass in my 
department, it must have the approval 
of each individual or the majority. 

5. 1 want to create an environment 
where the employees take ownership 
of the project. I allow them to 
participate in the decision making 
process. 

6. 1 always retain the final decision 
making authority within my 
department or team. 

Transactional leaders hi^ 

1. I allow my employees to set priorities 
with my guidance. 

2. When something goes wrong, I tell 
my employees that a procedure is not 
working correctly and I establish a 
new one. 

3. I ask employees for their vision of 
where they see their jobs going and 

Neutra 
I 

3 

Disagree 

4 

I I 2  3 

3 

3 

3 

3 

3 

3 

3 

Strongly 
Disagree 

5 

1 

1 
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then use their vision where 
appropriate 

4. Employees will exercise self- 
direction if they are committed to the 
objectives. 

5. Employees must be directed or 
threatened with punishment in order 
to get them to achieve the 
organizational objectives. 

6. When there are differences in role 
expectations, I work with them to 
resolve the differences. 

Situational Leadership 

1. I always try to include one or more 
employees in determining what to do 
and how to do it. However. I maintain 
the final decision making authority. 

2. I allow my employees to determine 
what needs to be done and how to do 
it. 

3. Employees know how to use 
creativity and ingenuity to solve 
organizational problems. 

4. I and my employees always vote 
whenever a major decision has to be 
made. 

5. My workers know more about their 
jobs than me, so I allow them to carry 
out the decisions to do their job. 

6. My employees can lead themselves 
just as well as I can. 

7. Employees have the right to 
determine their own organizational 
objectives. 

Section 3: owanizational financial performance 
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Thank you 
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APPENDIX (2) 

Table 4.1: correlation between transformational leadership and financial performance 



". Correlation is significant at the 0.01 level (2- 

tailed). 

'. Correlation is significant at the 0.05 level (2-tailed). 

Q23 Pearson Correlation 

Sig. (2-tailed) 

N 

Q24 Pearson Correlation 
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N 

Q25 Pearson Correlation 
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Table 4.2 correlation between transactional leadership and motivation of manager 



*. Correlation is significant at the 0.05 level (2- 

tailed). 

". Correlation is significant at the 0.01 level (2- 

tailed). 
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Table 4.3 correlation between situational leadership and motivation of manager 

Correlations 

Q13 Pearson 

Correlation 

Sig. (2-tailed) 

N 

Q14 Pearson 

Correlation 

Sig. (2-tailed) 

N 

Q15 Pearson 

Correlation 

Sig. (2-tailed) 

N 

Q16 Pearson 
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N 
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'. Correlation is significant at the 0.05 level 

(2-tailed). 

". Correlation is significant at the 0.01 level 

(2-tailed). 

APPENDIX (3) 

Q21 Pearson 

Correlation 
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a. Dependent Variable: finacial 

Model 

1 (Constant) 

transformational 

Model Summarv 

I I I I Adjusted R I Std. Error of the I 

Unstandardized Coefficients 

a. Predictors: (Constant), transactional 

Standardized 

Coefficients 

Beta 
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Model Summary 
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a. Dependent Variable: finacial 
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Coefficientsa 
h 

Model 
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a. Dependent Variable: finacial 
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Coefficients 
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,022 

B 

2.494 

,016 

Std. Error 

.214 

,069 

t 

11.673 

,239 

Sig . 

,000 

,812 


