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ABSTRACT 

 

Previous studies have documented the impact of leadership styles on employees’ 

job satisfaction. Also, it has been found that leaders’ emotional intelligence plays 

a significant role in determining leadership styles and predicting employees’ job 

satisfaction. However, it is argued in this thesis that for leaders to be competent 

they need to possess a number of competencies not only emotional intelligence. It 

is against this backdrop that the present study was carried out. Specifically, this 

study aimed at investigating whether leadership style and leaders’ competencies 

influence employees’ job satisfaction. 

To this end, 233 respondents working in various organizations located in 

Saudi Arabia and Jordan were selected to participate in the study. Leadership 

style/behaviour was measured by the 20-item Leadership Style Questionnaire 

developed by Northouse (2001). This instrument has 10 items to measure task-

oriented leadership style and 10 items relational/people-oriented leadership style. 

Leaders’ competencies were measured by the Eight Universal Management and 

Leadership Competencies in 18 Skill Sets developed by the Profile Service 

Centre. This instrument contains three items to measure communication, three 

items for leadership, two items for adaptability, two items for relationships, two 

items for task management, two items for production, two items for development 

of others, and two items to measure personal development. Job satisfaction was 

measured by using the 5-item questionnaire developed by Brayfield and Rothe 

(1951).  
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The findings revealed that leadership style and leaders’ competencies were 

statistically and significantly related to overall job satisfaction. Leaders’ 

competencies were found to be the best predictor of job satisfaction. Moreover, it 

is found that competencies (in addition to emotional intelligence) like 

communication skills, solving problems, listening effectively, processing 

information, motivating successfully, delegating responsibilities, building 

personal relationships, focusing on working efficiently, taking action, and 

achieving results have a significant effect on forming leadership styles. 

The limitations of this study and the recommendations for future research 

are also discussed. 
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CHAPTER ONE 

INTRODUCTION 

 

INTRODUCTION AND PROBLEM STATEMENT 

It is often argued that the success or failure of an organization hinges on the styles 

and skills of a leader. A leader can be defined as the one who prompts life in the 

organization and the one who insures the stability and the persistence of the 

organization in the goals it was established for; in short, a leader who is capable is 

one who is able to move the organization to the direction he envisions and sets. By 

having certain leadership competencies and skills, a leader should be able to adapt 

his/her leadership styles and behaviours to achieve organizational goals and 

objectives. At the individual level, leaders who are able to influence, motivate and 

direct employees will often be rewarded by loyalty and performance of their 

employees (Mosadegh & Yarmohammadian 2006). Good and effective leaders 

matter to the overall performance and well-being of the organization and its 

members; they also matter to other stakeholders of the organization, such as the 

customers and the society at large. In other words, effective leadership is a corner 

stone in life, in general, and in achieving organizations' success, in particular.  

 The subject of leadership has received increasing attention by many 

academics, scholars and researchers over the last decades or so. Given the 

turbulent times many organizations are in, leaders are often referred to and seen as 

someone who is capable of manoeuvring the ship amidst strong tides and currents, 

and hence it is not surprising that academic attention has been focused on this 

important concept. Research on leadership can be traced in the studies of 
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management, psychology, and sociology, to name a few. Many of these studies 

seem to centre on a specific theme: what makes an effective leader? To address 

this important question, a number of leadership theories and models have been 

developed to enhance our understanding of this seemingly simple yet very 

complex topic especially in the modern world and organizations. But in general, 

many scholars, despite the variety of models and theories put forth, seem to agree 

that an effective leader is one who is able to achieve organizational performance 

(Mastrangelo, Eddy, & Lorenzet 2004), and in this context performance of the 

organization can be measured in a myriad of ways.  

One of the most consistent ways to measure whether the organization is 

performing and hence effective is job satisfaction of employees (Robbins, 2009). 

Mosadeghrad (2003) defines employees’ job satisfaction as their attitudes towards 

the job and the organization they perform these jobs in. In this context, job 

satisfaction can be considered as a multifaceted term including employees’ 

perceptions and feelings in relation to rewards, the nature and conditions of job, 

motivation, the relationship with co-workers, promotion, and supervision. When 

employees are said to be satisfied with their job that the organization is said to be 

effective and under this situation, the success and effectiveness of the organization 

and hence its members is attributed partly to the role played by the leader. Not 

only does job satisfaction need to matter, Mosadeghrad also argues that 

employees’ commitment and their productivity are mainly affected by managers’ 

leadership styles which are seen as a combination of managerial attitudes, 

behaviours, and competencies. Indeed, Kaltreider (1997) assert that subordinates 

are highly affected by their leaders’ abilities and skills and such an influence 
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increases or decreases the extent to which leaders lead with honesty, encourage 

efficiency, and channels of communication with subordinates. 

  Within the perspective of human resource management, it has often been 

theorised that employees’ knowledge, abilities and skills will enable them to be 

good performers when they are hired (Peters, 2005). Indeed, according Pfeffer and 

Salancik (1975), organizations should consider a skilled and satisfied workforce 

as an essential priority to achieve the desirable goals and to survive in highly 

competitive environment. This is because the competencies and skills they possess 

will enable them to exhibit work behaviours appropriate and relevant to the 

performance of the job. It is further theorised that employees are likely to more 

productive if their performance is rewarded assuming that the reward received has 

value to them, as argued by the expectancy theory (Victor Vroom, 1964). Whilst 

such theory of work performance has been empirically validated by research (e.g. 

Bagozzi et al., 2003; D’Andrade, 1992; George & Brief, 1996; Hyland, 1988; 

Kanfer, 1990, 1992; Locke, 1991; Locke & Henne, 1986), it is interesting to see 

whether such theory can be extended to explain leadership effectiveness. To what 

extent the skills and competencies possessed by a leader will enable him/her to 

exhibit leadership behaviours, and to what extent such behaviours will make 

employees satisfied with their job? 

Over the last two decades, organizations have faced so many challenges 

that influence them to adopt new strategies and reshape their managerial styles not 

only to deal with challenges in terms of logistics, technology, and managing 

supply chain, but also in terms of managing the human assets.  This is important 

since it has been argued that there is a significant and positive relationship 
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between leadership styles and job performance, stress, and employees’ job 

satisfaction (Chiok Foong Loke, 2001; Dunham-Taylor, 2000; Goleman, 2000; 

Mosadeghrad, 2003; Morrison et al., 1997; Seo, Ko, & Price 2004; Stordeur et al., 

2000; Vance & Larson, 2002). Goleman (2000) further stresses that an effective 

leader should not only depend on a single leadership style but on the contrary he 

should be able to use a number of different styles (whether transformational, 

transactional, task-oriented, personnel-oriented, laissez fair, democratic, 

autocratic, or other styles) that suit the environment or situation he works in and 

people he deals with. Indeed, Skansi (2000), in identifying the determinants of job 

satisfaction, considers leadership to play a central role in convincing and 

influencing people to help organizations to achieve their objectives.  

Theories on leadership generally argue that when leaders are able to 

exhibit appropriate leadership style to the situation or context they are in, they will 

make employees satisfied in their job. But these theories seem to assume that 

leadership behaviours or styles are something that is already in born or automatic 

or given. Whilst some people are born to be leaders, but many have to be trained 

and nurtured to be leaders (Robbins, 2009). And to become good and effective 

leaders, they need to have in them certain skills and competencies. Yukl (1999) 

and Gibson et al. (2000) argued that there one of the important factors that a 

leader needs to have to be effective is ability, which is defined as cognitive skills, 

interpersonal skills, and technical skills. By having the proper competencies that 

leaders are able to know, what behaviours they need to show and demonstrate in 

order to command good performance from their subordinates, and hence make 

them happy and satisfied in their job. Whilst studies relating to leadership styles 



5 

 

and job satisfaction are many (e.g. Al-Hussami, 2008; Bartram & Casimir, 2007; 

Jabnoun & Al-Rasasi, 2005; Lok & Crawford, 2004; Mosadegh & 

Yarmohammadian, 2006; Naidoo, 2008; Ramey, 2002), an attempt to empirically 

validate the theoretical assertion made above is unsurprisingly still lacking. And 

this research attempts to purposely fill in the theoretical and empirical void.  

 Furthermore, studies on leadership styles and behaviours have been 

conducted much on the West. Understanding how leaders act and behave in other 

parts of the world, such as in the Middle East, is still far and few in between. 

Because of this bias, our understanding on leadership has been shaped 

significantly and substantially by the empirical findings and revelations of 

Western scholars, despite the fact that people behaviours, values, and beliefs are 

shaped by the cultural context they are in. Whilst some cultural influence may be 

helpful in understanding how leaders behave in other parts of the world, some 

scholars seem to argue that there is not much difference between leadership styles 

and behaviours as exhibited by Western and Middle Eastern people (Al-Hussami, 

2008; Jabnoun & Al-Rasasi, 2005; Mosadegh & Yarmohammadian, 2006; 

Naidoo, 2008; Ramey, 2002). This is because the openness of some enterprises to 

the foreign investment and being involved in and subjected to the pressure of 

international business and global competition make leaders act and behave in the 

same manner, regardless of the cultural context they are in. Whilst there may be 

some truth in the claim, Badhware and Mellahi (2007) found that the Middle 

Eastern countries had somewhat different management systems from those of the 

developing countries due to local culture and norms (values, expectations, 

attitudes, and behaviour), restrictions of getting a part of participation in making 
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decisions, and the influence of the Islamic ethics and principles. Hence, Badhware 

and Mellahi emphasize that there is an urgency and necessity to examine how 

leaders in other parts of the world can affect and influence the attitudes and 

behaviours of others (especially their subordinates) in a different cultural 

environment.  

 

RESEARCH OBJECTIVES 

Based on the above arguments on the need to study leadership, this study intends 

to achieve the specific research objectives: 

1. To find out the effect of leadership styles/behaviours applied by managers 

in different organizations in the Middle East, on employees’ job 

satisfaction. 

2. To explore the relationship between leadership competencies, leadership 

styles and employees’ job satisfaction. 

3. To examine the influence of leadership skills and competencies on 

leadership style or behaviour. 

4. To investigate the indirect effect of leaders’ skills and abilities on 

employees’ job satisfaction through leadership styles. 

 

SIGNIFICANCE OF RESEARCH 

Organizations nowadays are struggling and trying their best to find new strategies 

and set plans to develop their human assets (including managers and employees) 

in order to adapt themselves with the new challenges they face in the highly 

competitive market. Depending on such a notion, it is with a high necessity for 
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organisations to update their strategies and to get a full understanding of what 

skills, abilities, and proper style should a leader show in managing and satisfying 

employees. 

This study will allow theorists as well as practitioners, who are concerned 

with organisational development, leadership development, and human resources 

development, to design a new model or framework for leadership styles, leaders’ 

competencies, and employees’ job satisfaction.   

 

SCOPE OF RESEARCH 

In order to achieve the research objectives set above, a survey will be carried out 

involving distribution of questionnaires amongst employees in various 

organizations in the Middle East. Self-report measures will be used to gather data 

on the variables under study. The use of survey in the present study is appropriate 

because the research is concerned about knowing how employees’ perceptions are 

on the issue of leadership, and their attitudes are with respect to their jobs they are 

doing now. In other words, since the main concern of the present study is to 

provide some backdrop understanding of the issue at hand, the data collection 

period is estimated to take place within the months of January 2009 to February 

2009. 

It is noteworthy to stress that this study is limited by its sample size and 

focus to the service and manufacturing organisations in the developing countries 

in general and in the Middle East in particular. Thus the results cannot be 

generalized to other sectors of economy. The findings of this study may be applied 
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to the culture in which the sample was derived from and may not be applied to 

other cultures. 

  

THESIS OUTLINE 

The present study is divided into five chapters. The first chapter i.e. Chapter One 

has argued the need to study leadership and its effect on employees’ job 

satisfaction. It also stresses that leadership behaviour/style is not given; in fact, 

whether or not a leader exhibits certain type of leadership style may hinge on the 

competencies and skills the leader has. By demonstrating certain style, the leader 

may shape his/her employees’ attitudes toward their job. Accordingly, the chapter 

has identified how the present study will be significant to both theory and practice. 

In addition, it also briefly sets a framework on how the study will be conducted. 

An examination of leadership theories, leadership competency theories, job 

satisfaction theories, and relevant studies will be presented in the second chapter. 

Chapter Two in particular will also present and analyze empirical evidence on 

previous studies conducted on leadership effectiveness in general. The next 

chapter i.e. Chapter Three will provide in detail the parameters and methods used 

in conducting the study and hence testing the hypotheses. It will elucidate sample 

selection, data collection procedures and techniques, and statistical tests to be used 

to analyze the data collected. These detailed descriptions of the research design 

will follow closely the hypotheses formulated for the study, which will be 

presented earlier in the chapter. Chapter Four will present the results of the study. 

The last chapter, Chapter Five, will discuss the findings of the study in depth by 

comparing the study’s findings with previous works, and by relating them to the 
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relevant theory cited in the second chapter. In addition, limitations of the present 

study and recommendations for practice and future research will be addressed in 

this chapter. 
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CHAPTER TWO 

REVIEW OF LITERATURE 

 

 

INTRODUCTION  

In the last chapter, a discussion on why the study on leadership effectiveness is 

needed was highlighted. In the present chapter, an exposition of the current state-

of-the-art on leadership and its effect on employee attitudes at work is presented 

so as to facilitate with the development of research hypotheses. Toward this end, 

this chapter is organized as follows: firstly, it will conceptualize the term 

leadership, leadership competencies and skills, and present some theories relevant 

to leadership. Next, it will talk about job satisfaction and theories relevant in 

explaining job satisfaction. Finally, an account of empirical evidence relating 

leadership and job satisfaction will be elucidated. 

 

LEADERSHIP 

The concept of leadership has seized the attention and concern of many 

researchers in the fields of management, psychology, sociology, anthropology, 

and others in the last century. Such a concern is due to the important roles leaders 

play in facilitating organizational effectiveness and performance through their 

behaviors or styles they exhibit and competencies they possess. Indeed, in this 

context, one measure of organizational effectiveness is employees’ job satisfaction 

(Robbins, 2009). It is this contention that the present study is conducted 
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specifically to determine how leadership competencies and behaviors affect job 

satisfaction amongst employees at work. 

So, what is leadership? The concept of leadership has been defined 

differently by scholars in terms of the emphasis on leader’s competencies, traits, 

influence, cognitive vs. emotional orientations, and individual vs. group 

orientation. In order to understand how leadership is conceptualized, it is 

necessary to look at the variety of leadership theories developed, as follows. 

 

Traits Theory of Leadership 

Traits theory is seen as one of the important and primary attempts carried out from 

the late 1800s to the mid-1940s to identify the properties of leadership 

effectiveness. According to Jerry, Gray, and Starke (1984), there are certain traits 

and properties that determine the effectiveness of a leader. Leaders’ successes and 

abilities are determined by certain physical, mental, and personality 

characteristics. According to Bass (1990), successful leadership is determined by 

factors classified into six groups: achievement, responsibility, capacity, 

participation and situation. He also claimed that leaders are born but not made. He 

said that “without Moses, the Jews would have remained in Egypt and without 

Winston Churchill the British would have given up in 1940” (p. 59). 

The main assumptions of this approach or theory are manifold: (a) the 

common features that characterize leaders are considered as the criteria to define 

the suitability and successfulness of leadership; (b) an effective leader inherits and 

learns his/her traits; and (c) leaders are born and not made.  
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To test the traits theory, Gordon (1987) carried out a study to define the 

relationship between characteristics of personality and leadership. He found a 

significant relationship between the ability of taking responsibility and leadership. 

He further found a weak but positive relationship between intelligence, authority 

and intelligence, and leadership. In a different study to illustrate the differences 

between leaders and non-leaders in terms of their personalities and traits, Beer et 

al. (1990) found that leaders were identified as being serious, self-dependent, 

confident of their competencies, best decision makers, and reasonable in 

expressing thoughts. They also revealed that leaders are characterized by being 

able to take responsibility, are self motivated, more persuasive, more capable in 

influencing others, more energetic, and more diplomatic. 

Stogdill (1974) carried out a survey of the factorial studies between 1945 

and 1970 to define the main features of a leader. He found that leadership traits 

are defined into six main types: corporal traits, social background, intelligence, 

capability, personality traits, relevant to task, and social features. The results also 

showed that an effective leader has skills such as social and personality skills, 

technical skills, managerial skills, intellectual skills, friendship-achievements 

skills, being supportive for team work, and being defensive towards work.  

Whilst in general traits theory of leadership is informative in highlighting 

certain distinct features inherent in a person born to be a leader, it is not without 

its criticisms. For one, this theory fails to establish a consistent and applicable 

model of traits that identify and characterize the effective leader because of the 

following reasons (Stephan, 1991): 
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The studies were applied on groups different in structure and age (Stephan, 

1991). 

The studies depended on more than 500 personality scales and a variety of 

different measurements were used.  

- The variables of situation were ignored in those studies. 

- The studies depended on inappropriate division of leadership whether it is 

effective or ineffective.   

 

Because of the above limitations, scholars have tried to explain leadership 

effectiveness by considering or examining the types and kinds of behaviors a 

leader exhibits that are supposed to be theoretically different from those of a 

follower.  

 

Behavioral Theories of Leadership 

The behavioral theory concentrates more on explaining and predicting human 

behaviors in terms of creating effective leaders and satisfied employees. 

Researchers of behavioral theory believe that by identifying the specific behaviors 

successful leaders use, we can teach and made effective leaders. The approach 

aims to concentrate on leadership situation, in terms of behavioral styles, to give 

more emphases on work and employees. By stressing on work and employees, this 

approach argues that a leader can be effective in facilitating employees’ 

satisfaction and organizational performance. 

 Under the classification of behavioral theories, various studies that have 

specifically attempted to delineate a leader’s behavior can be identified. Two main 
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studies are Michigan studies and Ohio studies on leadership effectiveness, and to 

each now we will turn our discussion to. 

  

Michigan Studies 

Likert and other researchers focused on two leadership styles identified as job-

centered and employee-centered. Job-centered leaders consider employees as 

being just a means production and profit and the best way to achieve such a goal is 

by rewarding, supervising, and communicating with them. The leader uses his/her 

power as the basis to influence employees. On the other hand employee-centered 

leader believes that in order to achieve the desirable goals, it is imperative that a 

supportive work environment is established and created. This leader cares more 

about employees’ needs, advancement, and growth and he/she believes that 

employees should feel satisfied to help the organization achieve its effectiveness 

and success. 

 

Ohio Studies 

The researchers of Ohio State University concentrated on two sets of behaviors in 

determining leadership effectiveness: initiating structure and consideration, two 

behaviors which are very similar to Michigan’s job-centered and employee-

centered Skills. A leader with initiating structure makes sure that the job is done 

according to the job descriptions and organizational charts that inform employees 

what tasks they are expected to do, how they should do them and where they fit 

into the whole picture of the organization. On the other hand, a leader with 
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consideration interacts with his employees in a way that enhances trust, 

friendship, and warmth between them.  

  Despite the fact that both Michigan and Ohio studies are able to identify 

that a leader behaves differently from followers, these studies however failed to 

establish a significant relationship between the dimensions of leadership behavior 

and organizational effectiveness as measured via performance and satisfaction. 

This is because the studies failed to take into account that leaders’ behaviors 

operate not in a vacuum but in a situational context. In other words, leaders 

behave differently in different situations they are in, suggesting that leaders adjust 

their styles and behaviors as the situation permits. Hence, another group of 

theories that stresses on the important situation in which leaders are in is offered. 

 

Situational Theories of Leadership 

Situational theories are mainly concerned with diagnosing the effectiveness of a 

leader in a particular situation and defining the appropriate leadership style in that 

situation. These theories in general argue that the leadership style of a manager 

should consider the following situations:  

- Properties of managers such as personality, motives, and competencies. 

- Properties of employees such as personality needs and motives, skills and 

experience. 

- Factors that affect the group such as stages of development, structure, and 

tasks. 

- Organizational factors such as power, rules and regulations, and specialty and 

timing. 
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Under situational theories, a number of leadership models can be 

identified. 

 

Fiedler’s Model 

Fiedler (1976) focused on two variables in defining leadership effectiveness: 

leadership styles and situational favorability for influence. Situation favorability 

relates to the degree to which leaders can influence their followers by a 

combination of leader-follower relationships, task structure, and power. Fielder 

found that leadership effectiveness is identified by choosing the right leadership 

styles for certain situations. In other words, Fielder considers the effectiveness of 

performance of any group depends on the interaction of leaders’ styles and the 

nature of situations whether the situation is suitable or unsuitable for the leader. 

 

House’s Model of Path-Goal 

House (1971) uses the theory of expectation in defining effective leadership. He 

tries to bind between leaders’ behaviors and employees, actuality and satisfaction. 

In other words, he emphasizes that leader’s effectiveness depends on the effect of 

his/her behavior on the actuality of his/her employees’ performance in one hand 

and their satisfaction on the other hand. Hose argues that the influence of leader’s 

behavior on employees’ motivation, performance, and satisfaction depends on the 

ability of such behavior to clear the paths causing the achievement of employees’ 

goals. Such an argument means that leadership effectiveness is defined as the 

ability to influence employees’ perceptions of both performance benefits and 

external ones.   
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Although the studies of situational theory have made a significant 

contribution in defining the effectiveness of leadership by focusing on the 

relationship between the situation and properties of leadership styles, some 

researchers like Feldman and Arnold (1983) raised a number of critiques against 

those studies. They assert that: 

- There was no full agreement amongst the studies of situation in determining 

the elements of situation that enable them to define effective leadership styles 

properly.  

- The existence of certain leadership styles in certain leaders does not guarantee 

they will succeed in all situations. 

- The studies overlooked the nature of interaction between the variables of 

leadership behaviors and the variables of effectiveness. 

- The studies depended on scales with low degree of predictive credibility and 

recent validity. 

- The scales included a few deviations. Data was collected according to leaders’ 

behaviors or to employees’ performance. 

 

The Managerial Leadership Prospective in the Nineties 

In the 1990s, many researchers turned their attention to other types of leadership 

styles by distinguishing between leaders who are transformational and those who 

are transactional (Bass, 1998). This effort was initially inspired by Burns’ (1978) 

argument that existing analyses of leadership style left out some of the most 

important aspects of effective leadership. To capture these neglected aspects, he 
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proposed that researchers study a type of leadership that he labeled 

transformational.  

Transformational leader is defined as a leader who sets high standards of 

behavior and considers himself as a role model by achieving his subordinates' 

trust and confidence. He sees himself as the one who has a special vision and his 

main role is to encourage and motivate employees, promote intelligence and solve 

problems, instill pride, and gain trust and respect of employees (Bass, 1990). On 

the other hand, transactional leader is the one who believes in exchanging 

relationships with followers, clarifying responsibilities, monitoring activities, and 

rewarding subordinates for achieving objectives and correcting them for failing to 

achieve objectives. He recognizes accomplishment, promises rewards for 

achieving performance, and searches for deviations from rules and standards 

(Bass, 1990). In sum, these authors consider transformational leaders as more 

effective in reacting to circumstances and reshaping the environment than 

transactional leaders because the latter motivate their followers by reward and 

punishment, whereas the former do so by establishing personal relationships and 

inspirational motivation.  Despite these ideological differences, however, they 

further assert that transformational and transactional leadership styles complete 

rather than contrast each other. In other words, each style aims to reach a goal and 

the effective leader displays various styles in different situations.  

 In sum, Bass (1990) considers the effective leader as the one who has 

cognitive, interpersonal, and technical skills which are important and helpful in 

defining successful leadership. 
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LEADERSHIP COMPETENCIES AND SKILLS 

Several researchers like Cooper (2000), Lucia and Lepsinger (1999), and Thorn 

(2002) define a leader’s competency as the skill, knowledge, and characteristics 

needed to lead and encourage subordinates to perform their roles effectively and 

to help achieve organizational strategic objectives. Cooper (2002) particularly 

claims that competency models (descriptions of desired competencies) are 

essential to qualify and improve leadership effectiveness in terms of future 

challenges. On the other hand, Thorn (2002) focuses on a combination of 

transactional (contingent rewards) and transformational (inspirational and 

charismatic) characteristics of leadership in identifying the primary categories of 

competency including leadership, analytical thinking, communication, decision 

making, building relationships, strategic planning, and emotional intelligence. 

Depending on these competencies, several researchers have classified an effective 

leader’s competencies into four main categories: knowledge management, 

leadership, social, and interpersonal competencies. 

Knowledge management competencies include searching for information, 

formation of concepts, conceptual flexibility, solving complex problems, skills of 

constructing solutions, development and improvement skills, and facilitating 

learning (Cockerhill et al., 1995; Ekvall & Arvonen, 1991; Ellinger & Bostrom, 

1999; Katz, 1974; Mumford, Zaccaro, Connelly, & Marks, 2000; Pavett & Lau, 

1983; Viitala, 2002).  

Leadership competencies include the leader’s capability to support, direct, 

participate, facilitate, and empower people. They also include the competencies 

leaders need to manage diversity, support creativity, create community, and 
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establishing a common purpose with followers (Ellinger & Bostrom, 1999; Hogan 

& Warrenfeltz, 2003; Stogdill, House, & Mitchell, 1974). 

Social competencies include the leader’s ability to build strong 

relationships with his subordinates. In other words, it means the ability to 

understand subordinates’ behaviors, communicate and interact effectively, 

motivate and handle conflicts, and influence individuals and groups to achieve the 

desired goals (Hogan & Warrenfeltz, 2003; Morse & Wagner, 1978; Stogdill, 

1974).  

Interpersonal competencies refer to the leader’s personality. They include 

self-confidence, proactive and achievement orientations, skills of social judgment, 

conflict resolution, and mastering uncertainty. In sum, they are classified into 

three main components: core self-esteem, attitudes toward authority, and self-

control (Cockerhill et al., 1995; Hogan & Warrenfeltz, 2003; Zaccaro et al., 2000). 

Ladwig and Rohs (2000) in their report described the results of a survey 

conducted by Southern Extension on more than 900 participants to identify the 

core competencies any effective leader should possess. The results showed that 

the participated leaders scored only average or slightly above average for the 

following competencies: setting goals and standards getting unbiased information, 

time management and prioritization, appraising people and performance, and 

counseling and discipline. They also scored below the average in the traits of 

thinking clearly and analytically, listening, and organizing.  The researchers 

suggested that many of leaders’ competencies should be improved and addressed 

with continued education and training. 
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It is envisaged in this thesis that effective leader is the one who is able to 

make employees develop favorable attitudes toward their jobs. In other words, a 

good leader will behave in such a way to facilitate employees so that they love 

and be committed to their jobs. With this in mind, the next section deals with job 

satisfaction first before presenting selected empirical evidence to establish the 

connection between leadership behavior and job satisfaction. 

 

JOB SATISFACTION 

Job satisfaction is defined as the psychological state of how an individual feels 

towards work. In other words, it is people’s feelings and attitudes they have about 

a variety of both intrinsic and extrinsic elements of jobs and the organizations they 

perform their jobs in. These elements are aspects related to pay, promotion, 

benefits, work nature, supervision, and relationship with colleagues 

(Mosadeghard, 2003). There are various theories that attempt to explain why 

employees are satisfied or dissatisfied with their jobs, and these theories are 

briefly elucidated below.  

 

Fulfillment Theory 

Two main researchers i.e. Schaffer (1953) and Vroom (1964) defined fulfillment 

theory in terms of needs and valences. Schaffer stated that job satisfaction varies 

depending on the extent of actually satisfying the needs (which can be satisfied) of 

an individual. Vroom stated that if we consider an individual as satisfied with an 

object, it means that the object is with a positive valence for him.   
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Discrepancy Theory 

The main notion of discrepancy theory is that people have different desires. 

Lawler (1994) argued that there should be a comparison made between what an 

individual receives and the level of the outcome. Katzell (1964) claimed that the 

more an individual desires of an outcome, he/she will be less satisfied with a 

discrepancy. Locke (1969) argued that job satisfaction and dissatisfaction can be 

measured and determined by the difference between what an individual wants 

from his/her job and what he/she perceived it is offering. 

 

Equity Theory 

Lawler (1994) considered equity theory as a motivation theory that gives 

information about the causes of satisfaction and dissatisfaction. Adams (1963, 

1965) argued that satisfaction is determined and measured by an individual’s 

perception of the input-outcome balance. An individual’s input-outcome balance 

determines his/her reward and the reward determines the satisfaction. According 

to Lawler (1994), an employee will judge his/her input-outcome balance in a 

comparison with other employees’ balances.  

 

Herzberg's Two-Factor Theory 

One of the main theories of job satisfaction is Herzberg’s two factor theory which 

essentially asserts that job satisfaction is determined by factors intrinsic and 

extrinsic to the job.  

In a study conducted way back in 1950, Frederick Herzberg interviewed a 

group of workers in order to measure their degrees of satisfaction and to find out 
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what factors made them satisfied or dissatisfied on the job. Depending on those 

interviews, Herzberg developed his theory which argues that there are two factors 

that determine one’s job satisfaction: motivator and hygiene factors. Motivation 

factors are factors that deal with fulfilling employees’ needs and personal growth 

such as achievement, recognition, responsibility and advancement, while hygiene 

factors are factors related to aspects of the job such as supervision, salary, 

interpersonal relations and working conditions. He argued that, in defining the 

relationship between motivation and hygiene, once the hygiene facets have been 

achieved, the motivators will promote satisfaction and enhance performance. 

Despite the variety of job satisfaction theories (or essentially motivation 

theories), this thesis decides to apply Herzberg’s theory mainly because it is 

considered as one of the most known, used, and widespread theories for 

explaining motivation and job satisfaction (Bassett-Jones & Lloyd, 2005). 

Furthermore, in this study it is assumed that job satisfaction is a cognitive process 

in which people evaluate cues surrounding their job context and content to form 

some kind of attitude toward their job at work. In this context, as rational beings, 

people are able to make judgments without being influenced by cues from others 

within the social environment. The attitudes formed toward the job are thus free 

from social pressures and influence. 

 Thus far the chapter has managed to provide discussions on the main 

concepts used in this study. In the next section, attempts are made to highlight 

previous empirical studies that have been conducted to examine the direct and 

indirect influence of leadership competencies on leadership behavior and 

consequently on job satisfaction.  
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PREVIOUS EMPIRICAL RESEARCH 

Leadership Competencies and Leadership Behavior/Style 

It should be noted here that empirical studies that examine the influence of 

leadership competencies and leader style are not in abundance. In fact, it is a 

rather challenging task to locate appropriate and relevant studies. One main reason 

for the dearth of studies that examined these two concepts is many authors seem to 

conflate these two concepts together. In other words, there seems to be some 

overlapping conceptualization of leadership competencies and behavior/style. 

Indeed, as one can see from the above discussion, one is able to notice that 

leadership competencies and styles seem to be somewhat interchangeable.  

 Even if there are studies that investigated the influence of leadership 

competencies and leadership style, many of them only considered emotional 

intelligence as an important leadership competency that a leader needs to possess, 

as can be seen below. Whilst emotional intelligence, defined as a set of abilities 

that refer in part to how effectively one deals with emotions both within oneself 

and others (Salovey & Mayer, 1990), it is by no means the only competence a 

leader should have. As indicated previously, an effective leader is one who 

possesses a variety of skills and competencies to help him/her with the job of 

leading and motivating others. 

 It is argued in this thesis that leadership competencies and leadership 

behavior/style are two different and separate constructs. In other words, they are 

related to each other but they are not of the same kind. Theoretically speaking, in 

case of job or work performance, it is often theorized that one’s performance in 

the job is dependent on the knowledge, skills and abilities (i.e. competencies) one 
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brings in to the job (Lucia & Lepsinger 1999; Viitala 2005). The more competent 

the person is, the more likely he/she will be able to exhibit proper job behaviors. If 

we apply this theoretical argument to leadership, it can be hypothesized that in 

order for a leader to behave in certain manner, whether he/she exhibits behavior 

consistent with people- or task- centeredness, he/she should know the skills and 

competencies to do that. In other words, leaders who have interpersonal skills will 

be more likely to be people-centered rather than task-centered and vice-versa. The 

assumption here is that an effective leader should know when to apply certain 

leadership style based on the competencies he/she has. In other words, leadership 

competencies become a precursor to effective leadership style/behavior. 

 Palmer, Walls, Burgess, and Stough (2001) explored the relationship 

between emotional intelligence, a leader competency, and effective leadership i.e. 

leadership style. Emotional intelligence was assessed by a modified version of the 

Trait Meta Mood Scale in 43 participants employed in management roles. 

Effective leaders were identified as those who displayed a transformational rather 

than transactional leadership style as measured by the multifactor leadership 

questionnaire. They found that emotional intelligence correlated with several 

components of transformational leadership, suggesting that it may be an important 

component of effective leadership. In particular emotional intelligence may 

account for how effective leaders monitor and respond to subordinates and make 

them feel at work. 

 A similar finding to the above is also reported by Gardner and Stough 

(2002). They used the Multifactor Questionnaire to measure the correlation 

between emotional intelligence and leadership styles among 110 senior level 
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managers in the University of Swinburne. The results revealed that the effective 

leader is identified by the one who showed transformational behaviors. The results 

also showed that the emotional intelligence correlated highly with all items of 

transformational leadership style.  

 

Leadership Behavior/Style and Job Satisfaction 

A number of studies have been conducted to examine the influence of leadership 

behavior/style on job satisfaction both in the West and in the Middle East. For 

example, Jabnoun and Al Rasasi (2005) conducted a study to measure the effect of 

transformational and transactional leadership styles on employees’ job satisfaction 

in UAE hospitals. Employees were selected randomly from six hospitals in UAE. 

The researchers adopted a Multifactor Leadership Questionnaire developed by 

Avolio and Bass (1991) to measure leadership styles. The researchers found that 

employees who rated their leaders in terms of the three dimensions of 

transformational leadership (i.e. charisma, intellectual stimulation, and 

individualized consideration) and contingent reward of transactional leadership 

were satisfied with their job. 

 A similar finding was found by Al-Hussami (2008) who conducted a study 

to investigate the impact of transformational leadership style on employees’ job 

satisfaction. The sample consisted of 192 nurses serving at four nursing private 

homes in the south-eastern United States. The result revealed a positive significant 

relationship between transformational leadership style and nurses’ job satisfaction. 

Transformational leadership was estimated to account for 80% of the variance of 
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job satisfaction. Further, the results indicated that the nurses were less satisfied 

with salary, work conditions, and organizational support.  

 Ramey (2002) conducted a study to examine the impact of leadership 

styles on employees’ job satisfaction amongst 7,190 nurses selected from several 

hospitals in Appalachian state. The results showed a significant positive 

relationship between transformational leadership style and employees’ job 

satisfaction in one hand and a negative significant relationship between 

transactional leadership style and employees’ job satisfaction on the other hand. In 

other words, the majority of nurses significantly preferred to be led by 

transformational leaders rather than transactional ones.  

 Naidoo (2008) conducted a study to find out the impact of leadership 

styles on job satisfaction of 140 sport administrators at tertiary institutions in 

South Africa and whether transformational leadership style makes them satisfied 

in their job. The results showed that the majority of sport administrators adopted 

the transformational leadership style. Further, in terms of job satisfaction, the 

findings showed that the employees were dissatisfied with salary, promotion, 

status and recognition but were satisfied with their boss’s leadership style and 

nature of work.  

In another study by Bartram and Casimir (2007) who investigated the 

mediating effects of subordinates’ empowerment and trust in the leader and the 

relationship between the transformational leadership style and followers’ in-role 

performance and satisfaction with the leader. The results showed that the 

influence of transformational leadership behavior on subordinates’ in-role 

performance was mediated by their psychological empowerment and trust in the 
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leader. On the other hand, the effect of transformational leadership behavior on 

followers’ satisfaction was partially mediated by the extent of trust in the leader.   

Mosadegh and Yarmohammadian (2006) conducted a study to identify the 

main factors affecting employees’ job satisfaction in Asfahan University 

Hospitals. Questionnaires were distributed among 814 employees and managers 

from different positions selected randomly. The results showed that employees 

were less satisfied with satisfier factors like salaries, benefits, recognition, work 

conditions, and communication, but they demonstrated more satisfaction with job 

nature, relationships with colleagues, and leadership behaviors (seen as people-

oriented) as satisfier factors. 

Bartolo and Furlonger (2000) investigated in the impact of leadership 

styles/behaviors (task-oriented and people-oriented) on job satisfaction among 

aviation fire fighters in Australia. The sample consisted of 56 fire fighters selected 

randomly from two fire stations located in Victoria and New South Wales, 

Australia. The results revealed that there was a positive correlation between both 

task-oriented and people-oriented leadership styles, and job satisfaction (co-

worker and supervision satisfaction) but with the exception of people-oriented 

with co-worker satisfaction.  

Lok and Crawford (2004) conducted a study to find out the effect of 

leadership styles (task-oriented and people-oriented) on job satisfaction in samples 

of Hong Kong and Australian managers. The final sample consisted of 337 

managers, 219 managers from Hong Kong and 118 from Australia. The results 

showed that, for the combined sample, the task-oriented leadership style had a 
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positive effect on job satisfaction while the people-oriented leadership style had a 

negative effect on job satisfaction. 

The results revealed no significant difference between the two samples in 

the effects of demographic variables age, sex, tenure and education levels 

organizational commitment. However, differences were found in the effects of sex 

and age on job satisfaction. Age was found to have a more positive effect on job 

satisfaction in the Hong Kong sample than in the Australian sample. 

Leary, Sullivan, and McCartney (2002) conducted a study to find out the 

relationship between leadership styles and employees’ job satisfaction. The 

sample consisted of 329 employees selected randomly from 11 public higher 

educational institutions in the state of West Virginia. The researchers used three 

questionnaires: The Leadership Behavior Description Questionnaire (LBDQ) to 

measure task-oriented and relationship-oriented leadership styles, the Mohrman-

Cooke-Mohrman Job Satisfaction Scale (MCMJSS) to measure eight facets of 

employees’ perceptions of intrinsic job satisfaction factors (self-esteem,  self-

respect, personal growth and development achievement, and expectations) and 

extrinsic job satisfaction  factors (respect and fair treatment, being informed the 

amount of supervision, and the opportunity to participate in the methods 

procedures and goals  of  the organization) and a demographic  survey (gender of 

the leader, gender of the respondent, the number of years of service in current 

position, age of respondent, years of service under the current leader, number of 

years in higher education, higher degree granted by the institution, higher degree 

granted by the respondent, and major instructional responsibilities). The results 

revealed that there is a significant correlation between both of task-oriented and 
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relationship-oriented leadership styles and the overall employees’ job satisfaction. 

The strongest relationship was seen between relationship-oriented and the 

extrinsic job satisfaction factors. On the other hand, the correlation between 

leadership styles and the intrinsic job satisfaction factors was statistically 

significant but not as strong as the correlation with the extrinsic ones.  

The results also showed that four of the demographic variables were 

statistically significant in their correlation with intrinsic satisfaction factors. Those 

variables are: the number of years the respondent had served under the current 

position; the number of years the respondent had served under the current dean or 

dependent chaired; the degree granted by the institution; and the degree held by 

the respondent. 

 

Leadership Competencies on Job Satisfaction 

The majority of researchers have focused mainly on the impact of leaders’ 

styles/behaviors on employees’ job satisfaction and they argue that leaders’ 

competencies have no direct influence in job satisfaction. Based on the view of 

literature, there are few studies conducted that have attempted to find a direct 

relationship between leaders’ competencies and employees’ job satisfaction. For 

example, Upenieks (2003) investigated the factors and competencies that 

compromise successful leadership among nurse leaders. The results showed that 

leaders who had the abilities to establish relationships, solve employees’ 

problems, and communicate were more effective in leading and enhancing 

satisfaction among their employees.  



31 

 

Carmeli (2003) conducted a study to investigate the role senior managers 

with emotional intelligence may play in developing positive work attitudes, 

altruistic behaviors, and work outcomes among their subordinates in public sector 

organizations in Israel. The results revealed that the leaders’ emotional 

intelligence increases positive work attitudes, positive behaviors, and work 

outcomes. Furthermore the results showed that emotional intelligence moderates 

the influence of work-family conflict on job commitment but does not influence 

job satisfaction. 

  

Leadership Competencies, Leadership Behavior and Job Satisfaction 

It should be noted that to date no attempts have been made to examine the 

interrelationships between leaders’ competencies, leadership behavior and job 

satisfaction. However, based on the review of the literatures above, an argument 

can be made that proposes the effects of competencies and behavior on job 

satisfaction of employees. Putting the so-called fragmented evidence together, it is 

possible to hypothesize that a competent leader is the one who is able to decide 

and choose the appropriate style under certain circumstances, and by applying the 

appropriate style or behavior he/she is able to motivate and hence make his/her 

employees satisfied with their jobs. It is indeed this lacuna that this present 

research attempts to fill and hence if the hypothesis is supported a case can be 

made to suggest to future researchers that leadership effectiveness does not start 

with identification of leadership style but one needs to understand how and why 

the style emanates from. As such, traits theory nor behavioral theory nor 
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situational theory is complete without actually acknowledging the antecedent of 

leadership style/behavior. 

Alimo-Metcalfe, Alban-Metcalfe, Bradley, Mariathasan and Samele 

(2008) conducted a study to investigate the effect of leaders’ quality and attitudes 

(engaging with others, sharing vision, and leadership competencies) on the sense 

of wellbeing at work and organizational performance. The results revealed that 

only one leadership quality (engaging with others) had a positive influence in 

organizational performance. But leadership quality, in terms of competencies, 

showed no effect on performance.   

Madlock (2008) conducted a study to measure the link between leadership 

style, communicator competence, and employees’ job satisfaction. The sample 

consisted of 220 employees’ working in a variety of organizations. The results 

showed that there is a positive relationship between the relational leadership style, 

leaders’ communication competency, and employees’ job satisfaction.   

 

SUMMARY 

This chapter has examined leadership theories, competency models, job 

satisfaction theories and models, and major studies have been conducted to 

investigate the relationships between these three variables. Several empirical 

studies have revealed a strong relationship between leadership styles and 

employees’ job satisfaction, although the interrelationships between leadership 

behaviors and competencies in affecting employees’ job satisfaction seemed to 

have been neglected. It is the main thesis of this paper that appropriate 

competencies will enable a leader to become effective as these competencies will 
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inform him/her on the suitable styles/ behaviors that need to be applied to make 

employees feel satisfied with their jobs. 

Based on the literature, the interrelationships between leadership styles, 

competencies, and employees’ job satisfaction are depicted in Figure 2.0 below.  

 

 

 

                                                                                                  

                                                                                 

 

 

 

Figure 2.0. The interrelationships between leaders’ competencies, styles, and 

employee job satisfaction 

Leadership Styles 

Leaders’ Competencies 

Employees’ Job Satisfaction 
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CHAPTER THREE 

METHOD OF RESEARCH 

 

 

INTRODUCTION 

The present chapter provides a description of the research methodology of the 

study. It begins by discussing the hypotheses to be tested, developed based on the 

research objectives and from relevant previous studies. Then, the chapter will 

present the research design by explaining specifically how the sample was 

selected, data collected, variables measured, and data analyzed.  

 

RESEARCH HYPOTHESES 

Based on the review of the literatures, many researchers have found a direct effect 

of leadership styles/behaviors on employees’ job satisfaction. They argued that the 

leader’s choice of the effective style will enable him/her to enhance the extent of 

satisfaction among employees. For example, Jabnoun and Al-Rasasi (2005), Al-

Hussami (2008), Ramey (2002), Leary et al. (2002), and Mosadegh and 

Yarmohammadian (2006) conducted studies to measure the effect of leadership 

styles on employees’ job satisfaction. The researchers found a positive 

relationship between leadership styles (especially the transformational, task 

oriented, and people-oriented styles) and employees’ job satisfaction. These 

findings correlate strongly with the previous arguments saying that an effective 

leader is the one who leads, motivates, communicates effectively, provides vision, 

and enhances employees’ satisfaction. For example, the researchers of Ohio State 
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University concentrated on two sets of behaviors in determining leadership 

effectiveness: initiating structure (task-oriented) and consideration (people-

oriented). A leader with initiating structure makes sure that the job is done 

according to the job descriptions and organizational charts that inform employees 

what tasks they are expected to do, how they should do them and where they fit 

into the whole picture of the organization.  On the other hand, a leader with 

consideration interacts with his employees in a way that enhances trust, 

friendship, and warmth between them. Thus, a leader with a combination of these 

two behaviors can be more effective in enhancing employees’ feeling of 

satisfaction and helping them to reach high standards of performance.  

Fiedler (1976) found that leadership effectiveness is identified by choosing 

the right leadership styles for certain situations. In other words, Fielder considers 

the effectiveness of performance of any group depends on the interaction of 

leaders’ styles and the nature of situations whether the situation is suitable or 

unsuitable for the leader. House (1971) tries to bind between leaders’ behaviors 

and employees, actuality and satisfaction. In other words, he emphasizes that 

leader’s effectiveness depends on the effect of his/her behavior on the actuality of 

his/her employees’ performance in one hand and their satisfaction on the other 

hand. House argues that the influence of leader’s behavior on employees’ 

motivation, performance, and satisfaction depends on the ability of such behavior 

to clear the paths causing the achievement of employees’ goals. Such an argument 

means that leadership effectiveness is defined as the ability to influence 

employees’ perceptions of both performance benefits and external ones.  Bass 

(1990) argued that the effective leader is the one who sets high standards of 
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behavior and considers himself as a role model by achieving his subordinates' 

trust and confidence. He sees himself as the one who has a special vision and his 

main role is to encourage and motivate employees, promote intelligence and solve 

problems, instill pride, and gain trust and respect of employees. Based on the 

above arguments, the following hypothesis is proposed: 

H1: There is a positive relationship between leadership styles/behaviors and 

employees’ job satisfaction.  

 

In discussing the link between leaders’ competencies and leadership 

behaviors, many researchers focused only at emotional intelligence as an 

important leadership competency an effective leader needs to possess. However, it 

has been proposed that a good and effective leader needs to possess a set of 

leadership competencies and skills to help him/her with the job of leading and 

motivating others. For example, Gravan and McGuire (2001), Lucia and 

Lepsinger (1999), and Viitala (2005) argued that the more competent the leader is 

in terms of knowledge, skills, and abilities, the more likely he/she will be able to 

exhibit proper behaviors when he/she leads and influences the others. It is argued 

that a leader who listens, processes information, motivates successfully, delegates 

responsibilities, communicates effectively, and builds personal relationships with 

his/her subordinates is considered as a people-oriented leader. On the other hand it 

is seen that the task-oriented leader is the one who focuses on working efficiently, 

takes action, achieves results, motivates successfully by rewards, solves problems 

when necessary, displays commitment, and seeks development in leading his/her 

subordinates.  
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H2: Competencies a leader possesses will determine his/her style. 

To date studies that looked at the influence of leadership competencies on 

job satisfaction are limited, with the exception of  Upenieks’ (2003) study, for 

example, who found that leaders who had the competencies to create 

relationships, solve problems, and communicate efficiently were more effective in 

achieving employee satisfaction. A similar study conducted by Frank (2001) 

revealed that the employees were more satisfied with leaders’ who had 

competencies such as communication, relationships building, and problem solving 

and conflict resolution, than those who had competencies related to planning and 

organizational development. However, studies that investigated and focused on 

emotional intelligence (EI), as one of the competencies of a leader, have generally 

found a positive relationship between EI and job satisfaction (e.g. Carmeli, 2003). 

Several researchers (e.g. Upenieks, 2003) argue that leaders who had the abilities 

to establish relationships, solve employees’ problems, and communicate are more 

effective in leading and enhancing satisfaction among their employees. Thus, the 

following hypothesis is proposed: 

H3: There is a positive relationship between leaders’ competencies and 

employees’ job satisfaction. 

 

It has been noted that previous studies have not focused on the 

interrelationships between leadership styles, leaders’ competencies, and 

employees’ job satisfaction. Depending on the definition of the effective leader, 

the researcher hypothesizes that an effective and competent leader is that the one 

who knows how to choose the proper style (consists of a variety of competencies) 
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in order to motivate and make his/her employees satisfied with their jobs. For 

example, Madlock (2008) found a positive relationship between the relational 

leadership style, communication competency, and employees’ job satisfaction. 

Alimo-Metcalfe, Alban-Metcalfe, Bradley, Mariathasan, and Samele (2008) found 

that the leader’s competency of engaging with others had a positive influence in 

enhancing leadership quality and employees’ satisfaction and performance. Even 

though the studies discussing the interrelation between leaders’ competencies, 

leadership behavior and job satisfaction are limited, it still can be argued that a 

competent leader is the one who is able to decide and choose the appropriate style 

under certain circumstances, and by applying the appropriate style or behavior 

he/she is able to motivate and hence make his/her employees satisfied with their 

jobs. Based on the above argument, it is possible to hypothesize an 

interrelationship between leadership competencies, leadership styles, and 

employees’ job satisfaction. Thus, the following hypothesis is proposed: 

H4: There is an interrelationship between leaders’ competencies, leadership 

styles, and employees’ job satisfaction. 

 

The next section will deal with the actual implementation of the present 

study. 

 

RESEARCH DESIGN 

Research Sample 

The study is applied on a sample selected from a variety of organizations located 

in Saudi Arabia such as private schools, a manufacturing company and a medical 
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equipment company, and Jordan such as service organizations. The sample is 

composed of 2000 full time employees working in different positions in those 

organizations and they are categorized into general workers, officers, and 

supervisors. The questionnaires were sent to 350 employees selected randomly 

from different positions in those organizations. All in all, only 223 questionnaires 

were returned out of 350 questionnaires to the researcher on the 2
nd

 of February, 

2009 and this constitutes a 64 % response rate. 

The reason behind choosing a variety of organizations is due to the strong 

relationship between the researcher and the human resource managers of these 

organizations. The researcher depended on managers’ prerogatives to encourage 

employees to participate effectively and complete all the items seriously in order 

to get accurate readings and results. Moreover, such a variety will enhance the 

researchers’ chance to go further in discussing whether the nature of the 

organization has an effect in employees’ job satisfaction. 

 

DATA COLLECTION PROCEDURES 

Data were collected by using questionnaires that consisted of five sections asking 

the respondents about their supervisors’ behaviors and competencies, employees’ 

satisfaction of work and supervision, and personal information related to 

themselves and their supervisors. 

The purpose of the study and the mechanisms were explained briefly in the 

cover letter in order to maintain confidentiality. The demographic section was 

intended to get some information about biography, education, and period of 

service. The questionnaires were received and answered at the workplace and the 
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respondents were informed that their participation was voluntary. Data were 

collected approximately within one month. 

 

MEASURMENT OF VARIABLES 

The dependent variable in this study is employees’ job satisfaction, while 

leadership style and leaders’ competencies are the independent variables. The 

following will now describe how each variable was measured. Table 3.1 

summarizes the development of the instrument.  

 

Leadership Styles 

Leadership style/behaviour was measured by the 20-item Leadership Style 

Questionnaire developed by Northouse (2001). This instrument has 10 items to 

measure task-oriented leadership style and 10 items to determine the 

relational/people-oriented leadership style. A 5-point Likert-type scale (1 = 

strongly disagree to 5 = strongly agree) was used in this section. The reliability 

coefficient (Cronbach’s alpha) of measures was reported at .942. 

   

Leaders’ Competencies  

Leaders’ competencies were measured by the Eight Universal Management and 

Leadership Competencies in 18 Skill Sets developed by the Profile Service Centre 

http://www.markwagnon.com/checkpoint_specs.pdf. This instrument contains 

three items to measure communication, three items for leadership, two items for 

adaptability, two items for relationships, two items for task management, two 

items for production, two items for development of others, and two items to 
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measure personal development. A 5-point Likert-type scale (1= strongly disagree 

to 5 = strongly agree) was used in this section. The reliability coefficient 

(Cronbach’s alpha) of measures was reported at.950. 

 

Job Satisfaction  

 Job satisfaction was measured by using the 5-item questionnaire developed by 

Brayfield and Rothe (1951). Participants were asked to indicate how they feel 

about their job at work every day according to the following statements: “At this 

very moment, I am very enthusiastic about my work, right now”, “I feel fairly 

satisfied with my present job”, “At present, each moment at work seems like it 

will never end” (reverse-scored), “ At this moment I am finding real enjoyment in 

my work”, “I consider my job rather unpleasant” (reverse-scored). A 5-point 

Likert-type scale (1 = strongly disagree to 5 = strongly agree) was used in this 

section. 

 In addition to job satisfaction, specific questions were also asked about the 

respondents’ satisfaction with their supervisor. Satisfaction of supervision was 

measured by using the 3-item of Job Diagnostic Survey developed by Hackman 

and Oldham (1975). Participants were asked to express their opinions upon their 

immediate supervisors according to the following statements: “The degree of 

respect and fair treatment I receive from my supervisor”, “The amount of support 

and guidance I receive from my supervisor”, and “The overall quality of the 

supervision I receive in my work”. A 5-point Likert-type scale (1 = strongly 

dissatisfied to 5 = strongly satisfied) was used in this section.  
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To determine employee job satisfaction, a total score of job satisfaction 

and supervision satisfaction is calculated. The higher the score, the more satisfied 

the employees are with their job. The reliability coefficient (Cronbach’s alpha) of 

these aggregated measures is reported at .799.  

 

Demographic Information 

In order to get some useful demographic information two sections were used. The 

first section contained four items related to employees’ immediate supervisor. The 

respondents were asked to check whether their immediate supervisors were males 

or females. Also, the respondents were asked to state the period they have been 

working with their current immediate supervisors. Each respondent was asked to 

choose an alternative that best modifies to what extent he/she knows his/her 

immediate supervisor. Moreover, each respondent was asked to choose an 

alternative that best modifies to what extent his/her immediate supervisor knows 

about him/her.   

The second section contained six items aimed to gather personal 

information about the respondents. For example, the respondents were asked to 

check whether they were males or females and whether they were singles or 

married. Each respondent was asked to state his/her age, job title and the period 

they have been working in the company. They were also asked to indicate their 

education level either being Primary school, Secondary school, Diploma, 

Bachelor’s degree, Master’s degree, or others.   

Table 3 summarizes the instruments used to measure each variable of the 

present study. 
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Table 3.1 

Summary of Main Instruments Used 

Variables Source of instruments No. of items 

Leadership style Leadership Style Questionnaire (Northouse, 

2001)  

20 

Leader competencies Eight Universal Management and Leadership 

Competencies (Profile Service Centre, 2009) 

18 

Job satisfaction Brayfield and Rothe (1951) 5 

Supervision satisfaction Job Diagnostic Survey (Hackman & Oldham, 

1975) 

3 

 

DATA ANALYSIS 

The data obtained will be analyzed by using the Statistical Packages for Social 

Science (SPSS) version 15. Several data analysis techniques will be utilized in 

order to study the relationships among variables in this study.   

 

Reliability Testing 

Reliability of measure is an indication of the stability and consistency with which 

the instrument measures the concept and helps to assess the “goodness” of a 

measure (Sekaran, 2005). Furthermore, the reliability of measure will indicate the 

extent to which it is without bias (error free) and hence ensures consistent 

measurement across time and across the various items in the instrument. To 

measure the reliability of the instruments used, Cronbach’s alpha is employed. 

According to Sekaran (2005), if the Cronbach’s alpha is less than .6, this means 
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that the instrument used has a low reliability (and thus opens for some errors). If 

the alpha value is within .7, the instrument has acceptable reliability, and the 

instrument is said to be reliable when the alpha value exceeds .8. 

 

Frequency Analysis 

Frequency analysis will be used for the demographic factors or any items that are 

being measured on nominal scale such as age, experience, and title of job holders. 

Such an analysis is useful to determine whether the some demographic factors 

may affect employees’ perceptions of leaders’ competencies, leadership styles, 

and job satisfaction.  

 

Descriptive Statistics 

Descriptive statistics will be used to examine the means and standard deviations of 

the main variables of the present study, i.e. leadership styles, leaders’ 

competencies and employees’ job satisfaction. It will be done on variables that 

being measured on interval or ratio scale. Toward this end, it is used to identify 

whether leadership styles, leaders’ competencies, and employees’ job satisfaction 

are related between each others. 

 

Inferential Statistics 

To test the hypotheses developed in this study, inferential statistics are employed. 

In particular, correlation analysis and a multiple regression are used accordingly. 

Correlation analysis will be used to determine bivariate relationships between two 

variables measured on at least an interval scale. Toward this end, Pearson 
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correlation test will be used to identify whether leadership styles, leaders’ 

competencies, and employees’ job satisfaction are related between each other. On 

the other hand, multiple regressions is a statistical test that is employed to 

determine the simultaneous influence of independent variables on dependent 

variables when all of these variables are measured on either an interval or ratio 

scale (Sekaran, 2005). In the present study, the independent variables of 

leadership styles and leaders’ competencies will be regressed on job satisfaction. 

The use of multiple regression is appropriate when all variables are measured on 

at least an interval scale. 

 

SUMMARY 

This chapter has described the developed hypotheses to be addressed in the 

current study. The specific research methodology (research sample, data 

collection procedures, and measurement of variables) has been presented in order 

to test the hypotheses and answer the research questions proposed earlier in the 

first chapter. The acceptance or rejection of the hypotheses will be determined by 

using appropriate statistical techniques. 
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CHAPTER FOUR 

FINDINGS 

 

 

INTRODUCTION  

This chapter is concerned with reporting the results of the survey that looks at the 

influence of leadership styles and leaders’ competencies on employees’ job 

satisfaction. To start, this chapter will report the background of the respondents 

before presenting the descriptive and inferential results of the study. 

 

RESPONDENTS’ BACKGROUND 

Table 4.1 presents the background information of the respondents who had 

participated in the survey. To recall, the respondents were working in various 

occupations in Jordan and Saudi Arabia. All in all, only 223 questionnaires were 

returned out of 350 questionnaires to the researcher and this constitutes a 64 % 

response rate. As shown in Table 4.1, the majority of the respondents were made 

up of male employees (80.7%), were already married (71.7%) and were highly 

educated with more than the half had already completed university education 

(60.1%). The respondents in general were made up of employees working in 

various occupations, in which almost half reported that they were working as 

general workers (48.0%) and half of the employees were from Saudi Arabia 

(55.3%). With respect to age, on average the respondents were relatively young 

(mean = 34.54 years old, SD = 7.289), and had been working relatively long time 

with the organization (mean = 6.42 years; SD = 5.801).  
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Based on the description of the respondents above, the question now is: To 

what extent are the respondents of this study representative of the whole 

population? While it is difficult to ascertain due to limited information on the 

general working population in Jordan and Saudi Arabia, it is believed, to some 

extent, that the respondents in this study mirror somewhat the characteristics of 

the general population. For example, gender reflects the general working 

population in which the majority of workers are males (especially in the private 

sector) due to traditional and political practices.    

 

Table 4.1  

Respondents’ Background (n = 233) 

 Frequency Percentages (%) 

Sex   

Male 180 80.7 

 Female 43 19.3 

Marital Status   

Single 63 28.3 

Married 160 71.7 

Highest Level of Education   

Primary 4 1.8 

Secondary 25 11.2 

Diploma 46 20.6 

Bachelor degree 134 60.1 
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Master’s degree 12 5.4 

Others 2 0.9 

Occupation   

Supervisor  35 15.7 

Officer 81 36.3 

General worker 107 48.0 

Country of Origin    

Jordan 100 44.8 

Saudi Arabia 123 55.2 

    

Age  Mean = 34.54  SD = 7.289 

Experience Mean = 6.42 SD = 5.801 

 

Before proceeding with the data analysis, it is essential to examine to what 

extent the instruments used to measure the main variables are reliable. Checking 

the reliability coefficients is important to make sure that the instruments used are 

indeed reliable so that the findings are not distorted. 

 

RELIABILITIES OF MEASURES 

Reliability of measure is an indication of the stability and consistency with which 

the instrument measures the concept and helps to assess the “goodness” of a 

measure (Sekaran, 2005). Furthermore, the reliability of measure will indicate the 

extent to which it is without bias (error free) and hence ensures consistent 

measurement across time and across the various items in the instrument. To 
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measure the reliability of the instruments used, Cronbach’s alpha is employed. 

According to Sekaran (2005), if the Cronbach’s alpha is less than .6, this means 

that the instrument used has a low reliability (and thus opens for some errors). If 

the alpha value is within .7, the instrument has acceptable reliability. The 

instrument is said to be reliable when the alpha value exceeds .8. 

Reliability analyses were run on three main measures, i.e. leadership 

styles, leaders’ competencies and employees’ job satisfaction. Table 4.2 highlights 

the reliability coefficients of all the measures. As what is shown in the table, 

leadership styles were measured by 20 items, and the reliability coefficient 

(Cronbach’s alpha) of measures was .942. The reliability coefficient for 

employees’ job satisfaction measured by seven items was reported at .799. The 

reliability coefficient for leaders’ competencies measured by 18 items was 

reported at .950. What do the reliability coefficients of the measures mean? As 

what is shown, the measures were somewhat reliable and the findings as a result 

are somewhat less suspected. 

 

Table 4.2  

Reliabilities of Measures 

 Leadership 

Styles 

Job Satisfaction Leaders’ 

competencies 

Reliability coefficients 

(Cronbach’s alpha) 

.942 

(20 items) 

.799 

(7 items) 

.950 

(18 items) 
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DESCRIPTIVE STATISTICS OF MAIN VARIABLES 

Table 4.3 below highlights the descriptive statistics of the main variables of the 

study, i.e. leadership styles, leaders’ competencies and employees’ job 

satisfaction. As displayed in the table, the respondents generally perceived that 

their leaders exhibit moderate orientation in task (mean = 3.603, SD = 0.752) and 

in people (mean = 3.514, SD = 0.789), even though they perceived that their 

leaders tend to be slightly higher in task orientation than in people orientation.  

The respondents generally perceived that the leadership competencies 

(mean = 3.6232, SD = 0.777) of their leaders exhibit a high level of leadership 

competencies which include the leaders’ capabilities to support, direct, participate, 

facilitate, and empower people. They also agree that competencies leaders need to 

manage diversity, support creativity, create community, and establishing a 

common purpose with followers. 

 

Table 4.3  

Descriptive Statistics of Main Variables (n = 223) 

Variables
 

Mean SD 

Task-oriented 
 

3.603 .752 

Relational/People-oriented 3.514 .789 

Leaders’ competencies
 

3.6232 .777 

Employees’ Job Satisfaction
 

3.4881 .779 

Note:  
a 
1 = strongly disagree, 2 = disagree, 3 = disagree nor agree, 4 = agree, 5 = 

strongly agree 
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  In the following section, each variable will be examined in detail as to 

what it means in relation to the mean value found earlier. 

 

Leadership Styles 

As indicated earlier, 20 items were used to measure leadership styles, and as 

indicated earlier the respondents generally perceived that their leaders show 

moderate task orientation and people orientation.  When one looks at Table 4.4 

closely, one will notice why this is so. In sum, Bass (1990) considers the effective 

leader as the one who has cognitive, interpersonal, and technical skills which are 

important and helpful in defining successful leadership. 

 

Table 4.4  

Descriptive Statistics of Leadership Styles Items (n = 233) 

Items Mean SD 

Tells group members what they are supposed to do. 3.84 .964 

Encourages group members to do quality work. 3.78 1.109 

Makes suggestions on how to solve problems 3.73 1.048 

Clarifies his or her own role within the group. 3.66 1.005 

Defines role responsibilities for each group member. 3.63 1.031 

Sets standards of performance for group members. 3.55 .989 

Makes his or her perspective clear to others. 3.55 1.121 

Develops a plan of action for the group. 3.48 1.126 

Provides a plan for how the work is to be done.  3.46 1.134 
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Provides criteria for what is expected of the group. 3.35 .947 

Task-oriented (Overall) 3.603 .752 

   

Acts friendly with members of the group. 3.85 1.000 

Communicates actively with group members. 3.68 1.062 

Responds favorably to suggestions made by others. 3.68 1.136 

Helps others feel comfortable in the group. 3.62 1.163 

Treats others fairly. 3.55 1.097 

Shows flexibility in making decisions. 3.49 1.110 

Helps group members get along. 3.44 1.097 

Shows concern for the personal well-being of others. 3.38 1.124 

Behaves in a predictable manner toward group members. 3.37 1.127 

Discloses thoughts and feelings to group members. 3.06 1.103 

Relational/People-oriented (Overall) 3.514 .789 

Note:  
a 
1 = strongly disagree, 2 = disagree, 3 = disagree nor agree, 4 = agree, 5 = 

strongly agree 

 

Leaders’ Competencies 

As indicated earlier, 18 items were used to measure leaders’ competencies and 

that on average the respondents perceived that their leaders are moderately 

competent. The results showed that the participated leaders scored only average or 

slightly above average for the following competencies: setting goals and standards 

getting unbiased information, time management and prioritization, appraising 

people and performance, and counseling and discipline. They also scored below 
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the average in the traits of thinking clearly and analytically, listening, and 

organizing.  

 

Table 4.5  

Descriptive Statistics of Leaders’ Competencies Items (n = 233) 

Items Mean SD 

Seeks improvement 3.98 1.031 

Works competently 3.81 1.063 

Achieves results 3.78 1.024 

Works efficiently 3.74 1.029 

Displays commitment 3.71 1.091 

Facilitates team success 3.68 1.010 

Provides direction 3.63 0.959 

Listens to others 3.62 1.032 

Processes information 3.58 0.983 

Adjusts to circumstances 3.57 1.010 

Builds personal relationship 3.55 1.130 

Takes action 3.54 1.081 

Delegates responsibility 3.53 1.085 

Instills trust 3.53 1.138 

Communicates effectively 3.52 0.948 

Thinks creatively 3.48 1.134 

Motivates successfully 3.46 1.064 
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Cultivates individual talents 3.41 1.103 

Leaders’ competencies (Overall) 3.6232 .777 

Note:  a 1 = strongly disagree, 2 = disagree, 3 = disagree nor agree, 4 = agree, 5 = 

strongly agree 

 

Job Satisfaction 

As indicated earlier, job satisfaction is reflected in the way how respondents feel 

satisfied with their work. As reported earlier, the respondents in general felt that 

they were moderately satisfied with their jobs. The results showed that employees 

were less satisfied with satisfier factors like benefits, recognition, work 

conditions, and communication, but they demonstrated more satisfaction with job 

nature, relationships with colleagues, and leadership behaviors (seen as people-

oriented) as satisfier factors. 

 

Table 4.6  

Descriptive Statistics of Employees’ Job Satisfaction Items (n = 223) 

Items Mean SD 

The degree of respect and fair treatment I received from my 

supervisor. 

4.05 1.021 

The amount of support and guidance I receive from my supervisor. 3.62 1.116 

At this very moment, I am very enthusiastic about my work. 3.52 1.177 

The overall quality of the supervisor I receive in my work. 3.49 1.123 

At this moment, I am finding enjoyment in my work. 3.43 1.179 
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Right now, I feel fairly satisfied with my present job. 3.33 1.250 

At present, each moment at work seems like it will never end. 2.97 1.226 

Right now, I consider my job rather unpleasant. 2.59 1.355 

Job satisfaction (Overall) 3.4881 .779 

Note:  
a 
1 = strongly disagree, 2 = disagree, 3 = disagree nor agree, 4 = agree, 5 = 

strongly agree 

 

INFERENTIAL STATISTICS  

In this section, inferential results will be offered and results from correlation 

analysis and a multiple regression will be presented.  

 

Correlation Matrix 

Correlation analysis is used to determine bivariate relationships between two 

variables measured on at least an interval scale. Toward this end, Pearson 

correlation test was used to identify whether leadership styles, leaders’ 

competencies, and employees’ job satisfaction are related to each other. Table 4.7 

presents the correlation matrix results.  

As shown in the table, there is a significant relationship between 

leadership styles and employees’ job satisfaction (r = .456, p = .000). This means 

that leadership style used by the leader enhances employees’ attitude toward their 

job. In other words, employees are satisfied with the style currently exhibited by 

their leader. In this case, the first hypothesis is thus supported. 

A significant relationship between leaders’ competencies and employees’ 

job satisfaction was also found (r = .622, p = .000), as hypothesized earlier. This 
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means that when the respondents are satisfied with their leaders’ competencies, 

they will tend to be satisfied with their job.  

The result further revealed a significant relationship between leaders’ 

competencies and leadership styles (r = .620 p = .000) as what was hypothesized 

earlier. Such a finding means that leaders’ competencies play a significant role in 

forming leadership styles.  

 

Table 4.7  

Correlation Matrix amongst Main Variables (n = 223) 

 
1 2 3 

Leadership styles (1) - 0.620** .456** 

Leaders’ competencies (2)  - 0.622** 

Job satisfaction (3)   - 

** Correlation is significant at the 0.01 level (1-tailed). 

 

Multiple Regression Analysis 

Multiple regression is a statistical test that is employed to determine the 

simultaneous influence of independent variables in dependent variables when all 

of these variables are measured by either an interval or ratio scale (Sekaran, 

2005). In the present study, all the main variables (i.e. leadership styles, leaders’ 

competencies, and employees’ job satisfaction) were measured by an interval 

scale, and hence multiple regression analysis was appropriate to test the fourth 

hypothesis, i.e. that leadership styles and leaders’ competencies simultaneously 

and significantly influence employees’ job satisfaction. 
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In addition, a multiple regression analysis was also appropriate if one 

intends to examine which independent variable has the most contribution or effect 

on the dependent variable. In the context of the present study, it is important that 

one knows whether leadership styles or leaders’ competencies have a much bigger 

influence on employees’ job satisfaction since the finding will inform what 

actions and measures need to be taken to enhance the role of leadership style and 

leaders’ competencies in enhancing employees’ job satisfaction. 

To carry out the multiple regression analysis, both the independent 

variables, i.e. leadership styles and leaders’ competencies, were regressed on 

employees’ job satisfaction using the Enter method. In the analysis, leaders’ 

competencies were entered first since this variable was found to have a larger 

correlation coefficient (refer to Table 4.7) than leadership styles which were 

entered later. Table 4.7 presents the result of the multiple regression analysis. 

As shown in Table 4.8, leadership styles and leaders’ competencies were 

able to explain significantly 39.5% of the variance in employees’ job satisfaction 

(F = 71.876, p = .000). This finding appears to support the hypothesis that both of 

these variables are important contributors to employees’ job satisfaction, albeit in 

a small way. When one looks further down the table, one will notice how leaders’ 

competencies and leadership styles comparatively influence or predict employees’ 

job satisfaction. But, only one of these variables (i.e. leaders’ competencies) was 

able to significantly predict employees’ job satisfaction (t = 8.246, p = .000). So, 

which one of these variables is more influential in predicting job performance? As 

indicated by the Beta coefficients, leaders’ competencies seem to be slightly more 

influential than leadership styles (β = .121 as compared to β = .121), albeit in a 
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normal direction, to affect employees’ job satisfaction. In other words, job 

satisfaction is affected more by how relevant the leadership styles and 

competencies than how satisfied the employees are. This important finding has 

important implications to leaders with respect to the implementation of any type 

of leadership styles and competencies. 

 

Table 4.8  

Results of Multiple Regression Analysis (n=223) 

Model Summary 

R .629
a
  Adjusted R Square .390 

R Square 

.395  

Std. Error of the 

Estimate 
.609 

 

ANOVAb 
   

 Sum of Squares df Mean Square F Sig. 

Regression 53.344 2 26.672 71.876 .000a 

Residual 81.640 220 .371  

Total 134.984 222   

Coefficientsa 
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Unstandardized 

Coefficients 

Standardized 

Coefficients t Sig. 

  B Std. Error Beta     

(Constant) 1.056 0.219   4.822 .000 

Leadership style 0.121 0.070 0.115 1.718 .087 

Leaders’ 

competencies 

0.553 0.097 0.551 8.246 .000 

a. Predictor: (Constant) Leadership style, Leader competencies 

b. Dependent Variable: Job Satisfaction 

 

SUMMARY 

This chapter has reported the main findings of the present survey. To recap, this 

study intended to examine the effect of leadership styles and leaders’ 

competencies on job satisfaction of employees. Toward this end, four main 

hypotheses were developed and tested. Out of these four hypotheses, all were 

supported. Table 4.9 summarizes the results of the hypotheses testing. 

 

Table 4.9  

Summary of Hypotheses Testing 

 Research Hypotheses Result 

H1 There is a positive relationship between leadership 

styles/behaviors and employees’ job satisfaction. 

Accepted 

H2 Competencies a leader possesses will determine his/her Accepted 
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style.  

H3 There is a positive relationship between leaders’ 

competencies and employees’ job satisfaction 

Accepted 

H4 There is an interrelationship between leaders’ 

competencies, leadership styles, and employees’ job 

satisfaction. 

Accepted 

 

 

The results of the study generally indicate that leadership styles and 

leaders’ competencies have a positive impact on employees’ job satisfaction. 

Based on the multiple regression results, these two factors are significantly 

influential in predicting job satisfaction of employees at work but the most 

dominant variable is leaders’ competencies. 

In the next chapter, a detailed discussion on the results is going to be 

offered. There, implications of the study’s findings on practice and future research 

will be deliberated. In addition, the study’s main limitations also will be 

highlighted.  
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CHAPTER FIVE 

DISCUSSION AND CONCLUSION 

 

 

INTRODUCTION 

This chapter aims to discuss the results presented in the previous chapter by 

comparing them with those research theories and previous studies in the same 

field. In addition, the study’s limitations and recommendations for future research 

and practice are presented in this chapter.  

 

DISCUSSION 

In discussing the results, the researcher prefers to discuss each hypothesis 

separately in order to get an accurate and comprehensive understanding of the 

relationships between the variables.  

 

H1: There is a positive relationship between leadership styles/behaviours and 

employees’ job satisfaction 

The results revealed that the respondents perceived their leaders to moderately 

exhibit task-oriented style (mean = 3.603, SD = .752) and people-oriented style 

(mean = 3.514, SD = .789) even though leaders tend to be slightly higher in task-

oriented than people-oriented. Moreover, the results revealed that there is a 

significant relationship between leadership styles and employees’ job satisfaction 

(r = .456, p = 0.000). Such a result shows that both task-oriented and people-
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oriented leadership styles can enhance employees’ feelings and attitudes towards 

their jobs in general.  

What is remarkable here is that this finding correlates strongly with the 

arguments that say that a leader can be both task-oriented and people-oriented and 

his/her effectiveness depends on his/her choice of the style that suits the situation. 

For example, the researchers of Ohio State University claimed that a leader with 

task-oriented behaviours is effective on leading subordinates to accomplish their 

jobs according to the job description and the organizational chart that informs 

employees what, when, and how tasks should be done. On the other hand, a 

people-oriented leader is effective in enhancing trust, friendship, and warmth 

between employees. 

Depending on this result of the current study and those found by several 

researchers (e.g. Al-Hussami, 2008; Bass, 1990; Fielder, 1976; Jabnoun & Al-

Rasasi, 2005; Leary et al., 2002; Mosadegh & Yarmohammadian, 2006; Ramey, 

2002), it is seen that a leader with a combination of these two styles is more 

effective in enhancing employees’ satisfaction and helping them to achieve 

personal and organizational objectives.    

 

H2: Competencies a leader possesses will determine his/her style 

The result further revealed a significant relationship between leaders’ 

competencies and leadership styles (r = .620 p = .000). Such a finding means that 

leaders’ competencies play a significant role in forming leadership styles. It 

should be noted here that empirical studies examining the influence of leaders’ 

competencies in leadership styles are not in abundance. Many researchers focused 
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only at emotional intelligence as an important leadership competency an effective 

leader needs to possess. It is argued in this thesis that leadership competencies and 

leadership behaviour/style are two different and separated constructs. In other 

words, they are related to each other but they are not of the same kind. The 

findings of this study come to support such an argument by showing the strong 

effect of several competencies, in addition to emotional intelligence, on leadership 

styles in general and task-oriented or people-oriented styles in particular.   

Theoretically speaking, in case of job or work performance, it is often 

theorized that one’s performance in the job is dependent on the knowledge, skills 

and abilities (i.e. competencies) one brings in to the job (Gravan & McGuire 

2001; Lucia & Lepsinger 1999; Viitala 2005). The more competent the person is, 

the more likely he/she will be able to exhibit proper job behaviours. If we apply 

this theoretical argument to leadership, it can be hypothesized and emphasized (as 

what the findings have revealed) that in order for a leader to behave in a certain 

manner, whether he/she exhibits behaviour consistent with people- or task- 

centeredness, he/she should know the skills and competencies to do that. In other 

words, a leader who listens effectively, processes information, motivates 

successfully, delegates responsibilities, communicates effectively, and builds 

personal relationships with his/her subordinates is considered as a people-oriented 

leader. On the other hand it is seen that the task-oriented leader is the one who 

focuses on working efficiently, takes action, achieves results, motivates 

successfully by rewards, solves problems when necessary, displays commitment, 

and seeks development in leading his/her subordinates. The assumption here is 

that an effective leader should know when to apply certain leadership style based 
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on the competencies he/she has. In other words, leadership competencies become 

a precursor to effective leadership style/behavior.  

 

H3: There is a positive relationship between leaders’ competencies and 

employees’ job satisfaction 

A significant relationship between leaders’ competencies and employees’ job 

satisfaction was also found (r = .622, p = .000). This finding means that when the 

respondents are satisfied with their leaders’ competencies, they will tend to be 

satisfied with their jobs.  

Since the studies that discussed the influence of leadership competencies 

in job satisfaction are limited, this finding can be considered remarkable in 

enhancing the notion saying that leaders’ competencies have a direct effect on 

employees’ job satisfaction. It is seen, depending on the findings, that a leader 

who listens, processes information, adjusts to circumstances, builds personal 

relationships, takes action, delegates responsibility, instils trust, communicates 

effectively, thinks creatively, motivates successfully, and cultivates individual 

talents is more effective in enhancing employees’ job satisfaction and helping 

them achieve high standards of performance. This finding correlates with those 

found by some researchers (e.g. Carmeli, 2003; Frank, 2001; Upeniek, 2003) who 

consider communication effectiveness, building relationships, and solving 

problems as core and essential competencies any leader should possess in order to 

increase employees’ extent of satisfaction and efficiency. Thus, it is recommended 

that leaders should be aware of the strong relationship between their competencies 

and their subordinates’ attitudes towards jobs in general and supervision in 
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particular. Such awareness implies that leaders should continue to improve and 

acquire leadership competencies that suit different characteristics of individuals 

and different situations. 

 

H4: There is an interrelationship between leaders’ competencies, leadership 

styles, and employees’ job satisfaction 

Since the main purpose of this study has been to find the effect of leadership 

styles and leaders’ competencies on employees’ job satisfaction, the results of the 

study generally indicate that leadership styles and leaders’ competencies have a 

positive impact on employees’ job satisfaction.  Leadership styles and leaders’ 

competencies were able to explain significantly 39.5% of the variance in 

employees’ job satisfaction (F = 71.876, p = .000). This finding appears to support 

the hypothesis saying that both of these variables are important contributors to 

employees’ job satisfaction, albeit in a small way. It is noticed that leaders’ 

competencies and leadership styles comparatively influence or predict employees’ 

job satisfaction. But, only one of these variables (i.e. leaders’ competencies) was 

able to significantly predict employees’ job satisfaction (t = 8.246, p = .000). So, 

which one of these variables is more influential in predicting job satisfaction? As 

indicated by the Beta coefficients, leaders’ competencies seem to be slightly more 

influential than leadership styles (β= 0.553 as compared to β = 0.121), albeit in a 

normal direction, to affect employees’ job satisfaction. This important finding has 

important implications to leaders with respect to the implementation of any type 

of leadership styles and competencies. 
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Even though the studies discussing the interrelations between leaders’ 

competencies, leadership behaviours, and job satisfaction are limited, the findings 

of this study revealed that a competent leader is the one who is able to decide and 

choose the appropriate style under certain circumstances, and by applying the 

appropriate style or behaviour he/she is able to motivate and hence make his/her 

employees satisfied with their jobs.   

 

LIMITATIONS OF THE STUDY 

It is essential to take a number of caveats into account when interpreting any 

empirical study. Firstly, the findings of the study are limited to the sample 

selected only from four companies in Jordan and Saudi Arabia. Thus, the findings 

may not be generalized and used to predict the extent of satisfaction for all 

employees in the Middle East. The results might be different with employees from 

other companies with different nature and demographics. Secondly, the study was 

conducted within the limitations of time, i.e., one semester (six months) and the 

findings might be different when similar studies are conducted in the future. 

Thirdly, the data were gathered using only one type of instrument which was the 

questionnaire. A series of interviews to the employee and managers themselves 

may provide other information not explored in this study. 

 

RECOMMENDATIONS FOR PRACTICE AND FUTURE RESEARCH 

From this study, the researcher recommends a few approaches that could be taken 

to improve employees’ job satisfaction by focusing on leadership style and 

competencies.  
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 It has been shown empirically by this research that leadership style and 

competencies play a significant role in influencing employees’ job satisfaction, 

with the latter has a more significant influence. Hence it is recommended that 

leadership training should focus on developing appropriate competencies in a 

leader so that they will be able to employ the best style when managing employees 

at work. A leader who receives comprehensive and intensive training programmes 

aiming at improving his/her abilities to communicate effectively with 

subordinates, understand motivating factors, solve different types of personal and 

job-based problems, listen effectively, give brilliant and creative solutions, and 

share knowledge and experience accordingly and contingently with followers, will 

learn and acquire new skills enable him/her to lead effectively and efficiently. In 

other words, such an improvement in acquiring and learning these competencies 

will affect positively how leaders behave and act in enhancing their subordinates’ 

motivation, satisfaction, and performance.   

 With respect to future research, it is recommended that further research 

needs to be done to verify the findings among other groups of employees such as 

management and non-management staff, and explore comparative studies 

involving employees from different industries. Future research should also 

develop measures of additional dimensions within the job satisfaction approaches 

underlying the Job Satisfaction Questionnaire such as rewards, relationship with 

colleagues, and training. Moreover it is recommended that future researchers 

should measure other leadership styles (i.e. transactional and transformational) to 

determine the dominant style leaders adopt and display in the Middle East and to 

find out the most effective style in enhancing employees’ job satisfaction.    



68 

 

CONCLUSION 

To sum up, the study has revealed the following findings: 

1. Employees’ job satisfaction is affected by both leadership styles and 

leaders’ competencies. 

2. The respondents had a moderate level of job satisfaction. 

3. Statistically, there was a significant correlation between employees’ job 

satisfaction and the overall leadership style in its sub-dimensions: task-

oriented and relational-oriented. Furthermore, there was also a significant 

correlation between employees’ job satisfaction and leaders’ 

competencies. 

4. Leaders’ competencies were the best predictors of employee job 

satisfaction. 

5. Leaders’ competencies influence leadership styles. 

 

In general, the study has managed to add to the existing body of 

knowledge in furthering our understanding to the factors that influence 

employees’ job satisfaction. Leadership style and leaders’ competencies have been 

empirically shown to have significant bearings to how employees form their 

attitudes toward their work, with the latter contributing more to that perception. 
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Date:  20 January 2009 

 

Dear Respondent: 

 

I hope you are in good health. 

 

I, Omar Ababneh, am currently undergoing a Master’s degree in Human Resource Management at 

Universiti Utara Malaysia. In partial fulfillment of the degree, I am required to conduct a research. 

Toward this, I intend to conduct a study on leadership style and behavior as perceived by employees, 

and its implications to the workplace. 

 

I am pleased to inform you that you have been selected to participate in my study. I hope that you 

could complete the questionnaire attached and answer all the questions as honestly and objectively 

as possible. Rest assured that all your responses will be treated as confidential and you will remain 

anonymous.  

 

I need to stress here that your participation is voluntary. Should you feel uneasy to participate, you 

could always withdraw at any point of time. But I really hope that you could help me in my study, and 

for that I thank you. 

 

Once you have completed the questionnaire, please return it to the person in charge, and for this I 

again thank you. 

 

If you are interested to know the results of the study or about the study itself, please do not hesitate 

to contact me at the following address, or email me at: omer_ababneh76@yahoo.com, or call me at: 

60175346451. 

 

I wish to thank you again for your cooperation and participation. 

 

Have a good day. 

 

Sincerely yours, 

 

OMER ABABNEH 

Block V Room 002 

Maybank College 

Universiti Utara Malaysia 

06010 Sintok, Kedah Malaysia 

COLLEGE OF BUSINESS 

UNIVERSITI UTARA MALAYSIA 
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LEADERSHIP STYLE AND WORKPLACE QUESTIONNAIRE 

 

 

SECTION A   

 

Directions: Think about how often your immediate supervisor engages in the described behavior. For each 

item, select the number that best represents the behavior that your immediate supervisor is most likely to 

exhibit. 

 

  Strongly 

disagree 

Disagree Neutral Agree Strongly 

agree 

My immediate supervisor...      

1. Tells group members what they are supposed to do. 1 2 3 4 5 

2. Acts friendly with members of the group. 1 2 3 4 5 

3. Sets standards of performance for group members. 1 2 3 4 5 

4. Helps others feel comfortable in the group. 1 2 3 4 5 

5. Makes suggestions on how to solve problems. 1 2 3 4 5 

6. Responds favorably to suggestions made by others. 1 2 3 4 5 

7. Makes his or her perspective clear to others. 1 2 3 4 5 

8. Treats others fairly. 1 2 3 4 5 

9. Develops a plan of action for the group. 1 2 3 4 5 

10. Behaves in a predictable manner toward group 

members. 

1 2 3 4 5 

11. Defines role responsibilities for each group member. 1 2 3 4 5 

12. Communicates actively with group members. 1 2 3 4 5 

13. Clarifies his or her own role within the group. 1 2 3 4 5 

14. Shows concern for the personal well-being of others. 1 2 3 4 5 

15. Provides a plan for how the work is to be done. 1 2 3 4 5 

16. Shows flexibility in making decisions. 1 2 3 4 5 

17. Provides criteria for what is expected of the group. 1 2 3 4 5 

18. Discloses thoughts and feelings to group members. 1 2 3 4 5 

19. Encourages group members to do quality work. 1 2 3 4 5 

20. Helps group members get along. 1 2 3 4 5 
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SECTION B  

 

Think about how often your immediate supervisor displays the following competencies while at work. For 

each item, select the number that best represents the competencies that your immediate supervisor is 

most likely to exhibit. 

 

  Strongly 

disagree 

Disagree Neutral Agree Strongly 

agree 

My immediate supervisor...      

1. Listens to others. 1 2 3 4 5 

2. Processes information. 1 2 3 4 5 

3. Communicates effectively. 1 2 3 4 5 

4. Instills trust. 1 2 3 4 5 

5. Provides direction. 1 2 3 4 5 

6. Delegates responsibility. 1 2 3 4 5 

7. Adjusts to circumstances. 1 2 3 4 5 

8. Thinks creatively. 1 2 3 4 5 

9. Builds personal relationships. 1 2 3 4 5 

10. Facilitates team success. 1 2 3 4 5 

11. Works efficiently. 1 2 3 4 5 

12. Works competently. 1 2 3 4 5 

13. Take action. 1 2 3 4 5 

14. Achieves results. 1 2 3 4 5 

15. Cultivates individual talents. 1 2 3 4 5 

16. Motivates successfully. 1 2 3 4 5 

17. Displays commitment. 1 2 3 4 5 

18. Seeks improvement. 1 2 3 4 5 
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SECTION C 

 

The following questions ask you about how you feel about your job at work everyday. Please indicate 

your agreement or disagreement on the following statements by indicating your appropriate response 

based on the following scale. 

 

 

  Strongly 

disagree 

Disagree Neutral Agree Strongly 

agree 

      

1. At this very moment, I am very enthusiastic 

about my work. 

1 2 3 4 5 

2. Right now, I feel fairly satisfied with my present 

job. 

1 2 3 4 5 

3. At present, each moment at work seems like it 

will never end. 

1 2 3 4 5 

4. At this moment, I am finding enjoyment in my 

work. 

1 2 3 4 5 

5. Right now, I consider my job rather unpleasant. 1 2 3 4 5 

 

 

SECTION D 

 

The following questions ask you about the extent of your satisfaction or dissatisfaction of your 

immediate supervisor. Please indicate your feeling on the following statements by indicating your 

appropriate response based on the following scale. 

 

 

  Strongly 

dissatisfied 

Dissatisfid Neutral Satisfied Strongly 

satisfied 

1. The degree of respect and fair 

treatment I receive from my 

supervisor. 

1 2 3 4 5 

2. The amount of support and guidance 

I receive from my supervisor. 

1 2 3 4 5 

3. The overall quality of the supervision 

I receive in my work. 

1 2 3 4 5 
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SECTION E 

 

This section asks about your current immediate supervisor. Please tick � in the appropriate box, or 

fill in the space provided. 

 

1. My supervisor’s sex:  � Male   � Female 

 

2. How long have been working with your current immediate supervisor?  

        Approximately _____________ years 

 

3. To what extent do you know your immediate supervisor? 

 � I don’t know anything about my supervisor 

 � I know my supervisor professionally only 

 � I know my supervisor both professionally and personally  

 

4. To what extent does your immediate supervisor know about you? 

 � My immediate supervisor doesn’t know anything about me 

 � My immediate supervisor knows me professionally only 

 � My immediate supervisor knows me both professionally and personally  

 

 

SECTION F 

 

This section asks about your personal information. Please tick � in the appropriate box, or fill in the 

space provided. 

 

1.  What is your sex?                                   � Male   � Female 

 

2.   What is your marital status?   � Single  � Married 

 

3.   How old are you? ___________________________ years old 

 

4. What is the highest level of your education?                 � Primary school 

       � Secondary school 

       � Diploma 

       � Bachelor’s degree 

       � Master’s degree 

       � Others, please indicate, _________ 

 

5.   What is your job title?_______________________________________________________ 

 

6. How long have you been working in this company?  

       Approximately ____________________ years   

 

 

 

 

THANK YOU FOR COMPLETING THIS QUESTIONNAIRE 

AND HAVE A GOOD DAY 
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COLLEGE OF BUSINESS  

UNIVERSITI UTARA MALAYSIA 

Date:  20 January 2009 


ي ا����رك�
�: 

م0 أ#/ إآ��ل م!,+��ت .#�م)� أوت�را ا���� 
�� -أح$� در#� ا���#"! � �� إدارة ا���ارد ا������ ,�� ��� م��� ������أ
 .و م�ى ت,� ;>� "+�ك ا�; �دي �� ا��:س"�ا�و  ��9ا�أ�� ��8د ت�$ � دراس� ح�ل م�ى رض� ا���34 0 �0  ,ا�!�2ج

 

            Fس!���� ا����;� �</ واB�� (Eا Dم/ إآ��ل ا. �� هAB ا��راس�إ�� ��0 دوا�� س�وري أن أخ!�ر م:س"!<= �!��رك 
 .ود س!)�م/ �"��� ت�م�مH ا�!Jآ � �+I أن #� H ا��د. و ح �د�� �Eر ا��"!,�ع

 

� ان ت;�م�و�<D 0م/ أ. Fم!��ع �0 ا����رآ� و�<= ا��L ���رت<= ه� م��رآ� ت,�� � آ� �Jن م�وه�� أر�� أن أؤ�  ��
 .ا��"���ة Fآ��ل هAB ا��راس� مH وا�� ا��<� و ا�!;���

 

 .أر#� ت"+ �>� �+�M2 ا��)�� و�<= #
�/ ا��<� م�ة أخ�ى, ح���� إآ��ل اFس!����

 

� م)��� �!�NO ا��راس� أو أ�� م� =!�Pح�ل ر �أر#� ��م ا�!�دد ���!�اص/ م)� إم� �0 , )+�م�ت �0 ا��راس� ذات>��
 L��T 

omer_ababneh76@yahoo.comE mail:  =Eا�� I+� ت�8ل ا����ش�F60175346451 أو ا 

 

 ���رآ!<= و ت)�و�<=هBا مH آ/ ا�!;��� و ا�)���ن �                                       

 

Sincerely Yours 

OMAR ABABNEH                                                                                                                                               

Block V Room 002                                                                                                                                      

Maybank College                                                                                                                                     

University Utara Malaysia                                                                                                                             

06010 Sintok, Kedah Malaysia   
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 إ�����ء ا���� ا����دي و 
	�ن ا����                                                

 ا���� أ

Aأد�� Vا�"+�ك ا���ض �إخ!� ا��E= ا�Bي ��Z/ ا�"+�ك ا��3$/ ��ى , �)� ا�!3< � م+ ً� �� آ 3 � إ��2اط رW" O ا����ش� �
                  .رW" O ا����ش�

� أوا��  
�ة�  
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"�ی
�ة�  
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2. ],+� L��3أ�$�ء ا� H!)�م/ م�5 4 3 2 1 . 
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 .��ى اaخ��0

1 2 3 4 5 

 5 4 3 2 1 .�;�م إE!�اح�ت ح�ل آ 3 � ح/ ا�8)�ب .5

 5 4 3 2 1 .�ر رحc�!;�/ إE!�اح�ت اaخ��0 �8 .6

 5 4 3 2 1 .��ضV رؤ�!� �dخ��0 .7

 5 4 3 2 1 .�!)�م/ مH اaخ��0 �)�ا�� .8

9. L��3+� /�� �,,�ر خ�5 4 3 2 1 . 

�!�8ف �,��;� ��<0 ا�!��: �>� م�E 0/ أ�$�ء  .10
L��3ا�. 

1 2 3 4 5 

11. L��3ا� � 5 4 3 2 1 .���د وا#c و م":و� � آ/ �$� �

 �. 1 2 3 4 5�L�!�اص/ ��3�+ � مH أ�$�ء ا�3 .12

13. L��3ا� Hأث��ء ا�)�/ م Aدور Vض��5 4 3 2 1 . 

 5 4 3 2 1 .���ي إه!��م ��V��8 اaخ��0 ا��82 � .14

 5 4 3 2 1 .�;�م خ,� ح�ل آ 3 � إ��gز ا�)�/ .15

 5 4 3 2 1 .���ي م�و�� �� ص�H ا�;�ارات .16

17. L��3م0 ا� �h!ح�ل م� ه� م� � �;�م م)��5 4 3 2 1 . 

 5 4 3 2 1 .م����A ^�$�ء ا��3�L�V83 �0 أ�<�رA و  .18

��Hg أ�$�ء ا��3�I+� L إ��gز ا�)�/ �iت;�ن و  .19
 .#�دة ��� �

1 2 3 4 5 

20. L��3م � 0 أ�$�ء ا��g"�Fدة م�ى ا��ز � 5 4 3 2 1 .�"�ه= �
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 ...ر'��& ا��%�ش#  

 ا���� ب

Oا����ش� أث��ء أد W" Oا�!3< � م+ ً� ���ى ت�ا#� اا�;�رات ا�!�� � ��ى ر �(�/�(+� � , �<���� �إخ!� ا��E= ا�Bي ��Z/ ا�;�رة ا�!
 .رW" O ا����ش�

 ...ر'��& ا��%�ش# 

� أوا��  
�ة�  

� أوا�� �أوا��  أوا�� 
"�ی
�ة�  

 . 1 2 3 4 5�d� H�!"خ��0 .1

 . 1 2 3 4 5�N��( و ��+/ ا��)+�م�ت .2

 5 4 3 2 1 .�!�اص/ ��3�+ � .3

4. �;Z\�س ا��5 4 3 2 1 . 

5. �#��. 1 2 3 4 5 

 .��3ض و �� / ا��":و� � .6

 

1 2 3 4 5 

 5 4 3 2 1 .�!< [ مH ا��hوف .7

 . 1 2 3 4 5���i� �>3اع .8

� ��Elت ش82 � .9���5 4 3 2 1 . 

10. L��3ح ا��g� /<"�. 1 2 3 4 5 

11. � +��3� /�(�. 1 2 3 4 5 

 5 4 3 2 1 .�)�/ �<�3ءة و أE!�ار .12

 . 1 2 3 4 5�JخB ا����درة .13

14. NO�!� L;��. 1 2 3 4 5 

 I��. 1 2 3 4 5 و ��Hg ا���اهc ا��3د��� .15

3
 و ���g�� mح .16��5 4 3 2 1 . 


ام .17!�Fي ا���5 4 3 2 1 . 

 . 1 2 3 4 5�I(" إ�I ا�!�" 0 و ا�!,��� .18
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 ا���� ج

� ا�)�/ آ/ ��م� W!3 4�� ��"���� ش)�رك n ;!� � .ا^سo+� ا�!�� � ه

� أوا��  
�ة�  

� أوا�� �أوا��  أوا�� 
"�ی
�ة�  

1. �h�+ا� ABه �� ,� 5 4 3 2 1 .أ�� أش)� ������س ^داء ��+

 5 4 3 2 1 .أ�� راٍض أت= ا��ض� �0 و4 3!� ا���� �, اaن .2

� ا�)�/ ت��و و , �� ا��qE ا���ض� .3� �h�� /آ
 .آ�J>� �0 ت�!>� أ��ا

1 2 3 4 5 

4. �h�+ا� ABه �� ,� 5 4 3 2 1 .أ�� أس!�!J� Hداء ��+

� ا���� �أ�� �"q م"�ورًا , اaن .5!5 4 3 2 1 .��4 3 

 

 

  ا���� د

سo+� ا�!�� � ه� �!; n م�ى رض�ءك أو ��م رض�ءك �0 رW" O ا����ش� ا��ر#� ا�!� ت�Z/  إ�Iأر#� أن ت� �, ̂ا
 .ش)�رك ����"�� �+)��رات ا�!�� �

.�# راٍض      
�ة�  

راٍض  راٍض 
"�ی� .�# راٍض
�ة�  

1. �أت+;�ه�  در#� اFح!�ام و ا��)�م+� ا��"�� ا�!
�" Oم0 ر. 

1 2 3 4 5 

2. �" Oم0 ر A�;+ي أتBرش�د ا�F5 4 3 2 1 .م�ى ا���= و ا 

� ا�)�/ .3� A�;+ي أتBش�اف ا�F5 4 3 2 1 .#�دة و ��� � ا 
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 هـا���� 

�� ا����H وأن ت<�/ ا��3اغ    √  أر#� أن ت$H  , هBا ا�;"= �"Jل �0 رW" O ا�����. 

1. �" Oر n�#         :      IZذآ�                  أ� 

 

 .س��.................. م� ه� م�ة ��+W ت�q إش�اف رW" O ا�����؟ ت;���ً�  .2

 

 

 إ�I أي م�ى ت)�ف رW" O ا����ش�؟ .3

��� u أ�+= أي ش v. 

 .أ���� م0 ا���ح � ا��>� � �;9

 .أ���� م0 ا���ح ! 0 ا��>� � و ا��82 �

 

 إ�I أي م�ى �)�ف رW�� W" O؟ .4

��� u ف أي ش�(�v. 

� م0 ا���ح � ا��>� � �;9���(�. 

� م0 ا���ح ! 0 ا��>� � و ا��82 ����(�. 

 

 ا���� و

� ا����H ا����سc و امw ا��3ا�Pت   √أر#� أن ت$H   , هBا ا�;"= �"Jل �0 م)+�م�تW ا��82 ��. 

1. IZ؟                         ذآ�                 أ�W"�# م� ه� 

 م� ه� ح��!W اF#!��� �؟           أ�
ب                م!
وج  .2

 .س��...................... آ= ت�+x م0 ا�)��؟        .3

 م� ه� م"!�اك ا�!)+ ��؟ .4

                           � أس�س

 ث���ي                           

 د�+�م                           

                           � #�م)

 م�#"! �                           

 ...................................أر#� ا�!�ض V , أخ�ى                           

 .............................................................................م� ه� م"��ك ا��4 3�؟  .5

6.  � .س��.......................... هAB ا��:س"�؟ ت;���ً� م�B م�B م!I و أ�q ت)�/ �

 

 


�& آ� ا9ح�#ام و ا����ی# اش	#آ� 526 526 
��رآ�	� و ت�%12أ            


