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ABSTRACT

THE BANK MANAGERS' LEADERSH P STYLE AND I TS | MPACT ON
EMPLOYEES' JOB SATI SFACTI ON | N THE SQUTH OF WEST BANK

Job satisfaction is one of the nost inportant human
resource-rel ated outcones, Further; organizations that have
nore satisfied enployees are likely to be nore productive
and profitable. Anong determnants of job satisfaction,
| eadership is viewed as an inportant predictor and plays a

central role.

This study recognizes the types of the existing Bank
managers' |eadership style in southern part of Wst Bank
and its inpact on enployees' job satisfaction fromthe view

poi nt of its enpl oyees.

Al  the enployees of (20) Bank branches in the
sout hern part of West Bank which are (390) enployees, were
t he target popul ati on of the research.

The researcher devel oped one questionnaire used as a
primary source of collecting data, this questionnaire
consists of three main parts: the first part contained
guestions about the enployees denographic variables, the
second part is about the indicators of the current
| eadership styles of the Bank managers in the southern part
of West Bank and the third part is a bout the job

sati sfaction of the Bank enpl oyees.

One hundred twenty three questionnaires have been
distributed to a stratified systematic sanple of the
enpl oyees in the Banks of southern part of Wst Bank.



Eighty nine questionnaires were returned which nake the

respondents rate (72.4%.

The results of the research highlighted a strong
positive relationship between denocratic |eadership style
and enpl oyees' job satisfaction, a slightly weak positive
relationship between autocratic |eadership style and
enpl oyees' job satisfaction and a strong negative
rel ationship between the laissez fair |eadership style and

enpl oyees' job satisfaction.



CHAPTER ONE

THE PROBLEM AND | TS BACKGROUND

1.1 Introduction

Job satisfaction is the one of the nobst inportant
human resource-related outcones, and perhaps the nost
of t en- st udi ed topi c in managenent and i ndustria
psychol ogy. Further, organizations that have nore satisfied
enpl oyees are likely to be nore productive and profitable.
Job satisfaction, together wth other positive job
characteristics and environnmental characteristics, wll
likely result in other organizationally valued outcones
such as low turnover reduced absenteeism productivity,
custoner satisfaction, and organizational effectiveness.
(ki m 2004)

Among determnants of job satisfaction, |eadership is
viewed as an inportant predictor and plays a central role.
Leadership is a managenent function, which is nostly
directed towards people and social interaction, as well as
the process of influencing people so that they will achieve
the goals of the organization (Rad and Yarnohammadi an,
2004) .

By using appropriate |eadership styles, managers can affect
enpl oyee job satisfaction, conmtnent and productivity.
Leadership style can be viewed as a series of nmanageri al
attitudes, behaviors, characteristics and skills based on
i ndi vidual and organi zational values, |eadership interests



and reliability of enployees in different situations
(Mbsadeghrad, 2003).

And because of the historical developnent of the Banking
sector in Palestine which was, initially, marked by
weakness and deformty in its structure and activities due
to the political circunstances that Pal estine went through.
Apparently, there was an i mense need for building a strong
Banki ng system able to neet the economcal and financial
requirements of Palestine. And this strong Banking system
mai nly depends on the human force that |ike any business
must be satisfied in the work place. And as it was
previously nentioned, enpl oyee's job satisfaction is
affected nostly by the managers' |eadership style.(Parker
2003)

1.2 The Paradigm of the Study

I ndependent vari abl es

Dependent vari abl e
Managers' Leadership

style Job satisfaction

Autocratic style

Denocratic style

Lai ssez-fair style

Enpl oyees' denographic vari abl es

Sex

Academ c qualification
Sal ary

Hi erarchy | eve

Moder at or vari abl es

Q
Figure1.1: Conceptual framework



There is one i ndependent vari abl e: managers’
| eadership style, which will affect the dependent vari abl e:
enpl oyees' job satisfaction. There are three | eadership
style indicators (autocratic, denocratic, laissez fair), In
addi tion, there are four noderator variabl es: enployees'
sex, their academ c qualification, salary, and hierarchy
level, that will affect the strength of the relation
bet ween t he dependent and i ndependent variabl es. (Kenny,
1986)

1.6 Objectives of the Study

This study ains to acconplish the follow ng objectives:

1. To explore the |eadership styles of Bank nangers in
sout hern part of West Bank.

2. To identify the best style achieving of high level job
satisfaction that to be recommended and fol | owed.

3. To explore the inpact of sex, academ c qualification,
salary, hierarchy level, in determning the job
sati sfaction of the south West Bank enpl oyees.

4. To explore the level of job satisfaction of enployees
in south West Bank Banks.

1.3 Statement of the Problem

Most of the tinme the success or failure of any
busi ness in general and Banking in particular is determned
by the efforts and by the hard work done by its hunman
wor kf or ce. And since one of the inportant factors
influencing the enployees activities and job satisfaction
is the |leadership style of their managers, a study of the
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| eadership style of the Bank managers and its relation with
the enployees satisfaction is essential for these nmanagers
to identify their styles and its inpact on their enployees

per f or mance, which wll directly affect the Banking
performance, with all its inplications on the Palestinian
econony.

In order to acconplish the main objective of this study,
answers to the foll ow ng specific sub-problens are sought:

1. What are the primary |eadership styles of the Bank
managers from the view point of its enployees in
sout hern part of West Bank?

2. What are the nost remarkable characteristics of these
styles fromthe view point of the enployees?

3. What is the enployees' job satisfaction level in
sout hern part of West Bank?

4. What are the nost remarkable characteristics of the
enpl oyees' job satisfaction in southern part of West
Bank?

5.1s there a clear relationship between Bank nanagers'
| eadership style and the enployees' job satisfaction
in southern part of West Bank?

6. 1s there a particular sub itenms in nmanagers'
| eadership style or styles that result in the highest
job satisfaction for the enployees in southern part of
West Bank?

1.4 Null Hypothesis

Based on the problem statenent nentioned above, the
research hypotheses for this study are as follows:
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1. There is no significant relationship between the
| eadership style of the Bank managers and the job
satisfaction of its enployees in southern part of West
Bank.

2. There is no significant difference in the |evel of job
satisfaction of Bank enployees in relation to the
denographic variables (sex, academc qualification,

sal ary, hierarchy |evel).

1.5 Significance of the Study

Job satisfaction is an essential aspect of the hunman
resource- related outconmes. And because of its significance
in an organization, job satisfaction is perhaps the nost
often-studied topic in nmnagenent and in industrial
psychol ogy (Kim 2004). And since job satisfaction is highly
affected by managers' |eadership style. The significance of
this study is wunderlined as this study is the first in
Pal estine according to the knowl edge of the researcher done

in the Banking sector

The inportance of this study lies in its inpact on
devel opnent of Banking sector, and studying the factors

that may inprove or hinder enployees' job satisfaction.

On the custoners level, the nore enployees satisfaction,
nmeans the insurance of a better service, from one hand, and
on the other hand , the well being of the Banking enpl oyees
will have its clear effect on the Banking sector success,
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which the custonmer will directly feel; as a success in
maj or econony key pl ayer.

The results of this research will highlight the effect of
managenent style on the job satisfaction, which will be an
addi tional contribution to the national literature that
will help in a better planning for future devel opnental

pl ans of the Banking sector in Pal estine.

1.7 Scope and Limitation of the Study

The tine scope: the time of the research from January, 2008
to March, 2009.

The place scope: The research will be conposed of all the

Pal estinian Banks in the southern part of Wst Bank
(Hebron, Bethlehem Betjalah).

Human scope: all the enployees of the Palestinian Banks in

the southern part of Wst Bank wll be the popul ation of
t he research.

Limtations of the study:

1. Sonme of the subordinates did not have tine to fill the
guestionnaire in due tine, and because of that it took
the researcher nore than planned to collect the data.

2. Sone of the branch managers were reluctant or refused
to cooperate, due to the contradiction of the excepted
results of the study with their interests.
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Banks franewor k

table 1.1 The working Banks in Palestine according to Palestinian Monetary Authority.

Bank nunber Bank nane
1 Ar abi ¢ Bank
2 Cai ro Amman Bank
3 Al quds Bank for Devel opnent and | nvest nent
4 Pal estine |Islam c Bank
5 Arab |slam c Bank
6 Pal esti ne | nvestnent Bank
7 Bank of Jordan
8 The Housi ng Bank for Trade and Fi nance
9 Jordan Ahli Bank
10 Egyptian Arab | and Bank
11 Bank of Pal estine PLC
12 Al Rafah M crofinance Bank
13 Commer ci al Bank of Pal estine
14 Pal esti ne International Bank
15 Al - Agsa | sl am ¢ Bank
16 Arab Pal estinian | nvestnent Bank
17 Jordan Conmerci al Bank
18 Jor dan- Kuwai t Bank
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Bank nunber

Bank nane

19 Uni on Bank for Savings
20 HSBC Bank M ddl e East Limted
21 Princi pal Bank of Devel opnent and Agricul tura

Sour ce(Pal estinian Mnetary Authority web site (http://ww. pma-

pal esti ne. orQ)
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1.8 Definition of Terms

Bank: a commercial institution that keeps nobney in accounts
for individuals or organizations, makes |oans, exchanges
currencies, provides credit to businesses, and offers other

financial services. (Macesich, 2000)

Bank manager: manager of a branch office of a Bank.
(Macesi ch, 2000, p.80)

Leadership: ultimately about creating a way for people to
contribute to making sonething extraordi nary happen (Kouzes
and Posner 2007)

Autocratic |eadership style: A leadership style where the
| eader solves the problem or nmakes the decision by
hi nsel f/herself wusing the information available at the
time. (Richard and Robert, 2009)

Denocratic |eadership style: a style of | eader shi p
characterized by group participation in decision-nmaking
where the | eader shares the problem with the relevant team
menbers as a group. (Parker, 2003)

Laissez fair |leadership style: It is one in which the
manager provides little or no direction and gi ves enpl oyees
as much freedom as possible. Al authority or power is
given to the enployees and they nust determ ne goals, make
deci sions, and resolve problens on their owm. (Richard and
Robert, 2009)

Job satisfaction: and an attitude towards one’s job
(Cranny, 2002)
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First line nmanager: An individual who works under the
supervision of a mddle nmanager and is responsible for
managing the daily activities of a group of workers (Abas,
2003)

Sout hern Part of West Bank: Bethlehem Betjala and Hebron

17



CHAPTER Two

REVI EW OF RELATED LI TERATURE AND
STUDI ES

Thi s chapter i ncl udes [iterature, | ocal and
international studies about the topic of the research,
which is collected by reviewng different books and studies

fromdifferent university libraries.

The chapter has two parts; the first is about literature of
| eadership style and job satisfaction, whereas the second
is about international and local studies related to the
topi c of the research.

2.1 Literature Review of the Leadership Style

In this part, the literature and theoretical franmework
about the | eadership style is provided.

2.1.1 Leadership Concept

In a conpetitive and quickly changing business
environnment, the effective |eadership becones one of the
nost critical needs and requirenents (Pierce and Newstrom
1995) . Leaders need to hold visions, values, assunptions and
paradigns that are in agreenent wth having a team
ori ented, enpowered workforce in order to be nost
successful . (Kotter, 1990)

18



Many researchers have defined |eadership (Specrtum 1999)
defined |eadership as the ability to influence others to

achi eve a specific goals and objects.

Anot her definition of leadership 1is the process of
influencing a group of persons to achieve the required
goal s of an organization. (Shachleton, 1995)

There are sone basic elenments shape the concept of
| eader shi p, which are:

1. The existence of a group of people working in a

certain organi zation.

2. The existence of a |eader from the group who got the

ability to influence their actions.

3. The existence of a specific object to obtain. (Kan'an,
2002)

The ends of I|eadership involve getting results through
others and the neans of |eadership involve the ability to
build goal -oriented teams. (Richard and Robert, 2009)

Finally the researcher defines the |eadership as the
ability to influence a group of people or a community to
achi eve specific goals.

2.1.2. Sources of Leadership Strength

"Where does the leader's power cone fron? Do | eaders
have it? O do followers give it then? As we shall see the
answer may be both". (Richard and Robert, 2009, p.138)
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The sources of |eadership that gives the power and
authority to a |l eader are :( Parker, 2003)

Expert power: Is the power of know edge, sone
people are able to influence others through their
relative expertise in particular area.

Referent power: refers to the potential influence
one has due to the strength of the relationship
bet ween the | eader and the follower.

Legitimate power: is based on the official
authority that a person got in the organizational
structure

Rewar d power: involves the potential to influence
others due to one's control over desired

resources |ike the power to give raises or

pronoti ons.

Coercive power: the opposite or reward power, is
based on expectations of punishnment for not doing

t he expected duties and work.

2.1.3 Types of Leadership

Leadership style is an approach of giving direction,
notivating people and inplenenting plans. As there are many
| eaders, there are different |eadership styles. A good
| eader uses the right |eadership style according to the
situation. There are three types of |eadership styles that
vary in terns of decision making (Nathant, 2007)

1. Autocratic style

20



2. Denocratic style
3. Laissez-fair style

1. Autocratic Leadership

The autocratic style is characterized by maxi num
control by the leader on the group nenbers (Bernhard &
Wl sh, 1990)

This | eadership style is based on the notion that enlisting
people in decision making processes encunbers the efficient
runni ng of a business. (Zowelif, 1996)

Autocratic |eadership goes beyond decision nmaking; it
invol ves attenpts to domnate or force values and opinions

on foll owers.

The predom nant use of economc values should relate to
autocratic |eadership. Because they are supported in their
decisions by the ‘strong logic of efficiency’ these
executives have confidence in their own decisions and feel
less need to involve subordinates in the decision-mnmaking
process. Subordinates rmay perceive these |eaders as
domnating and likely to force their values and opinions on
others, tell others what to do, and neke decisions in an

over beari ng way (Nathant, 2007).

Autocratic |eadership is best applied to situations where
there is little tinme for group decision-making or where the
| eader is the nost know edgeable nenber of the group.
(Berson and Linton, 2005)

This | eadership style surly has sonme nmmjor drawbacks, which

are:
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1. Increased workload for the manager: By taking on as nuch
responsibility and involvenent as possible, an autocratic
| eader naturally works at their full capacity, which can
lead to long term stress and health problens and could

damage working relationships with coll eagues.

2. People dislike being ordered around, they also dislike

bei ng shown very little trust and faith.

3. Teans becone dependent upon their |eader: After becom ng
conditioned to receive orders and act upon them perfectly,
workers lose initiative and the confidence to nake
decisions on their own. This results in teanms of workers
who becone useless at running operations if they |oose
contact with their |eader. (Rad, 2004)

In summary, an autocratic |eader retains full authority,
responsibility, and is concerned primarily with task and
goal acconplishnment and he/she uses one way comuni cation
pattern with the group.

A leader wusing this style displays little trust and
confidence in enpl oyees who generally fear their |eader.

2. Denocratic Leadership

Denocratic Leadership is the |eadership style that
pronmotes the sharing of responsibility, the exercise of
del egation and continual consultation.

The denocratic |eader acts as a part of the team he/she
receives the enployees thought and suggestions w th respect
and attention, always cares a bout the feedback. He/ She
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di scusses every order or decision wth the enployees.
(Pierce and Newstrom 1995)

And the nost inportant, that the productivity of the
enpl oyees is the same with and wi thout the existence of the
| eader (zowelif, 1996).

Denocratic style would lead to such benefits; as increased

job satisfaction, |ower |abor turnover and increased
productivity. However, it 1is believed that a denocratic
style of |eadership wll have a positive influence on the

accuracy of information transmtted. This increase in
perceived accuracy of information, due to a denocratic
system is argued to be one indicator of better
rel ati onshi ps bet ween menber s of the organization,
subordinate attitudes towards the enterprise and the desire
to remain an enployee of the organization because of a
denocratic style of |eadership. This desire to remain has
been viewed as reflecting a commtnent of that person to
the organization. It reflects the quality of the [link
between the enployee and the enploying establishnent
(Lawson, 1994)

Denocratic |eadership is characterized by the sense of
equality anong the |eader and followers. Activities and
deci sions are shared. Followers are encouraged to devel op
their skills and strengths within the group (Taylor, 1997).

In summary the denocratic |eader gives followers a vote in
nearly every decision the team nakes. The process invol ved
with being a denocratic leader is very time consum ng
because decisions are nearly always made together. (Rad,
2004)
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3. Laissez-fair Leadership

The | ai ssez-faire | eadership style is also known as
t he “hands-off ~ style. It is one in which the nanager
provides little or no direction and gives enpl oyees as nuch
freedom as possible. Al authority or power is given to the
enpl oyees and they nust determ ne goals, make deci sions,
and resol ve problens on their own. (Berson Linton, 2005)

Laissez fair leader is |ooked at as liberator. The goals,
policies, deadlines, budget and other essential paraneters
are defined by the group and the I|eader, and then group
wor k i ndependently unless they request participation

The laissez fair |eader enphasizes the individual rather
than task at hand. Communication is open between group
menbers. This style may cause |oss of sense of the group
unity, which results sonetines in |low productivity and
little satisfaction anong group nenbers. (Stogdill, 1974)

Finally the laissez fair leader is generally inactive,
passive, and non directive. The |eader relinquishes all
power to the group nenbers.

2.1.4 Leadership Theories

In the follow ng, |eadership theories, reviewed froma
hi storical perspective.

1. Traits Approach

Trait theories of |eadership focused and evolved
around a central idea that tried to study and isolate the
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personal qualities and characteristics that differentiate

| eaders from non-| eaders.

They are based on the assunption that |eadership is inborn,
which nmeans that one is either born as a leader or as a
foll ower. (Bass, 1990)

2. Behavi oral Approach

In contrast to trait theories, behavioral theories
argue that |eadership can be taught, and |eaders can be
made rather than born. In this approach, |eadership was
expl ored as a style.

This was based on the fact that in contrast to personality,
behavior can be learned and altered through practice,
which, in turn, resulted in an interest in training
| eaders. (Robbins, 2003)

3. The Contingency Approach

The contingency approach, which is sonetines referred
to as the situational approach, appeared in the begi nnings
of the 1960s as a consequence of the lacking ability of
earlier approaches to explain the many different aspects of
| eader behavi or (Kast and Rosenzwei g, 1973)

It states that the effective |eader should adjust his/her
style in a manner consistent with critical aspects of the
organi zational context, such as the nature of the task, and
attributes of enployees carrying out the work (Stogdill,
1974) .

Thi s approach cane as an answer to the question about the
best way to lead, and dealt with the interaction between
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the leader’s traits, the leader’s behaviors, and the
situation in which the |eader exists. The basic assunption
of this approach is that the effects of one variable on
| eadership are contingent on other variables. (Pierce and
Newstrom 1995)

Research on situational | eadership could be broadly
assigned to tw different categories; the situational
factors and the way they influence the |eader’s behavior,
and the specific |eader behaviors and their efficiency in
different situations. (Yukl, 1989)

4. The Leadership Gid

Robert Blake and Jane Muton developed another theory
call ed t he Leader ship Gid, f ocusi ng on
production/rel ationship orientations uncovered in the Chio
State and M chigan University studies. They went a little
further by creating a grid based on Leaders’ concern for
people (relationships) and production (tasks). This theory
suggests there is a best way to |ead people the 9, 9 way.
(A sson and Wass, 2001)
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The Leadership Grid

High

Concern for people

Low 1 2 3 4 5 G F 8 9 High
Concem for Production

Source: C. Parker and B.Stone, 2003, Devel opi ng nanagenent skills for
| eader ship, an inprint of Person Education

5. Transactional and transformati onal theories

This theory states that transformational |eaders possess
good visioning and inpression nmanagenent skills and use
them to develop strong enotional bonds wth followers.
Transformational |eaders are believed to be nore successful
at driving organizational change because of followers'

27



hei ghtened enotional |levels and their wllingness to work
toward the acconplishnent of leader's vision. In contrast,
transactional |eaders are not able to develop strong
enotional bonds with followers or inspire followers to do
nor e t han foll owers t hought t hey coul d. I nst ead,
transactional |eaders were believed to notivate followers
by sitting goals and promsing rewards for desired
performance. (Burns, 2008)(R chard and Robert, 2009)

2.2 Literature Review of Job Satisfaction

In this part, the literature and theoretical framework
about job satisfaction is provided.

2.2.1 The Concept of Job Satisfaction

Many researchers have defined job satisfaction.

One of these defined job satisfaction as “a pl easurable or
positive enotional state resulting from the appraisal of
one’s job or job experiences”. (Locke, 1976)

Anot her definition for j ob sati sfaction is "t he
favorabl eness or unfavorabl eness with which enployees view
their work”. (Davis, 1981)

Simlarly, job satisfaction is defined as ™“a pleasurable
affective condition resulting from one’s appraisal of the
way in which the experienced job situation neets one’s
needs, values, and expectations”. (Dawis and Lofquist,
1984)
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A slightly different definition for job satisfaction is
“the feelings a worker has about his or her experiences in
relation to previous experiences, current expectations, or

avai l able alternatives”. (Balzer et al, 1990)

And the researcher defines the job satisfaction as an
attitude that people have about their jobs and the
organi zations in which they performthese jobs.

2.2.2 Factors Affecting Employees Job Satisfaction

1. Wages and salary: many studies showed that there is a
positive relationship bet ween sal ari es and j ob
sati sfaction.

2. Wrk content and task variety: the enployee feels his
i nportance to the organi zation when raising his authority
to acconplish his task and so he will be nore satisfied.

3. Personal ability and know edge: giving the work to the
one he has the ability and needed know edge to do the work
wi Il make himnore satisfied.

4. Devel opnent and pronotional: the organization that
offers the opportunity of the pronotions and rewards
i ncreases job satisfaction of its enpl oyees.

5. Style of I|eadership: the l|leadership style has a great
effect on job satisfaction.

6. Physical working conditions: it affects the degree of

acceptance of the work conditions.

7. Equity reward: the enployee conpares his salary wth
others in the same conditions.
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8. Autonony and work control: when the enployee has nore
freedom space, and authority in doing his tasks he will be

nmore sati sfi ed.

9. The relationship with work group: the good relationship
with others satisfies the social needs for the enployee and
it affects his job satisfaction.

10. Personal Variables: There are sone variabl es connected
with the enployees thenselves, and affect the degree of
their job satisfaction:

a. Sex: Wen the discrimnation exists between man and
woman in the work place the woman will be | ess satisfied.

b. Age: There is a positive relationship between age
and job satisfaction.

c. Tenure: It's also a positive relationship.

d. Educational Ievel: The enployees with high |evel
education are nore satisfied.

2.2.3 Job Satisfaction Theories

There are nunerous theories attenpting to explain job
satisfaction, but these three theories are the nost
popul ar:

1. Maslow s theory

It is the nost comon, and it assuned that every
person has five needs which are physiol ogical need, safety
need soci al needs, sel f esteem needs, and sel f

actual i zati on need.
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According to Maslow, people are notivated by five
basic sorts of needs exist in a logical order and that the
basic |lower |evel needs nust be satisfied before those at
hi gher levels. These needs are: the need to survive
physiologically, the need for security, the need for
affiliation with other people, the need for self-esteem
and the need for self-actualization. Thus, a practical
inplication of his theory is that |eaders may only be
successful in notivating followers by taking account of the
follower's position on the needs hierarchy. (R chard and
Robert, 2009)

2. The Expectancy Theory (Victor Vroom theory)

The expectancy theory says that individuals have
different sets of goals and could be notivated if they
bel i eve that (Abas, 2003):

There is a positive correlation between efforts and
per f or mance.

Favorable performance wll result in a desirable
reward.

The reward will satisfy an inportant need.

The desire to satisfy the need is strong enough to
make the effort worthwhile.

3. Hertzberg-two Factor Theory:

This theory, developed from data collected by
Hert zberg from interviews with a |large nunber of engineers
and accountants in the Pittsburgh area. From analyzing
these interviews, he found that job characteristics related
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to what a man does, that is, to the nature of the work he
performs, apparently have the capacity to gratify such
needs as achi evenent, conpetency, status, personal worth,
and self-realization, thus making him happy and sati sfied.
However, the absence of such gratifying job characteristics
does not appear to |ead to unhappi ness and dissatisfaction.
I nst ead, di ssatisfaction results from unf avor abl e
assessnments  of such job-related factors as conpany
pol i ci es, super vi si on, t echni cal probl ens, sal ary,

i nterpersonal relations on the job, and working conditions.

Even so this theory faced sone rejection because:

Its research approach does not depend on the
scientific approach.

It concentrated on engineers and accountants rather
than | ow | evel workers(Hwang, 2005)

2.3 International and Local Studies

The researcher categorized the related studies into
local and international studies where each of them wll
also be categorized as studies about |eadership style,
studi es about job satisfaction, and studies about both the
| eadership style and job satisfaction.

2.3.1 Local Studies

1. Studi es about | eadership

Alfara and Al kateeb (2007) studied the differences
among the |eadership styles which were attributed to
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different factors such as gender, experience, acadenic
qgualification, work position and nunber of supervised

enpl oyees.

The research sanple was the enployees in the PNA mnistries
who hol d managenent positions i ncl udi ng, head of
departnments, deputy managers and nanagers. A questionnaire
was designed specially for this study.

The research revealed that the denocratic |eadership was
the domnant style in the PNA mnistries.

Al masree (2007) ainmed at identifying the nastered
| eadership style in A -Agsa University as seen by the

uni versity enpl oyees.

Almng to a achieve this, the researcher designed a
guestionnaire applied it on 50% of the study conmunity.

He reached to a conclusion that there is a mastery of the

autocratic | eadership.

In their study Al kateeb and Abufarsak(1996), ained to
identify the |eadership style in Al Yarnmook university and
the Jordani an Science and Technol ogy university, and the
inmpact of both the academc degree and the university
specialty in its colleges (science and noral) on the
| eadership style of its mnmenbers. This study proved that
Yarmouk  University pays nore attention on personal
consideration while the science and Technology University
pays nore attention on putting a work frane.
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Al arab (1999) discussed the |eadership styles in his
study. The total head nurses in the governnental hospitals
were involved in the study.

The findings revealed that 59% of the subjects are using
hi gh task and high people oriented style, while 30% of them
are using high task and | ow people oriented one.

Anot her study about |eadership style was done by
Ghnei n(2006), The purpose of this study ained to explore
the prevalent |eadership style of the academ c departnent
chairs in the comunity colleges in Jerusalem and West
Bank, and its relationship with time nanagenent.

The population and the sanple of this descriptive survey
research consisted of all academc departnent chairs and
all the staff nenbers at the comunity colleges in
Pal estine, in the academ c year 2005/2006.

To carry out this study the researcher developed and
prepared two part questionnaires: the |eadership style
guesti onnaire, covering t hree styl es: aut ocrati c,
denocrati c, | ai ssez-faire, and time managenent

guesti onnaire.

The results of the study revealed that the denocratic
| eadership style for the academc departnment chairs
prevailed in the community colleges with arithnetic neans
(3.80).
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As- Sadeq and Khoury (2005) highlighted the inportance
of | eadership through identifying the |eadership styles and
practices in the Palestinian industrial sector.

The nmultifactor |eadership questionnaire and a structured
interview were used as the main instrunents to elicit the

data of the study.

The study showed that transactional |eadership style was
found to be the nost frequently used |eadership style;
Transformati onal |eadership was exhibited |ess frequently;
and | ai ssez-faire was noted as the |east commonly occurring
| eadership style and nore frequently anong the |eaders with
| ow educati onal backgr ound, low previous nanageri al
experi ence, and enpl oyee | eaders. Transf or mati onal
| eadership was found to induce the greatest satisfaction,
willingness to exert extra effort, and effectiveness anong

enpl oyees.

2. Studi es about Job Satisfaction

(El-Glany and Al -Whady, 2002) ainmed in their study
to assess the degree of satisfaction of 233 Saudi fenale
nurses with their work and to study the factors that m ght
increase their satisfaction. Data were collected through a
sel f-adm ni stered questionnaire.

More than 87% and 92% of nurses were satisfied with their
work place and the role assigned respectively. The mgjority
of them preferred one-shift duty because of social and
famly obligations. To increase their satisfaction there is
a need to inprove the social attitude towards the nursing
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profession and to provide nore confortable working

condi ti ons.

Haj aj (2007) neasured satisfaction |evel of Palestine

mnistry of local governnent in relation to (salary
,instrunents , relationship between |eadership and their
subordinates and fringe benefits ) . And he also

investigated the relation between job satisfaction and sone
denogr aphi ¢ vari abl es.

The sanple of this study consists of all enployees' staff
in the Mnistry of Local Governnent in Gaza Strip. (120
enpl oyees) The study used the questionnaire as research

i nstrument.

The results indicated that: Level of satisfaction anong
Pal estine Mnistry of Local Governnment was about 34.5% No
significant differences in job satisfaction regarding to
(age- gender, years of experience, social status and
academ c qualification).

(Shrai deh, 1997) analyzed the actual job satisfaction
| evel s toward the Yarnouk University educational services
and the effect of qualifications and experience, were

exam ned.

To achieve this data were collected from a sanple
of 247 academ c staff nenbers.
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The results of the study showed no statistical
di fferences anong academ c staff perspectives on
job satisfaction about services.

Nasser (2004)in his research ainmed to understand the
relationship between the adopted <conputerized hunman
resources information system in the hospitals of the
private sector wthin the capital Amman, and the
correspondi ng human resources nmanagenent practices in those
hospital s and its ef f ect on t he enpl oyees' j ob

sati sfaction.

Three questionnaires were developed (one of them is a
structured interview) as a neasurenent tools for the
variables of this research which included 13 private
hospitals within the greater Amman Minicipality Area whom
have already adopted a conputerized human resources
i nformati on systens.

The proportional sanpling nethod was used to select 442

enpl oyees within those hospitals.

The major finding of the research was that the conputerized
human resources i nformation systens features and
functionality have a mld positive effect on the enpl oyees
job satisfaction.

Al -khawaj a (2001) ained to identify private and public
Bank enployee's job satisfaction, the factors which
determ ne their job satisfaction, the inpact of denographic
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characteristics (age, sex, social status, education, years
of service, and seniority) on job satisfaction, and to
identify the relationship between Bank enployees' |[ob
sati sfaction and their productivity.

The finding of this study summari zed as foll ows:

The study sanple respondents' job satisfaction, wth
all factors contributing to job satisfaction (as one
item), is noderate. This result neans that sone of
Bank enpl oyees are dissatisfied. Mreover, this result
contradicts the inpression that Bank enployees' job
satisfaction is higher than that of other sectors.
Survey respondents are very satisfied with recognition
and interpersonal relations wth supervisors and
subordi nates, but they are noderately satisfied wth
| evel and quality of supervision, Bank policies and
adm ni stration, working conditions, nature of work,
responsibilities, and sense of achievenent.

Private Bank respondents are nore satisfied than
publ i c Banks' respondents.

This study indicates that job security is the nost
factor achieving job satisfaction to respondents.

This study shows that there are no statistically
si gni ficant di fferences at (a>= 0. 05) anong
respondents satisfaction due to (age, sex, social
status, years of service, education, seniority).

This study discovers that there is no correlation
bet ween respondents’ sati sfaction and their
productivity
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3. Studies about Leadership Style and Job Satisfaction

(Al"GCseli, 1999) in her research ainmed to explore the
prel evant |eadership style of the presidents of Hebron
University and Pal estine Polytechnic as perceived by staff
menbers and its relationship to their job satisfaction.

To carry out this study, the researcher developed a two
part questionnaire; the |eadership behavior description
questionnaire which included 39 itens, covering three
| eadership styles (autocratic, denocratic, and | aissez
fair). The general job satisfaction questionnaire, which

i ncl uded 27 itens.

The results of this study reveal ed the foll ow ng:

the autocratic |eadership style prevailed at Hebron
University and the denocratic |eadership style
prevail ed at Pal estine Polytechnic

A positive relationship existed between denocratic
style and job satisfaction at both Hebron University
and Pal estine Pol ytechnic

A negative relationship existed between the
autocratic style and job satisfaction in Pal estine
Pol ytechnic. no significant relationship existed
between autocratic style and job satisfaction in
Hebron University

No significant correlation existed between the
| ai ssez-fair | eadership style and job satisfaction.
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Anot her simlar study done by Abu'ran(2006)in which he
recogni zes the types of the existing l|leadership in south
West Bank Governorate Municipalities and their relation to
the job satisfaction of their enployees.

To fulfill the goals of this study, the questionnaire has
been divided into three parts: The first part deals wth
general information about the president. The second part is
about the guiding indicators of the current |eadership
styles that belong to south West Bank CGovernorate
muni ci palities' managers. The third part is about the job
sati sfaction of the same nunicipalities enpl oyees.

The results of the study highlighted a positive relation of
bet ween denocratic | eader ship style and t he j ob
satisfaction; on the other hand it indicated a slightly
negative relation between the autocratic style of
| eadershi p and the job satisfaction.

2.3.2 International Studies

1. Studies about Leadership Styles

Chen and Silverthorne(2004)ainmed in there research to
test the Hersey and Blanchard Situation Leadership Theory
(SLT) of |eadership effectiveness and the inpact of the
degree of match between |eadership style and enployee
readiness level on a variety of neasures of |eadership
out cones.

The neasures used were enployee job satisfaction, job
Performance, job stress, and turnover intention. SLT argues
that an effective I|eader adopts a |eadership style
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according to the ability and wllingness of subordinates
for a given task

The results did not support SLT predictions that an
appropriate match between |eadership style and subordinate
readiness results in higher levels of subordinate job
sati sfaction and performance and |ower |levels of job stress
and intention to |eave. However, the results did partially
support SLT in that, the higher the leader’s |eadership
score, the nore effective is the |leader’s influence.
However, the |eadership score did not predict job
performance. There was a positive correlation between
ability and wllingness, enployee job satisfaction, and job
performance. Enployee wllingness positively correlated
with job satisfaction and job performance and was

negatively correlated with turnover intention

Saver (1994) ained in his study to identify The
I nfl uence of the Perceived Styles of Leadership of a G oup
of Workers on their Attitudes to Wrk

Al of the respondents in the Wstern Australian State
headquarters of a federal statutory body were contacted.
The guestionnaire package, whi ch consi st ed of a
guestionnaire, a letter explaining the study and a self-
addressed envel ope, was handed to the respondent personally
with an oral explanation about the study.

Majority of the sanple perceived an autocratic system with

only 13 percent believing they received a denocratic
system The autocratic group had the largest difference
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between their preferred and perceived style of |eadershinp,
suggesting that the workforce prefer a nore denocratic
system than the one being delivered. One of the outcones of
the study suggests that the denocratic style of |eadership
leads to a nore positive feeling of organizational
comm tment and al so hi gher job satisfaction.

2. Studi es about job satisfaction

Kim (2004) in his research ainmed to explore the
relationships anong four work experiences (i.e., job
variety, job autonony, job stress, and job feedback) and
coaches’ job satisfaction to examne the influence of
institutional support on job satisfaction, and to
investigate if the relationship between the type of
institutional support and job satisfaction differs (does
not differ) between revenue generating sport coaches and no
revenue- generating sport coaches.

Coaches (N = 599) in 7 sports (i.e., football, basketball,
basebal |, softball, soccer, volleyball, and tennis) from
NCAA Division | schools were asked to participate in this
study. The response rate was a 34.7 % (208 / 599).
Participants included 145 males and 63 females. O the 208
conpleted and returned questionnaires, 100 (48.1% were
from revenue sport coaches (i.e., football and basketball).
Meanwhil e, 108 (51.9 %9 were from non-revenue sport coaches.
The results indicated that job variety, job stress, job
f eedback, affective institutional support, and financial
institutional support were significantly related to job
sati sfaction. For revenue generating sport coaches,
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financial institutional support was a significant indicator
of job satisfaction; however, for non-revenue-generating
sport coaches, affective institutional support held a
stronger relationship to job satisfaction than did
financial institutional support.

Anot her study done by Kim (2002) explored the
relationship between participative mnanagenent in the
context of the strategic planning and job satisfaction in

| ocal governnent agenci es.

This study was based on data from the Cdark Country
enpl oyee survey conducted in 1999. The survey was
distributed to 4,097 enployees; 1,576 enployees responded
to the survey, for a response rate of 38.5 percent.

The results showed that managers' wuse of a participative
managenent style and enpl oyees’ perceptions of
participative strategic planning processes are positively
associated with high levels of job satisfaction

3. Studi es about Leadership Style and Job Satisfaction

Bartolo (1999) in his research exam ned |inks between
job satisfaction and |eadership behavior in aviation fire
fighters. Fifty sex fire fighters responded to the job
descriptive i ndex and t he | eader shi p behavi or

guesti onnaire.
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The result was that enployee job satisfaction correlated
wi th supervisor |eadership behavior, wth the exception of
consi deration | eadership and cowor ker satisfaction.

In their descriptive and cross-sectional research Rad
and Yar nohamuadi an(2006) explored the relationships between
managers’ | eadership styles and enpl oyees’ job satisfaction
in |Isfahan University Hospitals.

The data were collected through the distribution of two
guestionnaires anong the 814 enployees, first line, mddle
and senior managers of these hospitals through a stratified
random sanpl i ng.

The result of this study was the dom nant |eadership style
of managers was participative. Enployees denonstrated |ess
satisfaction wth salaries, benefits, work conditions,
pronotion and communication as satisfier factors and nore
satisfaction with factors such as the nature of the job

co-workers and supervision type factors. There was
significant correlation between the wuse of |eadership
behavi ors and enpl oyees and job satisfaction.

Anot her study done by Berson and Linton(2005) where
they exam ned the rel ationship between | eadership style and
the establishnment of a quality environment in an R&D
setting based on an enpirical study of 511 research

engi neers and scienti sts.
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It is found that both transformational |eadership and
transactional contingent-reward |eadership are related to
the establishnment of a quality environnent in the R&D part
of a telecommunications firm However, the inpact of
transactional contingent-reward |eadership ceases to be
significant once both |eadership styles are considered
si mul t aneousl y usi ng structural equat i ons. A
transformati onal |eadership style was also found to be
rel ated to enpl oyee sati sfaction.
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CHAPTER THREE

VETHODOLOGY AND PROCEDURES OF
RESEARCH

This chapter presents and discusses the design, tools
and techniques, used in the research. It also identifies
the research population, sanple, and instrunents to be
used, and then presenting the statistical tools used to get
the results.

3.1 Research design

A descriptive cross sectional study was adopted in
this research as it suites the objectives of this research,
as it is based on neasurenents obtained at a single tine
point with no followup, in a way that allows greater
access to large, diverse, group of participants, and at the
sane time has the privilege of relatively quick data
coll ection and anal ysis (Furberg B, et all 2007).

3.2 Population

Al  the enployees of (20) Bank branches in the
sout hern part of West Bank which are (390) enployees, were
t he target popul ati on of the research.

Al'l the needed information about the Banks branches In the
sout hern part of Wst Bank were taken from the Pal estinian
nonetary authorization web site.
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3.2.1 Selection of respondents

A systematic Stratified sanpling technique was adopted
to satisfy the declared objectives of the study, which was
used to access the targeted popul ati on represented by Banks
working in the southern part of Wst Bank (Bethlehem
Betjala and Hebron directorate).

A nunber of questionnaires that equals around 30 % of each
Bank nunber of enployees were distributed. Wthin the Bank
the researcher started wth a random sel ection of the first
enpl oyee (K), and then gave the questionnaires to every
(K+2) enpl oyee.

The researcher distributed the data collection tool (a
guestionnaire) to the sanples in all branches, except for
two of them who refused to participate. Qut of the (123)
distributed questionnaires a (89) were returned which make
the respondents rate (72.4%.

3.3 Research Instruments

One questionnaire used as a primary source of
collecting data for the research, this questionnaire
conprises a cover |letter and three main parts.

a. The cover letter:

It stated the nature of the research and its purpose.
It assured that the information to be obtai ned woul d be

47



used for the purpose of the study only and treated with
conplete confidentiality.

b. Primary dat a:

The first part of the questionnaire contained four
guestions about the subordinates' denographic variables.
The questions were about sex, scientific qualification,
salary, and hierarchy level. It also contained another 5
primary questions about the Bank branch which the
subordi nates work in. These questions were about the nane
of the Bank, address, year of establishnent, nunber of
subordi nates, and nunber of departnents.

Cc. Leadership Style:

This part contained 38 itens which describe the
| eadership style of the Banks managers from the view point
of its enployees, and is divided into three groups of
items: from item (1 to 13) describes the autocratic
| eadership style, from (14 to 25) for the denocratic, and
rest of the itens for the liaises-fair style.

This part was devel oped by the researcher according to the
related literature review and a nunber of researches that
are related to the topic of |eadership styles, like (Rad
and Yarnohammadi an, 2004), (Nathant, 2007), (ghneim 2006),
and (CGerson, 2004)
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d. Job Satisfaction:

This part included 26 itens that neasures the overal
subordinates job satisfaction, the researcher used the
literature review about job satisfaction and a nunber of
researches a bout the topic like (El-Glany, 2002), (Kim
2004), (Hajaj, 2007) and (Rad and Yar nohammadi an, 2004)

3.4 Validity

For the assurance of the credibility of t he
questionnaire the researcher consulted the opinions of five
speci alist experts about the validity of the questionnaire
for the research purpose.

To assure the questionnaire consistency Chronbach test
(Cronbach’s Al pha were 0.86) was applied, and approved the
consi stency of the questionnaire

3.5 Procedures of Data Collection

A letter of support was issued by the Departnent of
Busi ness and Adm nistration at Hebron University, asking
the Banks to participate in the study. Al the Banks
responded except for two Banks in Hebron area who rejected
to participate for undeclared adm nistrative reasons. The
questionnaires were distributed, and then two days |ater
the researcher cane back for each Bank, and for those who
did not finish filling their questionnaire, another two
days were given. The total period of distribution and
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collection of the questionnaire was continuous for nore
t han one nont h.

3.6 Statistical Treatment of Data

The data captured by the questionnaires, was processed
by SPSS program (version 14), descriptive analysis of
denographic was done (using percentages, nean, node, and
standard devi ati on STD)

Correl ati on analysis and neasures of difference was used to
anal yze the Spearman correlation coefficient-because the
data is ordinal- between denographic variables and the
| evel of satisfaction. Chi square was used to anal yze the
di fference anong gender attitudes.

Correlation coefficient of Spearman was calculated to
investigate the correlation between |eadership style and
the job satisfaction
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CHAPTER FOUR

PRESENTATI QN, ANALYSI S AND
| NTERPRETATI ON OF DATA

In this chapter the researcher wll present and
discuss the results of +the research according to the
research questions and hypot heses presented in chapter one.

4.1 Respondent Banks profile

As mentioned above a stratified sanpling techni que was
used to access all Bank branches working in the southern
part of st Bank (Bethl ehem Betjala and Hebron
directorate) where two of them refused to participate.
Tabl e nunber (3.1) presents the respondents Bank branches.

Table4.1 The respondents of the Bank branches

K Nunber of Pl anned Act ual Recovery

No Bank nane enpl oyees | respondents | fespondents | percentage
35 10 7 70%

1 Ar abi ¢ Bank
30 10 0 0%
25 8 7 88%

2 Cai ro Anman Bank 9 3 3 100%
23 7 5 71%

Al quds Bank for 2
3 Devel opnent and 10 4
| nvest nent 50%
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Nunmber of Pl anned Act ual
No Bank nane
enpl oyees | respondents | respondents

4 Pal estine Islamc 15 5 4
Bank 12 4 4

5 Arab |slam ¢ Bank 14 4 4
5 Pal esti ne | nvest nent 16 5 0
Bank 14 4 4

7 Bank of Jordan 35 10 5
10 4 3

The Housi ng Bank for
Trade and Fi nance

13 4 2
6 3 3
9 Jordan Ahli Bank 10 4 3
22 7 4
Ej eption Arab Land 3

10 12 4

Bank
50 15 10
11 Bank of Pal esti ne PLC

50 15 13
Tot al 390 123 89

Year of establishment

Forty seven percent of the banks were established
bet ween the year 1995 and 1999 , 15.7 % were establish
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80%
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100%

0%

100%
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75%

100%

50%

100%

75%

57%
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72. 4%
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after the year 2000, and only 6.7 %of themwere
establ i shed before 1990, And this is expected because
before the year 1990 West Bank econony was not suitable or
safe to invest in.

Table 4.2 Establishment year of the respondents bans

Year of Bank establishment Frequency | Percent

2005 - 2008 14 15. 7
1995 - 1999 42 47. 2
1990 - 1994 27 30.3
bef ore 1990 6 6.7

Tot al 89 100.0

4.2 Respondents profile

To cover the denographic characteristics of the
sanpl e, the researcher considered these variabl es: sex,
scientific qualification, salary, and hierarchy | evel.
Which are presented in the follow ng tabl es:

1. Sex

Despite the fact that the majority of our sanple are
males (66.3% . still it is encouraging percentage of
femal e workers in Banks, which reflects a change in | abor
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policies towards nore fenal e enpl oynent, and refl ects nore
communi ty acceptance of females working in private sectors
side by side with mal es

Table 4.3 Respondents' sex

sex count Per cent
mal es 59 66. 3
f emal es 30 33.7

t ot al 89 100.0

2. Scientific qualification

As expected the enployees with BA represents the
majority of the enployees ( 75.3 9%, however the
post graduate qualifications of the enployees still snall
percentage (4.5 % . specially that the | ocal universities
are offering a variety of postgraduate course that could be
beneficial for the Banking sector at all its hierarchical
| evels. This small percent nmay be due to Bank enpl oynent
policies that prefer less qualified enpl oyees with fewer
sal ari es.
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Table 4.4 Respondents' Scientific qualification

Scientific qualification | Frequency | Percent

2 years diplonma 18 20.2
BA 67 75.3

Mast er s 4 4.5

t ot al 89 20. 2

3. Salary

More than 60% of the sanple earn | ess than 3000 Ni s
which is relatively to the |life costs is considered | ow
income, while those who earn nore than 4000 NIS is
mnority that does not exceed the 12.4 % and this is

unexpected especially in a private major sector |ike Banks.

Table 4.5 Respondents' salary

Salary In NI'S Frequency | Percent
2001- 3000 35 39.3
3001- 4000 23 25.8
nore than 4000 12 12. 4
Tot al 89 100. 0
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4. Hierarchical level

Si xty seven percent of the sanple were first line
enpl oyees, while 24. 7% were heads of departnents

Table 4.6 Hierarchical level

Posi ti on Frequency @ Percent
Head of departnent 22 24.7
First line officer 67 75. 3
Tot al 89 100.0

4.3 analyzing and discussing the results of the research questions

D scussing and analyzing the research questions wll
be the content of this section

4.3.1 The results of the first question: What are the primary leadership
styles of the Bank managers from the view point of its employees in
southern part of West Bank?

Table (4.1) shows the nean and standard deviation
(STD) of each of the |eadership styles; the denocratic
| eadership style is the nost comon style in Banks in
sout hern part of West Bank where its “mean” is (2.31) with
STD of (0.614), which neans that it is the nearest to
“strongly agree” as the scale was considering strongly
agree to be as 1, and strongly disagree to be as 5. The
second was the autocratic |eadership style with a nmean of
(2.68) with STD of (0.517). The laissez fair style had
| east agreenent of the enployees with nean of (3.321) and
STD of (0.6854).

56



Table 4.7: The mean and standard deviation of the Bank managers' leadership styles in the southern part

of West Bank
Denocrati c 2.3131 0. 61438
Aut ocratic 2.6824 0.51726
Lai ssez fair 3.3212 0. 68540

The results were not surprising in highly systematic
institutions |like the Banking sector, where the |eadership
is conceived as science, rather than personal attribute of
t he manager

The results are consistent with the findings of Alfara and
Al kat eeb(2007), who found that denocratic |eadership style,
is the domnant style in the Pal estinian National Authority
Mnistries (PNA). And supports the results of Ghnei m(2006)
which revealed that the denocratic | eadership style for the
academ c departnment chairs prevailed in the comunity
coll eges with arithnetic nmeans (3.80).

And at the sanme tinme contradicts with the results of
Al masree (2007), where he concluded that there was a
mastery of the autocratic |eadership style in Al-Agsa
University. GCsaily (1999) concluded contradicted results,
as she reported the domnance of autocratic |eadership
style at Hebron University. and also contradicted wth
Saver (1994) who concluded that the Mijority of his sanple
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perceived an autocratic system wth only 13 percent
bel i eving they received a denocratic system

Al - Sadeq( 2005)found that | ai ssez-faire was the |east
commonly occurring |eadership style, Wich supports our
results for the sane | eadership style.

figure 4.1 Mean of agreement with different leadership styles

medan
3.3 3.22

Democratic Autocratic laisscz fair

Note: (1= strongly agree, 2= agree, 3= neutral, 4=disagree, 5=strongly disagree)

4.3.2 Results of the Second Question: What are the most remarkable

characteristics of these styles from the view point of the employees?

In this section the researcher will analyze each style
nost remarkable characteristics according to the nean and
STD of each characteristic.
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1. Characteristics of the Denocratic |eadership Style of

the Bank managers from the view point of its enployees

sout hern part of West Bank

Table 4.8: The mean and standard deviation of the democratic leadership style characteristics.

Items of denocratic |eadership style Mean

Stimul ates his/her subordinates for distinguished

performance | eve

Enhances subordi nates responsibility

Has good communi cati on channel s Communi cati on
Flexibility with others

D scusses problens wth subordi nates.

D scusses hi s/ her new thoughts with his
subor di nat es

Rai ses the spiritual feeling anong subordi nates

I ncreasi ng the sense of bel ongi ng anong
subor di nat es

Al'l ows subordi nates thinking and initiation
G ves feedback for subordi nates
Hel ps subordinates to devel op work abilities

Sati sfies the psychol ogi cal needs of the
subor di nat es

59
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.07

.14

.24

.27

.32

.34

.45

.51

.52

.72
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STD
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In a quick view of table (4.2) we can recogni ze that
the first 5 remarkable itenms are mainly, the nost valuable
vari abl es wi t hin t he characteristics of denocratic
| eadership style, represented in the positive conmunication
bet ween the manager and the enployee, where the enployees
are enjoying responsibility of evaluation and their
positive aspects are i ncreased, and channel s of
conmmuni cations are opened with the manager.

2. Characteristics of the Autocratic Leadership Style of
the Bank managers from the view point of its enployees in
sout hern part of West Bank

Table 4.9:The mean and standard deviation of the characteristics of the autocratic leadership style.

Items of autocratic |eadership style STD

Abeyance of regul ations 1.94 0.79
Comm tment to deadlines 2.13 1.08
Directs subordi nates on plans execution 2.17 0. 86
Acts as | eader in discussion 2.26 0.99
Sur prising checks 2.36 0.90
Commtment to regulations in reward and 2.47 0. 96
puni shnent

Aut hori zati on keepi ng 2.71 1.13
Sel f inposing in discussion 2.90 1.11
Wrk over human rel ations 2.92 1.07
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Items of autocratic |eadership style STD

| eads the discussions 3.02 1.21
Doesn't consult subordi nates 3.19 1.02
The use of order in communication 3.33 1.02
Has no relations wi th subordi nates 3. 44 1.02

The first five itens represent the typical hierarchy
of autocratic |leadership style, starting from regul ations
guarding, to deadlines, and plan execution, which reflects
the manager desires covered by the conpany interests in
nost of the tines. The one nman show represented in
authority keeping which is coming 4" in the |ist cannot be
an absent from the characteristics of an autocratic | eader,
to gather with the fifth ideal autocratic manager trend, of
surprising checks, under the cover of accountability for
t hose who don’t commt to regul ations.

3. Characteristics of the laissez fair Leadership Style of
t he Bank managers fromthe view point of its enployees in
sout hern part of West Bank

Table 4.10: The mean and standard deviation of the laissez fair leadership style characteristics

Allows for the group to evaluate extent of 2.78 0.95
progress work

H ghl i ght s personal conpl enent 2.88 0.93

Random al | ocati on of nandate 3.07 1.03
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Leavi ng of decision mandate to subordi nates 3.23 1.10
Avoi dance of upsetting subordinates 3.25 1.09
Lack of active supervision 3.30 1.03
Does not affect his subordinates 3.42 1.04
Avoi dance of work responsibility 3.49 1.08
Al'l ows subordi nates to postpone work 3.57 1.10
Lack of plans for actions 3.61 1.09
Carel essness to work details 3.67 1.06
Lack of interest in work quality. 3.76 0.96
Usual |y absent from work 3.95 1.06

Again it is assigned by the enployees the nost
remar kabl e characteristics of the laissez faire style of
| eadershi p, as we see the random all ocation of the mandate,
the evaluation which is a maor characteristic of
successful |eadership, is assigned for the enployees, the
conpl ement of the enployees and nost inportant, is the |ack
of supervi sion
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4.3.3 The results of the third question: What is the employees' job

satisfaction level in southern part of West Bank?

Overal |l satisfaction nmean of all enployees for all
variables is (2.57) with STD of (0.35).

Table 4.11: The mean and standard deviation of employees overall satisfaction

Overall satisfaction 2. 57 0. 35

Mean of the overall satisfaction of the respondents is
(2.57), so they considered a satisfied group of enployees,
which is expected anong a group of educated, high salary

rated sector of the work nmarket in Pal estine.

This result agrees wth Al -khawaja(2001) study , which
showed that Private Bank respondents are nore satisfied
than public Banks' respondents, where the |eadership style
in both Banks types, are totally different, wth nore

autocratic and systematic style in governnmental Banks.

On the other hand it contradicts with the results of
Haj aj (2007) study which showed that the Level of
sati sfaction anong Palestine Mnistry of Local Governnent

was about 34.5%
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4.3.4 The results of the fourth question: What are the most remarkable

characteristics of the employees' job satisfaction in southern part of

West Bank?
Table 4.12:The mean and STD of the employees satisfaction characteristics in the southern part of West
Bank
| feel the inportance of ny job 2.22 0.91
Mut ual respect anong workers 2.26 0.90
Increase of self confidence with experience 2.26 0.97
Good social status of ny job 2.27 0.91
Manager exchange of opinions with subordi nates 2.31 1.01
Manager good relations with subordi nates 2.33 1.04
Encour agenent of cooperation anong subordi nates 2.35 1. 00
My work devel ops nmy work skills 2. 40 1.07
I nportance of follow up system of the manager 2.45 1.01
Appropri at eness of work environnent 2.45 1.11
Cl earance of regul ati ons and work procedures 2. 47 0. 99
Interest in subordinates opinion 2. 47 1. 06
Suitability of job to ny skills and qualifications 2.48 1.07
Appropri ateness of the way of planning 2.49 1. 06
Cl earance of work responsibilities 2.49 1.02
Manager appreci ates subordi nates acconplishnents 2.57 1.09
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My job ensures ny future 2.57 1.10
Style of vacation giving is appropriate 2.61 1.05
Manager subjectively eval uates subordi nates 2.69 1.09
Appropri ateness of way of problemsolving with the 2.70 1.09

subor di nat es

Mandat e aut hori zation style appropri at eness 2.73 1.07
Feeling of safety and work stability 2.80 1.13
Incentives for good work is good 3.16 1.11
Appropriate relati on between salary and 3.24 1.20

responsibility
Rel ati veness of the salary to other Banks 3. 27 1.18

The salary sufficiency of famly requirenents 3. 47 1.15

The feeling of the inportance of work, mutual respect,
the self confidence, the good relation with the nanager
and the social status that the job gives for the enployee,
appears to be the nobst significant aspects of satisfaction
anong the enployees, which should be enhanced in order to
i ncrease satisfaction.
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4.3.5 Results of the sixth question: Is there a particular sub items in
managers' leadership style or styles that result the highest job
satisfaction for the employees in southern part of West Bank?

Spearman correlation coefficient test for all the
items  of the three |eadership styles (denocratic,
autocratic, and laissez fair) and job satisfaction is used.
Table 4.8 showed these sub itens for each style according
to the nost significant correl ation.

1. democratic

Table 4.13:Correlation of leadership styles sub items with employees' satisfaction

Spear ppnolewiecation Si(mi faleece
coef ficient I evel

Hel ps subordi nates to devel op work abilities 0.472** 0
Enhances subordi nates responsibility 0. 244** 0. 021
Al | ows subordinates thinking and initiation 0.412** 0
Flexibility with others 0. 183 0. 086
D rects subordi nates on plans executions 0. 391** 0
D scusses problens with subordi nates 0.14 0.191
D scusses his new thoughts with his 0. 368** 0

subor di nat es

I ncreasi ng the sense of bel ongi ng anong 0. 36** 0. 001
subor di nat es

G ves feedback for subordi nates 0.347** 0. 001
Good communi cati on channel s Conmuni cati on 0. 306*~ 0. 003
Stinul ates his subordinates for distinguished 0. 298** 0. 005

per f or mance | evel

Rai ses the spiritual feeling anong 0. 297** 0. 005
subor di nat es
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** Correlation is significant at the 0.01 level (2-tailed)

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

The nost significant correlation was found between
satisfaction and the following subitens of denocratic
| eadership styles, helping subordinates to develop their
work abilities, helping themto think and start initiation,
directions of plans execution, discussing wth enployees
his new thoughts, and finally increasing the sense of
bel onging anmong the enployees. And all these are very
i nportant aspects that a successful [|eader or nanager
shoul d has.

2. Autocratic

Table 4.14: Correlation of leadership styles sub items with employees' satisfaction

Spear man Si gni ficance

correl ation | evel

coefficient

Aut hori zation keepi ng 0. 1142 0. 287
D rects subordi nates on plans executions 0. 391** 0
Comm tment to deadlines 0. 298 0. 005
Comm tment to regulations in reward and 0.279** 0. 008
puni shnent

Sur prising checks 0. 255** 0. 016
Acts as | eader in discussion 0. 208 0. 052
Asks for Abeyance of regul ations 0.173 0. 104
Doesn't consult subordi nates 0. 043 0. 689
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Spear man Si gni fi cance

correl ation | evel

coefficient

The use of order in comunication -0. 024 0. 826
Wrk over human rel ations -0. 07 0.516
Sel f inposing in discussion -0.076 0.477
| eads the discussions -0. 084 0. 432

Has no relations with subordinates -0.24 0. 023

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

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

Aut hority keeping, direction on plans execution,
conmm tnent to deadlines, commtnent to reward and
puni shnent regul ati on, and surprising check have a strong
correlation with satisfaction. So these are positive
attitudes within the autocratic style, which should be

enhanced in the | eader actins.

3. Laissez fair

Table 4.15: Corelation of leadership styles sub items that with employee satisfaction

Spear man Si gni fi cance

correl ati on | evel

coeffici ent

Avoi dance of work responsibility -0.227* 0. 032

Random al | ocati on of nandate -0.168 0. 168
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Lack of plans for actions -0.137 0. 201

Lack of Active supervision -0.121 0. 258

Does not affect his subordi nates -0.104 0. 332

Table (4.15) shows a strong negative correlation
bet ween avoi dance  of wor k responsibility and job
satisfaction. And no correlation were found between random
all ocation of mandate, |ack of plan action, |ack of active
supervision, and loss of affection of subordinates and job
satisfaction. So it is clear that these sub itens are far
away from the actions of a good |eader and nust be avoi ded
especially the avoi dance of work responsibility.

4.4 Analyzing and Discussing the Results of the Hypotheses

In this section the researcher will analyze and test
the results of the research hypotheses.

4.4.1 Hypothesis number one: There is no relationship between the
leadership style of the Bank managers and the job satisfaction of its
employees in southern part of West Bank.

To enphasize the truthfulness of this hypothesis the
researcher used Spearman correlation coefficient test

between the nmnanagers |eadership style and the overall
enpl oyees sati sfaction as presented in (table 4.16).
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Table 4.16: Correlation coefficient and significance of the leadership styles

Leader ship style Correl ation Si gni fi cance

coeffi ci ent

denocrati c 0.488 ** 0. 000
autocratic 0. 165 0.122
Lai ssez fair -0.217 * 0. 041

A strong statistically significant correlation was
found between satisfaction and denocratic |eadership style
with, correlation coefficient (r = 0.488, p <0.01) as shown
in table 4.7. This finding was supported by GOsaily 1999, in
her study about the effect of |eadership style on enployee
satisfaction that was perfornmed at Hebron University and
pol ytechnic Palestine. And it was supported by Abu' ram
(2006) .

There is no statistical significant correlation between
autocratic |eadership style and satisfaction was found with
(r = .165 and p=0.12, >0.05) as shown in table 4.16. This
finding, contradicts wth Gsaily, (1999), which found
negative correlation between autocratic |eadership style
and satisfaction, in Palestinian universities in Hebron.
And here we have to highlight the difference in job
at nosphere, and notivation that reflects itself in the
ultimate result of the |eadership style on satisfaction in
both sectors, where in universities, as self notivated, and
team oriented way of nmanagenent. |In Banks the decisions are
nore critical, and nore of top to down, where it gives a
space for sonme acceptable autocratic styles.
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Table 4.7 shows a statistical signi ficant negative
correlation was found between |aissez faire |eadership
style, and satisfaction (r = - .217 p 0.042 p< .05). This
finding contradicts with abu rum (2006) results who found a
negative relation between autocratic |eadership style and
enpl oyees job satisfaction

According to the table, there is a very strong
statistically significant correlation between satisfaction
and denocratic | eader ship style with correl ation
coefficient ( r = 0.488, p<0.01), A weak positive non
statistically significant correlation between autocratic
| eadership style and satisfaction was found with (r = 0.165
and p=0.12,p >0.05), and a strong statically significant
negative correlation was found between laissez faire
| eadership style, and satisfaction (r = - .217 p=0.042 p<
.05). So the researcher refused hypothesis nunber one.

4.4.2 Hypothesis number two: There is no significant difference in the
level of job satisfaction of Bank employees in relation to the
demographic variables (sex, academic qualification, salary, hierarchy

level).
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1. Sati sfacti on and Sex

Table 4.17: Employees' satisfaction percentage according to sex

Very satisfied neutr al unsati sfied
satisfied
mal e 3. 4% 45. 8% 44. 1% 6. 8% 100. 0%
femal e 3.3% 36. 7% 50. 0% 10. 0% 100. 0%

Figure 4.2 Employees satisfaction according to sex
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As accunul ative percentage, we notice that 49.2% of
males are satisfied, conpared to the 40% only of the
females who reported that they are satisfied. Neglecting
neut r al answer s, femal es have expressed their
di ssatisfaction (10% . Despite that, the scale of paynents
does not discrimnate upon gender; still it is obvious
that. And if the relation wth mnmangers affects this
satisfaction, it would be of a great inportance of pointing
to the cultural barriers in relation between nales and
females, which in sonme tinmes takes the trend of a
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protective zone that decreases the open comunication of a

mal e manger with a femal e enpl oyee.

And despite t he di fference, this does not show
statistically significant difference. (As chi square was
0. 800, and p>0.05).

The results of the study support the results of (Alanri,
2005) who showed that that there was a difference of
satisfaction upon sex. at the sane time contradict wth
(El-dlany and Al-Whady, 2002) study that showed that the
majority of female nurses are satisfied with their work.

2. Satisfaction and Scientific Qualification

Table 4.18 The employee satisfaction according to scientific qualification

Very satisfied |neutral |[unsatisfied| Total
sati sfied

2years 0% 55. 6% 38. 9% 5. 6% 100. 0%
di pl oma

BA 4. 5% 38. 8% 49. 3% 7.5% 100. 0%
Mast er 0% 50. 0% 25. 0% 25. 0% 100. 0%
Tot al 3. 4% 42. 7% 46. 1% 7. 9% 100. 0%
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Figure 4.3 Employees satisfaction according to scientific qualification
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The mgjority of satisfied enployees were anong the
hol ders of the 2 years diploma (55%, and the majority of
unsatisfied enployees were anong the holders of Msters
(259, which reflects a negative correlation between
satisfaction and scientific qualification, but the effect
of qualification on satisfaction was not significance. (As
the analysis of variance ch®? was 2.333 with p>0.05).And this
could be justified by the expectation that the relation of
the manager with highly qualified enployee is different
than a normal enployee who does not represent any
adm ni strative conpetition threat on the nanager, and nmaybe
because with less scientific qualification the enployee

work with | ess pressure than highly qualified enpl oyee.

The result in this section support the result of (Rad and
Yar rohammadi an, 2006) who concluded that wth higher
scientific qualification the satisfaction degree decreased.
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3. Satisfaction and Salary

Table 4.19: Employee satisfaction according to salary

2000 and
| ess than
2000

2001- 3000

3001-4000

nmore than
4000

Stil

Nis, 47.4% expressed their satisfaction,

0.6+
0.5+
0.4+
0.3+
0.2+
0.1+

Very satisfied|neutral |[unsatisfied| Total
sati sfied

47. 4% 52. 6%

5. 7% 40. 0% 40. 0%

47. 8% 47. 8%

9.1% 36. 4% 45. 5%

0. 0% 100. 0%

14. 3% 100. 0%

4. 3% 100. 0%

9.1% 100. 0%

Figure 4.4: Employee satisfaction according to salary

W 2000 and less than
2000
I 2001-3000
[J3001-4000
Very satisfied neutral unsatisfied
satisfied

we can see that those who earn

|l ess than 2000

and the only 9.1 %

of unsatisfied enpl oyees were of those who got 4000 Nis and

nore, which again reflects the inportant
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financial aspect is not the only way to satisfaction, which
in turn hi ghli ghts t he i nportance of nor al and
communi cation aspects in human satisfaction. And despite
the non statistical significance of difference of salary
rate in relation to satisfaction. As (chi 2 was (7.553) ,
(p = 0.580) (P>0.05)) it is still practically a significant
finding , as in mny old fashion |eadership styles,
financial incentives was always considered a priority in
i ncreasi ng enpl oyees sati sfaction.

This result supports the result of (Rad and Yarnohammadi an,
2006) when they concluded that there is a negative
rel ationship between sal ary and sati sfaction.

4. Sati sfacti on and Bank Position

Table 4.20: Employees' satisfaction according to position

Head of depart nent 4. 2% 33. 3% 50. 0% 12. 5% 100.0
%
first line 3.1% 46. 2% 44. 6% 6. 2% 100.0
enpl oyee %
Tot al 3.4% 42. 7% 46. 1% 7. 9% 100.0

%
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Figure 4.5: Employees' satisfaction according to position
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There was no significant difference between the

position in the Bank and satisfaction, as chi = (1.744) p=
(0.627), (p < 0.05). However descriptively the first line
enpl oyees had nore satisfaction, it 1is the researcher

opinion that their job and duties were |ess demandi ng than
that of the nmanager’s. This was in turn reflected on
satisfaction level. And this is again another proof that
the increase in institutional hierarchy does not surly nean
nore sati sfaction.
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CHAPTER FI VE

SUMVARY OF CONCLUSI ONS AND
RECOMVENDATI ONS

Thi s chapter presents the conclusions followed by the

recomrendat i ons.

5.1 conclusions

After discussing and analyzing the research questions
and hypothesis, the researcher presents the results as
foll ows:

1. The nost comon |eadership style in the Banks of
southern part of West Bank was the denocratic style,
followed by the autocratic style, where the |aissez
fair was the | east comon style in these Banks.

2. The nost primary remarkable characteristics of
denocratic |eadership style according to enployees
are, positive comunication between the nanager and
t he enpl oyee, enployees are enjoying responsibility of
eval uation. Therefore, their positive aspects are
i ncreased, and channels of comunications are opened
with the manager

3. The nost primary remarkable sub itens of autocratic
| eader ship style accordi ng to enpl oyees are:
commtment to regulations |, comm tment to deadlines
in finishing the work, authority keeping , surprising
checks to the subordinates
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. The nost primary remarkable sub itens of |aissez faire
| eadership style according to enployees are , the
random allocation of the nandate, the evaluation
assi gned for t he enpl oyees, the conplenent of each
enployees is a style of comunication, and nost
inmportant , is the lack of supervision

. Satisfaction anobng Bank enployees was found to be
noder at e, with enployees ranging nmainly Dbetween
neutral and satisfied.

. Enpl oyees have reported the nost primary satisfaction

itens to be as , The feeling of the
i nportance of work, Mut ual respect , the self
confi dence, the good relation with the manager, and

the social status that the job gives for the enployee,
appears to bi the nost significant aspects of
sati sfaction anong the enpl oyees.

. A strong positive relationship was found between
sati sfaction and denocratic | eadership style.

. A weak positive relationship was found between
autocratic | eadership style and satisfaction.

. A strong negative relationship was found between
| ai ssez faire | eadership style and satisfaction.

The nost remarkable sub itenms in the denocratic
style that result t he hi ghest enpl oyees j ob
satisfaction were: Helping subordinates to develop
their work abilities, helping themto think and start
initiation, directions of plans execution, discussing
with enployees his new thoughts , and finally
i ncreasing the sense of bel ongi ng anong the enpl oyees.

79



11. The nost remarkable sub itenms in the autocratic
style that result t he hi ghest enpl oyees j ob
satisfaction were: Authority keeping, direction on
pl ans execution , commtnent to deadlines, conm tnent
to reward and punishnment regulation, and surmsing
check.

12. The nost remarkable sub itens in the |aissez fair
style that resul t the highest enpl oyees'’ j ob
di ssatisfaction wer e: Avoi dance of wor k
responsibility, random allocation of mandate, |ack of
pl ane action, lack of active supervision, and |oss of
affection of subordi nates.

13. First line enployees were nore satisfied than
managers in the Banks, no statistically significant
difference was found in satisfaction in relation to
Bank position.

14. There was nore satisfaction anong those who earn
| ess than 2000 NI'S, than who earn nore than 4000.
15. There was no statistically significant difference

bet ween satisfaction and scientific qualification.

16. Mal es were satisfied nmore than fenmales. This did
not show statistically significant difference.
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4.2 Recommendations

The researcher recommends the following to bank

manager s:

1

Bank managers should understand that their |eadership
styles have a high inpact on job satisfaction. Their
| eadership skills should be trained and reshaped.

. The Bank managers have to enhance the adoption of

denocratic |eadership style in Banking managenent, as
it showed it has a strong positive relationship with
the satisfaction of Banks enployees in southern part
of West Bank, as a key for better health work

envi r onnent

. Hghlighting the sub itens of the denocratic

| eadership style that was found to have nore
correlation with enployees' satisfaction which were:
Hel pi ng subordinates to develop their work abilities,
hel ping themto think and start initiation, directions
of plans execution, discussing with enployees his new
t houghts, and increasing the sense of bel onging anong
t he enpl oyees.

H ghlighting the sub itens of autocratic |eadership
style that has contributed to nore satisfaction anong
the enpl oyees as Authority keeping, direction on plans
execution, commtnment to deadlines, commtnent to
reward and puni shnment regul ation

Managers nust recogni ze the negative effect of |aissez
faire |eadership style on satisfaction of the Bank
enpl oyees, specially the sub itens that had been
reported t he st rongest negative ef f ect on
sati sfaction, represented in avoidance of wor k
responsibility, random allocation of mandate, |ack of
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pl ane action, lack of active supervision, and |oss of
affection of subordinates; so they can avoid these
items in their |eadership style

6. The adoption of nore noral, human, and nanageri al
significant incentives, other than financial aspect as
it showed that it is not a significant key of
sati sfaction.

The researcher recommends the followng to Palestinian
Monetary Authority:

1. The regular evaluation of enployees' satisfaction,
especially anong subgroup of enployees, who showed
| ess satisfaction, |like females, and highly educated
enpl oyees.

2. The inportance of highlighting the responsibility of

t he regional managenent of Banks, to choose proper Bank

managers, based on multi dinensional characteristics, of

the potential mnmangers, rather than on experience, and
scientific qualification only
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Appendi x 1 (Questionnaire in English Version)

Questionnaire

Dear Bank enpl oyee in the southern part of West Bank

The researcher is going to nmake a research about
"l eadership Style for the Bank Managers in South West Bank
and Its Relation Wth Job Satisfaction Fromthe View Poi nt
of Its Enployees" supervised by Dr. SHAREEF ABU KARSH, For
the master degree in business Adm nistration in Hebron

uni versity.

To achieve this goal | designed this questionnaire to
calculate the required data, so | hope that you can hel p by
fill it precisely and objectively. And | would |ike you to
know that the information you provide will be treeted in
the strictest manner and will be used for the academc
pur pose only.

Thank you for your cooperation
The researcher

AFNAN AMER
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Part one: general information

a) Information about the enpl oyee

1- Sex: [:] mal e [:]fenale

2- Academ c qualification:

|:Idi pl oma I:I baccal aureat e degree I:I hi gh educati on(specify)--

3-monthly income in shekels:

[]2000 or less [ ]3000-2001[ ] 4000-3001 [ | 4000 or

nore

4- Position in the Bank

b) I nformation about the Bank in which the enpl oyee
wor K:

1- Bank nane:

2- Address: -

3- Establishnent year of the branch:

4- Nunber of enployees in the branch:
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5- Nunber of departnents in the branch:

Part two: - the dom nant

| eader ship style of Bank

managers fromthe view point of the enpl oyees

I ndi cators of the |eadership style

Strongly Agree Neutral di sagr ee
agree

Strongly
di sagree

1 Keeping all authority to hinself

2 Maki ng surprising checks to his enpl oyees

3 He is always the only decision nmaker

4 | Acts as a | eader in discussions

5 He has no strong relation with his
subor di nat es

6 Dealing with his subordinates in giving
orders

7 He is commtnment to dead line in finishing
the work

8 | Acting without consult any of his
subor di nat es

9 |[Asking for coomitnment in orders and fornal
rul es

10 | Work is nore inportant than hunan
rel ationship

11 | commitnent to regulations in rewards and
puni shrent s

12 | Always talking as a group vices in a broad

neeting
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13 | Direct his subordinates to the way of
carry out the sub ordinary plans

14 | Enhance subordi nates responsibility

15 | Keepi ng good comruni cation channels with
sub ordinary

16 | Showing flexibility in dealing with others

17 | Using subordi nates opi nions in solve work
pr obl ens

18 | Raises the spiritual feeling anong
subor di nat es

19 | Working to satisfies the psychol ogi cal
needs of the subordi nates

20 | Hel p his subordinates to devel op work
abilities

21 | Allow his sup-ordinates to think and
initiate

22 | Di scussing his new thoughts with his
subor di nat es

23 | gives feed back to his subordinates in
wor k per f or mance

24 | Stimulate his subordinates for
di sti ngui shing performance | evel

25 | Work to increasing the sense of bel onging
anong subordinates in the Bank

26 | Allocating of Mandates and authorities in

a random way
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27 | highlights personal conpl enent

28 | He is not an active supervisor

29 | Doesn’t have the ability to affect his
subor di nat es

30 | Avoiding work responsibility

31 | Avoi ding upsetting subordi nates even on
the account of work

32 | Leaving the decision nandate to
subor di nat es

33 [ He is usually absent from work

34 | He is careless of work details

35 [ Allows his subordi nates to postpone work

36 | He doesn't prepare plans for actions

37 | Doesn’t affect his subordi nates

38 [ Allows the group to evaluate the extent of
the progress of their work

39 | He has lack of interest in work quality

Part three:- the job satisfaction in Bank enpl oyees

The signs of job satisfaction for the Strongly Agree Neutral disagree Strongly
agr ee di sagr ee

Bank enpl oyees

The way that the manager dealing with
subordinates i s depending on opinion
exchange
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The signs of job satisfaction for the

Bank enpl oyees

I think the manager way of eval uate
subordinates i s subjectively

Strongly
agr ee

Agr ee

Neut r al

di sagree

Strongly
di sagree

My manager has good relation with
subor di nat es

I think the manager mandate authority
style is appropriate

My manager appreci ate ny
acconpl i shnents in work

The manager way for solving
subor di nates probl ens is appropriate

I think nmy manager interested in

subor di nat es opi ni ons

I think the manager way planning is
appropriate

My manager encourage the cooperation
anong subordi nat es

10

The style of vacation giving is
appropri ate

11

My salary is suitable for the size of
my work reasonability

12

My salary is sufficient for nmy famly
requirements

13

| think ny salary is suitable
according to other Banks
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14

| think ny responsibility in work is
cl ear

15

Appr opri at eness of work envi ronnent
as light , aeration, and heat

16

Ol earness of regul ations and work
procedur es

17

I think the incentive | have for good
work i s satisfied

18

Nat ural respect anong workers

19

My job gives nme a good social status

20

| think nmy job insures ny future

21

My job develop nmy work skills

22

| feel the inportance of ny job

23

My job is suitable with my skills and
qual i fications

24

I have a feeling of safety and work
stability

25

I think that nore experience means
nore self confidence

26

| feel the inportance of the
foll owing up systens of the nanager
to his sup-ordinates
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*Any remarks you can see that having a relation to this
issue that | didn't nention:-

Thank you for your cooperation

The researcher
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Appendi x 2 (Questionnaire in Arabic Version)
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