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Abstract 

Purpose: The purpose of this investigation is to determine the mediating significant role of Job Attitudes (JA) in the 

relationship between Leadership Styles (LS) and Organizational Success (OS) at Sadat University in Egypt. 

Research Design/Methodology: To assess JS, refer to (JS questionnaire, Judge et al., 2001; Best & Thurston, 2004, 

OC (OC questionnaire Allan & Meyer, 1990; Meyer, et. al., 1993), LS (LS questionnaire Bass & Avolio, 1990; 

Popper & Lipshitz, 2000; Jung & Avolio, 2000; Sarros & Santora, 2001; Avolio & Bass, 2002; Stone, et al., 2004; 

Vera & Crossan, 2004) and OS (OS questionnaire Simon et al., 2011). The data of the study was collected from the 

employees at Sadat University in Egypt. Out of the 692 questionnaires that were distributed to employees at Sadat 

University in Egypt, 420 usable questionnaires were returned, a response rate of 61%. Multiple Regression Analysis 

was used to confirm the research hypotheses. 

Findings: The findings of the study indicated that there is a significant correlation between LS, JS, OC and OS. In 

addition to that, JS and OC have the advantage of increasing OS.  

Practical implications: The main subject of the study were all categories of employees at Sadat University in Egypt. 

Self-reported measures were used to measure JS, OC, LS and OS. Considering the importance of employees’ OC and 

their effects on effectiveness of Sadat University, policy makers should take necessary measures for the optimal 

provision of intrinsic and extrinsic job rewards to make their core workforce highly satisfied and committed. 

Originality/value: The relevant literature shows that job attitudes, LS and OS are under-researched in the public 

sector in Egypt. So, the current investigation has contributed to improve the understanding of this significant issue. 

Besides, the study findings are discussed in perspective of practical implications. This research dealt with job 

attitudes in terms of its concept and dimensions, in addition to dealing with the role of LS in promoting OS at Sadat 

University in Egypt.  
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1. Introduction 
 

As organizations continuously improve and evolve, the role of a leader becomes more demanding 

and important. Leaders are known to be visionary, influential, charismatic, and even altruistic. As a result, 

leaders play a significant role in building high-performing teams who have high levels of job satisfaction 

and organizational commitment. Leaders are facing greater challenges than ever before due to increased 

environmental complexity and the changing nature of organizations (Riaz & Haider, 2010).  

In short, effective leadership is the main cause of competitive advantage for any kind of organization 

(Lado et al., 1992; Rowe, 2001; Zhu et al., 2005). Leaders are conferred the opportunity to lead, not because 

they are appointed by senior managers; they lead because they are perceived and accepted by followers as 

leaders (Boseman, 2008). 

 In fact, a leader is responsible for not only leading but also providing followers with the tools that are 

needed to accomplish organizational goals. In the event that a leader is unable to provide the adequate 

information or resources that are needed, a conflict may arise rooted in distrust and de-motivation. Thus, a 

leader‟s role is very delicate and every action or decision must be very strategic. Leaders can anticipate 

future likelihoods and plan alternative strategies to meet uncertainties. Such traits are common in historical 

leaders. This sense of anticipation is believed to be innate and cannot be learned (Riaz & Haider, 2010). 

Job Satisfaction (JS) and Organizational Commitment (OC) are key job attitudes (George & Jones, 

1997; Jehn et al., 1999; MacKenzie et al., 1998). 

OC and JS differ mainly in the following (1) OC can be defined as the emotional responses that an 

employee has towards his organization; and (2) JS is the responses that an employee has towards any job. 

These two variables are highly interrelated as an employee may have positive feelings towards the 

organization, its values and objectives, but he may be unsatisfied with his job at the organization (Meyer et 

al., 2002). 

OC and JS are interrelated; they have diverse attitudes. OC is the better means of constancy, 

belonging and permanence compared to JS (Lane et al., 2010).  
 

2. Literature Review 
 

http://www.casestudiesjournal.com/


Impact Factor 3.582   Case Studies Journal ISSN (2305-509X) – Volume 5, Issue 9–Sep-2016  

http://www.casestudiesjournal.com  Page 107 

2.1. Leadership Styles  
 

Leadership is expressed or displayed through interaction among people. For one to influence, another 

must permit himself to be influenced (Jago, 1982). 

 Interestingly enough, most people don't seek to be leaders because “as you take the role of a caring 

leader; people soon begin relating to you differently” (Kouzes& Posner, 2003).  

 Leaders must embrace the importance of change and treating employees better in order for an 

organization to thrive in a global and competitive society. “In highly competitive, rapidly changing 

environments, caring and appreciative leaders are the ones to bet on for long-term success” (Kouzes & 

Posner, 2003). 

 Leadership programs have become the norm for many organizations who value strategic leaders. “By 

embracing our own opposites and getting comfortable with our contradictions, we build richer, deeper lives” 

and further states, “This is especially crucial for leaders, who must weigh multiple points of view, balance 

conflicting priorities, serve numerous constituencies, and make decisions about issues with no easy answers” 

(Schwartz, et al., 2010). 

 Many organizations build leadership programs around competency models, a list of core skills they 

expect all leaders to cultivate. Organizations need employees who can be molded into leaders who can 

influence others to complete tasks and follow the mission of the organization. Leaders are also able to 

empower followers by “making key behaviors automatic” (Schwartz, et al., 2010). 

 Leaders believe in change, energize organizations to innovate continuously, recognize the need for 

synergy, and emphasize the importance of unity and collaboration (Hallowell, 2011).  

 Transactional Leadership Styles (TALS) involve motivating followers through the exchange of 

rewards, praises, and promises. Transactional leadership is characterized by leader-follower exchanges, 

whereby leaders exchange things of value with followers to advance both the leaders‟ own and followers‟ 

agendas (Ivey & Kline, 2010). 

  

Transformational Leadership Styles (TFLS) tend to influence workers more positively. While leaders 

initiate and drive organizational change, they manage the change only with the help of other change agents. 

These change agents operate with different change skills and competencies depending on particular 

requirements and circumstances (Rhodes, et al., 2008).  

The effect of transformational leadership on subordinates centers on three leadership outcomes: (a) 

the ability of the leader to generate extra effort on the part of those being led, (b) subordinates‟ perception of 

leader effectiveness, and (c) their satisfaction with the leader (Pounder, 2008). 

 Within transactional leadership, three subscales are documented, contingent reward, management-

by-exception – active, and management-by-exception-passive (Xirasagar, 2008).  

 In prior research, the proposed association of transformational and transactional leadership has been 

one of augmentation. The augmentation hypothesis argues that transformational leadership will significantly 

predict leadership criteria after controlling for transactional leadership. Bass and his associates‟ views on 

morality relative to transformational and transactional leadership do suggest that transactional leaders would 

be expected to engage in unethical practices more so than transformational leaders” and further state, 

“Judgments of a leader‟s ethical posture may play a particularly strong role in influencing follower 

satisfaction with the leader (Vecchio, et al., 2008).  

Effective transformational leaders are able to motivate, empower, and build healthy relationships 

with their peers throughout an organization. “Over the last decade, considerable research effort has been 

invested into understanding the processes through which transformational leadership positively relates to 

follower attitudes, behavior, and performance” (Walumbwa et al., 2008).  

 When exploring the conditions under which transformational leadership weaves its effects on 

performance, research results show that “transformational leadership relates to follower identification with 

work unit and self-efficacy, which interacts with means efficacy to predict individual performance, thus 

representing a moderated mediation effect (Walumbwa et al., 2008).  

 Instructors displaying transformational leadership qualities in the classroom had a positive and 

significant influence on student perception of classroom dynamics measured in terms of the three leadership 

outcomes: extra effort, effectiveness, and satisfaction (Pounder, 2008).  
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 The proposed association of transformational and transactional leadership has been one of 

augmentation. The augmentation hypothesis argues that transformational leadership will significantly 

predict leadership criteria after controlling for transactional leadership (Vecchio et al., 2008).  

 Employees with higher levels of power distance orientation are less likely to be influenced by 

transformational leadership behaviors alone and may instead need to be led via different or additional 

leadership styles. Individual-level cultural value orientations, and particularly power distance orientation, 

should not be ignored in studies of the impact of transformational leadership on followers across cultures” 

(Kirkman, et al., 2009). 

 Business leaders are under constant pressure to comply with their demands while maintaining the 

organization‟s competitiveness in increasingly complex markets (Franken, et al., 2009).  

 

2.2. Job Attitudes 

2.2.1. Organizational Commitment 

OC is a relative strength of a person‟s identification and involvement with the organization, as 

reflected in (1) acceptance of the organization‟s goals and values; (2) willingness to invest effort in the 

organization; and (3) a desire to belong to the organization (Porter et al. 1974; Mowday, et al., 1979).  

OC is a multidimensional in nature, involving an employee‟s loyalty to the organization, willingness 

to exert effort on behalf of the organization, degree of goal and value congruency with the organization, and 

desire to maintain membership (Bateman & Strasser, 1984).  

OC is a feeling of dedication to one‟s employing organization, willingness to work hard for that 

employer, and the intent to remain with that organization (Meyer & Allen, 1988).  

A highly committed individual strongly believes in and accepts the organization's goals and values, 

willingly exerts considerable effort on behalf of the organization and strongly desires to remain a member of 

the organization (Dubin at al., 1975; Steer, 1977). High level of OC represents a positive manner that could 

add meaning to life for employees, increased performance, reduced turnover and absenteeism for 

organization (Mowday, 1998). High OC may blind some employees to the ethical problems in their 

organization (Hunt et al., 1989). Moreover, low levels of commitment are largely dysfunctional for both the 

individual and the organization. The costs of commitment outweigh the advantages at high levels of 

commitment. So commitment may be at moderate level where both individual and organizational needs may 

be balanced (Randall, 1987). 

OC is a multidimensional concept that provides a comprehensive insight into the link between 

employees and work-related behavior. OC is an employee‟s interest in, and affiliation to, an organization. 

Characteristics of OC include: (1) staunchly believing in and accepting the organization‟s goals and values; 

(2) truly serving the organization, and (3) staunch affiliation to the organization (Meyer & Allen, 1991).  

OC can be described as the factor that promotes the attachment of the individual to the organization. 

To put it differently, higher levels of performance and effectiveness at both the individual and the 

organizational level will be the outcome of the high levels of effort exerted by employees with high levels of 

OC (Raju & Srivastava, 1994). 

OC means loyalty and intention to stay with the organization, besides personal interest towards the 

employment (Brewer, 1996).  

OC refers to employees' feeling and levels of attachment to their organizations. If an employee 

desires to remain in an organization, exerts effort willingly, believes in and accepts to organization's values 

and goals, OC can be enhanced in an organization (Barlett, 2001).  

OC is very beneficial for the organization as it reduces the absenteeism rate and turns over ratio, let 

alone enhancing the organization's productivity (Jernigan et al., 2002).  

OC can be classified into three categories. They are affective, continuance and normative. Each 

category is related to the other and they represent employee's relationship with organizations. All of the 

types of commitment have implications for the decision to continue or discontinue membership of 

organization (Meyer et al, 2002). 

OC is also interested in the employee's willingness to leave their organization (Greenberg & Baron, 

2003).  

OC reflects the work attitudes of employees toward the organizations in which they work 

(Silverthorne, 2004).  
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The employee who is highly committed to the organization contributes to the organization 

performance. Because it is linked with absenteeism, work effort and turnover OC is very important (Joiner 

& Bakalis, 2006). 

OC is an individual's willingness to dedicate efforts and loyalty to an organization (Jalonen, et al., 

2006; Wagner, 2007). OC is important because committed employees are likely to be more willing to make 

personal sacrifices for the sake of the organization (Vitell, & Singhapakdi, 2007). 

OC widely is described as a key factor in the relationship between individuals and organizations 

(Sharma & Bajpai, 2010).   

OC looks like a strong magnetic force attracting one metallic object to another and indicates the 

degree to which an employee identifies with the organization and wants to remain within the organization in 

the future (Awad & Alhashemi, 2012).  

OC can be classified into three categories. They are affective, continuance and normative. All 

categories are related to each other and they represent employee's relationship with organizations and all of 

the types of commitment have implications for the decision to continue or discontinue membership of 

organization (Meyer et al, 2002). Employees can experience all three forms of commitment and the 

psychological states reflecting the three components of OC will develop as the function of quite different 

antecedents. They will also have different implications for work behavior (Meyer & Allen (1991). 

In this study, we follow Meyer and Allen (1991) three dimensions of OC (affective, continuous, and 

normative): 

 Affective commitment refers to an employee's continuing to work for an organization thanks to 

emotional attachment to, involvement in, and identification with that organization (Rashid et al., 2003),  

 Continuance commitment refers to the commitment based on the costs that are associated with leaving a 

specific organization (Lee et al., 2001; Greenberg & Baron, 2003).   

 Normative commitment relates to feelings of obligation to remain with the organization, i.e. employee 

with a strong sense of normative commitment remain in organizations because they feel they ought to do 

so (Ayeni & Phopoola, 2007, Omar, et al. 2008). 
 

2.2.2. Job Satisfaction 
 

JS is the pleasurable emotional state resulting from the appraisal of one's job as achieving or 

facilitating the achievement of one's job values (Locke, 1969).  

JS has been one of the most widely studied concepts in management literature (Wilson, 1996).  

JS is the feelings one has toward a job and its various aspects. It also refers to the difference between 

what one expects and what one actually experiences in return for the services offered (Rahim, 1982).  

The are two major reasons for concern about JS (1) association of low levels of JS with low levels of 

satisfaction with life, poor mental well-being, and even poor physical health; (2) individuals get affected by 

JS in the workplace. This is because the negative effects of low levels of satisfaction may increase turnover, 

absenteeism, tardiness, decreased professional commitment, and lower quality of work (Noel, et al., 1982). 

JS is the degree of favorableness with which employees view their work (Stewart, 1983). JS means 

how far people like (satisfaction) or dislike (dissatisfaction) their jobs (Spector, 1997). JS refers to the 

positive feelings that employees have towards their jobs (Schermerhorn, et al., 1997).  

JS includes employee‟s overall affective state regarding estimation of all aspects of his or her job 

(Netemeyer et al., 1997). 

The two-factor theory of JS influentially explains JS. It maintains that JS has two components; 

intrinsic job factors and extrinsic job factors. The former is characteristics of the worker personally 

including desire for achievement, recognition, responsibility, and advancement. The latter is characteristic of 

the organization and related to features of the job, such as supervision, salary, company policy and 

administration, and working conditions (Desselle, 1998). 

JS refers to an employee‟s general attitude toward his or her job. An individual who is satisfied with 

his or her job holds positive attitude toward the job (Robbins, 2000).  

JS is the pleasure gained from the assessment of one‟s job regarding the realization of job values. JS 

is a broad concept, it can be both intrinsic and extrinsic. If an organization gives opportunity for personal 

growth and accomplishment, it enhances an intrinsic motivation to employee; if an organization provides 

pay satisfaction or chances for promotion, employees have extrinsic motivation (Schwepker, 2001).  
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JS means how far the employee is satisfied with his present work taking into account satisfaction of 

many of his needs and wants (Finn, 2001).  

Optimal performance needs employee‟s full potential at all levels in organizations; this emphasizes 

the importance of employee JS (Rothmann & Coetzer, 2002). JS is the degree of an individual‟s satisfaction 

with the internal or external aspects of his or her job (Bhuian & Menguc, 2002).  

JS is detected and assessed in accordance to one‟s total feeling about their job and the attitudes 

towards various sides or facets of their job (Ivancevich & Matteson, 2002). JS stems from one‟s envision of 

their job under the influence of their own unique needs, values and expectations. These factors are highly 

esteemed by them (Sempane et al., 2002). JS is a positive (or negative) evaluative judgment one makes 

about one‟s job or job situation (Weis, 2002).  

JS is the reaction to a job, regarding one's targets in a job in comparison with the actual outcomes 

that the job provides to the individual (Rothmann & Coetzer, 2002). 

JS is a positive emotional reaction to a particular job (Oshagbemi, 2003). JS stresses one's feelings 

about his/her job or pleasure feeling about job (Crossman & Abou- Zaki, 2003).  

JS is a sign of organizational effectiveness as most employers realize that the optimal functioning of 

their organization depends partially on their level of JS (Saari & Judge, 2004).  

As JS is multidimensional, a worker may variably be satisfied with job, supervisor, pay, workplace, 

and so forth. A number of elements makes up JS, including salary, clarity of job responsibilities, relationship 

with colleagues inside and outside one‟s unit and organization, organizational climate, career development, 

opportunities for advancement, and general perceptions of work environment (Rosser, 2004). JS is not a 

unitary concept. An employee can be relatively satisfied with one aspect of job and dissatisfied with one or 

more other aspects (Kreitner & Kinicki, 2004). 

JS means personal gratification from one‟s work, as well as pleasure and feeling of accomplishment 

employees derive from performing their jobs well (Elbert & Griffin, 2005). 

JS is of interest for worker in organizations and those studying them. It is a salient variable in 

organizational behaviour research, as well as theory of organizational experience ranging from job design to 

supervision (Hong et al., 2005). 

JS impacts both individuals and organizations. On the individual level, JS impacts stress (Zeytinoglu 

et al. 2007; Lambert, et al., 2007), and burnout (Oncel, et al., 2007). On the organizational level, however, 

JS impacts empowerment (Hechanova, et al., 2006), customer satisfaction (Homburg & Stock, 2004), 

service quality and performance (Park & Deitz, 2006), and OC (Al-Ajmi, 2006). 

JS draws on the nature of the job, besides the expectation of an employee from the job  (Hussami, 

2008).  

JS is explained as the feelings a worker has about his or her job experiences related to previous 

experiences, current expectations, or available alternatives (Zarea, et al., 2009).  

JS is the amount of pleasure an employee has with the job (Dendaas, 2004), and can differ from 

employee to employee and is a subject widely researched in organizations (Farsi, et al., 2010).  

JS is a multi-dimensional concept. Different researchers emphasize different facets of JS and 

measure them differently. Wood et al., (1986) emphasized four dimensions of JS (satisfaction with, 

information, variety, closure and pay). Churchill et al. (1974) developed seven dimensions of JS (satisfaction 

with: overall job, co-workers, supervision, company policy and support, pay, promotion, advancement and 

customers). Smith et al. (1969) focused a five dimension scale of JS (satisfaction with, type of work, the 

pay, opportunities for promotion, the supervision and the coworkers on the job). However, in the literature 

there is a different approach to measure satisfaction. Global scale of JS is composed of one single, integrated 

dimension. In this scale, respondents assert their overall feelings about the job ( Spagnoli, 2012).  

In this study, we follow Judge et al., 2001; Best & Thurston, 2004 with two dimensions of JS 

(internal satisfaction and external satisfaction): 

 Internal Satisfaction: the opportunities to demonstrate abilities, sense of achievement obtained from 

work, ethical values of the work, opportunities to provide services. 

 External Satisfaction: Job content, salary, unobstructed channels for promotion, work environment and 

equipment. 
 

2.3. Organizational Success 
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''Success'' in English, according to (Webster, 1974) means end your access to what is best, or access 

to excel.  

In French, according to (Robert, 1983) ''Reussite'' means getting a new result, and the means to reach 

or attain higher. With respect to Organizational Success (OS), there is still some confusion and lack of 

clarity of methodological and procedural frameworks. 

Regarding success through financial performance, operational productivity and efficiency, profits, 

target return, improvement programs in total quality management framework, re-engineering of reference 

and comparison is a narrow view that does not define success in the long-term in light of competitive 

markets. Success in the long-term lies in the organization's ability to do better things than competitors do. 

This is through owning distinct and fundamental capabilities that can not be imitated; besides ability to get 

on a competitive center of excellence (Hill & Jones, 2001). 

Growth is an indicator for measuring OS. It  means efficiency or the organization's ability to achieve 

its objectives in the long term, through expansion, renovation and survival (Whetten, 1987). 

OS is the organization's ability to achieve long-term goals and balance between the goals and 

objectives of the organization of employees (Kenny, 2001). 

OS is the organization's ability to coordinate activities in all components linking this to a common 

vision to achieve its strategic goals. (Dell & Kramer, 2003). 

The basic elements of OS may be expressed in the form of an equation: OS = message + strategic 

goals + outstanding performance (Whitney, 2010). 

There are two approaches for OS in all different organizations. The first approach to OS is the 

economic gateway. It is based on the competitive advantage stemming from the distinct market place. The 

first set for the performance of the organization is the external environment of the structure of the 

competition environment industry (Ambrosini, 2003). This includes approaches of forces of competition 

(Porter), innovation (Schumpeter), and scenario analysis which is characterized by a vision of the future 

opportunities and environmental threats, besides forecasting analysis of the competitive advantages (Grant, 

2000).  

The second approach to OS is based on the relatively modern resources approach, which confirms the 

possibility of looking at the organization as a package of resources to enable them to get a sustainable 

competitive advantage (Ambrosini, 2003). This approach is mainly based on a study (Selznick, 1957) about 

the distinctive competencies, and Penrose (1959) that the organization is a collection of resources and their 

performance depends on their ability to use these resources. This includes the approach of the value chain to 

analyze the strategic capabilities that can be converted into essential competencies that support competitive 

advantage analysis (Hitt, 2001). 

 

3. Methodology 

3.1. Research Model 

The proposed comprehensive conceptual model is presented in Figure (1). The diagram below shows that 

there is one independent variable of OA. There is one dependent variable of JE. It shows the rational links 

among the variables. The research model is as shown in the following figure. 

Figure (1) 

Proposed Comprehensive Conceptual Model 
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The research framework suggests that JA (JS and OC) plays a significant role in the relationship between LS 

and OS.  

JS is measured in terms of the internal satisfaction and external satisfaction (Judge et al., 2001; Best 

& Thurston, 2004).  

OC is measured in terms of affective commitment, continuance commitment and normative 

commitment (Allan & Meyer, 1990; Meyer, et. al., 1993).  

LS is measured in terms of contingent rewards, management by exception, individualized 

consideration, charismatic-inspiration, intellectual stimulation (Bass & Avolio, 1990; Popper & Lipshitz, 

2000; Jung & Avolio, 2000; Sarros & Santora, 2001; Avolio & Bass, 2002; Stone, et al., 2004; Vera & 

Crossan, 2004). 

OS is measured in terms of organizational survival and organizational growth (Simon et al., 2011). 

3.2. Research Questions and Hypotheses  

 

The researcher found the research problem through two sources. The first source is to be found in 

previous studies, and it turns out that there is a lack in the number of literature reviews that dealt with the 

analysis of the relationship among LS, JS, OC, and OS at Sadat University in Egypt. This called for the 

researcher to test this relationship in the Egyptian environment. The second source is the pilot study, which 

was conducted in an interview with (30) employees in order to identify the relationship among LS, JS, OC, 

and OS. The researcher found through the pilot study several indicators notably the important and vital role 

that could be played by LS in reinforcing OS at Sadat University in Egypt. As a result of the discussions 

given above, the research questions are as follows: 

Q1: What is the nature and extent of the relationship between LS (contingent rewards, management by 

exception, individualized consideration, charismatic-inspiration, intellectual stimulation) and JA (JS 

and OC) at Sadat University in Egypt. 

Q2: What is the nature of the relationship between JA (JS and OC) and OS at Sadat University in Egypt. 

Q3: What is the extent of the relationship between LS (contingent rewards, management by exception, 

individualized consideration, charismatic-inspiration, intellectual stimulation) and OS at Sadat 

University in Egypt. 
 

There are studies in literature that study LS, JA, and OS factors separately and within the frame of 

bilateral relation but there is no study that examines these three factors collectively at the Egyptian 

environment. This study aims to contribute to the literature by examining the research variables collectively 

and reveal the interaction among the research variables. As a result of the discussions given above, the 

following hypotheses were developed to test the mediating significant role of JA in the relationship between 

LS and OS at Sadat University in Egypt. 

The following hypotheses were developed to test if there is significant correlation between LS, JA 

and OS. 

H1: LS (contingent rewards, management by exception, individualized consideration, charismatic-

inspiration, intellectual stimulation) has no statistically significant effect on JA (JS and OC) at Sadat 

University in Egypt. 
 

H2: JA (JS and OC) has no statistically significant impact on OS at Sadat University in Egypt. 
 

H3: LS (contingent rewards, management by exception, individualized consideration, charismatic-

inspiration, intellectual stimulation) has no statistically significant influence on OS at Sadat University 

in Egypt. 

3.3. Population and Sample 
 

 

 

 

 

The study subjects are employees at University of Sadat City in Egypt. The total population is 692 

employees. The research population is illustrated in the following table: 
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Table (1) Distribution of the Sample Size 
 

Faculty Members Number Percentage 

1. Faculty of Veterinary Medicine  137 19.8% 

2. Faculty of Tourism & Hotels  89 12.9% 

3. Genetic Engineering Research Institute  117 16.9% 

4. Faculty of Physical Education  174 25.1% 

5. Faculty of Education  33 4.8% 

6. Faculty of Commerce  55 7.9% 

7. Faculty of Law  43 6.2% 

8. Institute for Environmental Studies and Research 44 6.4% 

Total   692 100% 

Source: Staff Members Affairs Department, Sadat University, Egypt, 2014 
 

 

 

Due to the small number of members of the research community at the University of Sadat City, it 

was decided to study this community using comprehensive inventory (Complete Numeration or Census) in 

order to get the highest percentage of survey lists. Table (2) provides more detailed information about the 

sample and the measures. 
 

Table (2) Characteristics of the Sample Units 
Variables Number Percentage 

1- Sex 

Male 220 52.4% 

Female 200 47.6% 

Total 420 100% 

2- The Academic Degree  

Professor degree 70 16.7% 

Associate professor 102 24.3% 

Assistant professor  133 31.7% 

Lecturer 45 10.7% 

Demonstrator 70 16.7% 

Total 420 100% 

3- Marital Status  

Married  313 74.5% 

Single 107 25.5% 

Total 420 100% 

4- Age  

Less than 30 years 61 14.5% 

From 30 to 45  192 45.7% 

More than 45 167 39.8% 

Total 420 100% 

5- Period of Experience 

Less than 5 years 203 48.3% 

From 5 to 10  138 32.9% 

More than 10 79 18.8% 

Total 420 100% 

 

3.4. Procedure 

The goal of this study was to identify the relationship between LS, JA and OS at Sadat University in 

Egypt. A survey research method was used to collect data. The questionnaire included four questions, 

relating to LS, JA, OS and biographical information of employees at the Egyptian industrial companies. 

Data collection took two months. Survey responses were 61%, 420 completed surveys out of the 692 

distributed. 

3.5. Research Variables and Methods of Measuring 

3.5.1. Leadership Styles Scale 

The present study has investigated LS as an independent variable. The researcher has drawn on the scale of 

Bass & Avolio (1990) for measuring LS. Twenty-five statements have been modified upon reading a host of 

studies including (Popper & Lipshitz, 2000; Jung & Avolio, 2000; Sarros & Santora, 2001; Avolio & Bass, 

2002; Stone, et al., 2004; Vera & Crossan, 2004). There were 5 statements measuring contingent rewards, 5 

statements handle management by exception, 5 statements illustrate individualized consideration, 5 
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statements handle charismatic-inspiration, 5 statements illustrate intellectual stimulation. The survey form 

has been used as a key tool to collect data to measure organizational success at Sadat University in Egypt. 
 

3.5.2. Job Satisfaction Scale 

The researcher will depend on the scale developed by (Judge et al., 2001; and Best & Thurston, 

2004), in measuring JS, which  has been divided into two main components (internal satisfaction and 

external satisfaction). There were five items measuring internal satisfaction and five items measuring 

external satisfaction. The survey form has been used as a key tool to collect data to measure organizational 

success at Sadat University in Egypt. 

3.5.3. Organizational Commitment Scale 
The researcher will depend on the scale developed by (Allan & Meyer, 1990; Meyer, et. al., 1993), in 

measuring OC, which  has been divided into three main components (affective commitment, continuance 

commitment, and normative commitment). There were six items measuring affective commitment, six items 

measuring continuance commitment, and six items measuring normative commitment. The survey form has 

been used as a key tool to collect data to measure organizational success at Sadat University in Egypt. 

3.5.4. Organizational Success Scale 

The researcher will depend on the scale developed by (Simon et al., 2011), in measuring 

organizational success, which  has been divided into two main components (organizational survival and 

organizational growth). The 10-item scale organizational success section is based on Simon, et al., 2011. 

There were five items measuring organizational survival and five items measuring organizational growth. 

The survey form has been used as a key tool to collect data to measure organizational success at Sadat 

University in Egypt. 

Responses to all items scales were anchored on a five (5) point Likert scale for each statement 

ranging from (5) “full agreement,” (4) for “agree,” (3) for “neutral,” (2) for “disagree,” and (1) for “full 

disagreement.” 

3.6. Data Analysis and Testing Hypotheses  

The researcher has employed the following methods: (1) Cronbach's alpha or ACC, (2) (MRA), and 

(3) F- test and T-test. All these tests are found in SPSS. 

4. Hypotheses Testing 

4.1. Evaluating Reliability 

Before testing the hypotheses and research questions, the reliability of KM and OS were assessed to 

reduce errors of measuring and maximize constancy of these scales. To assess the reliability of the data, 

Cronbach‟s alpha test was conducted. 

Table (3) shows the reliability results for KM and OS. All items had alphas above 0.70 and were, 

therefore, excellent, according to Langdridge‟s (2004) criteria. 
 

Table (3) Reliability of LS, JS, OC and OS 

Variables The Dimension 
Number of 

Statement 
ACC 

LS 

Transactional Leadership Styles 

(TALS) 
10 0.8925 

Transformational Leadership Styles 

(TFLS) 
15 0.8845 

Total Measurement 25 0.9430 

JS 
Internal Satisfaction 5 0.8835 

External Satisfaction 5 0.9620 

Total Measurement 10 0.9591 

OC 

Affective Commitment 6 0.9716 

Continuance Commitment 6 0.8783 

Normative Commitment 6 0.9443 

Total Measurement 18 0.9753 

OS 
Organizational Survival 5 0.9192 

Organizational Growth 5 0.8856 

Total Measurement 10 0.9515 
 

 

Regarding Table (3), the 25 items of LS are reliable because the ACC is 0.9430. Transactional 

Leadership Styles (TALS), which consists of 10 items, is reliable because the ACC is 0.8925. 
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Transformational Leadership Styles (TFLS), which consists of 15 items, is reliable because the ACC is 

0.8845. 

According to Table (3), the 10 items of JS are reliable because the ACC is 0.9591. The internal 

satisfaction, which consists of 5 items, is reliable because the ACC is 0.8835. The 5 items related to external 

satisfaction are reliable because ACC is 0.9620. Thus, the reliability of JS can be acceptable. 

Regarding Table (3), the 18 items of OC are reliable because the ACC is 0.9753. Affective 

commitment, which consists of 6 items, is reliable because the ACC is 0.9716. Continuance commitment, 

which consists of 6 items, is reliable because the ACC is 0.8783. Furthermore, normative commitment, 

which consists of 6 items, is reliable because the ACC is 0.9443. Thus, the internal consistency of OC can 

be acceptable. 

According to Table (3), the 10 items of OS are reliable because the ACC is 0.9515. The 

organizational survival, which consists of 5 items, is reliable because the ACC is 0.9192. The 5 items related 

to organizational growth are reliable because ACC is 0.8856. Thus, the reliability of OS can be acceptable. 

Accordingly, four scales were defined, LS (25 variables), where ACC represented about 0.9430, JS 

(10) where ACC represented about 0.9591, OC (18) where ACC represented about 0.9753 and OS (10 

variables), where ACC represented 0.9515.   

4.2. Correlation Analysis  
 

The researcher calculated means and standard deviations for each variable and created a correlation 

matrix of all variables used in hypothesis testing. Arithmetic mean and standard deviation values related to 

dependent and independent variables of this study and correlation coefficients between these variables are 

given in Table (4). 

Table (4) Descriptive Statistics and Correlation Matrix of Constructs 

5 4 3 2 1 
Std. 

Deviation 
Mean Variables 

    1 0.677 3.82 
1. Transactional Leadership 

Styles (TALS) 

   1 0.963


 0.594 3.84 
2. Transformational 

Leadership Styles (TFLS) 

  1 0.562


 0.549


 0.808 3.58 
3. Job  

       Satisfaction 

 1 0.931


 0.591


 0.584


 0.833 3.61 
4. Organizational 

Commitment 

1 0.720


 0.644


 0.393


 0.388


 0.886 3.57 
5. Organizational 

       Success 

Note: ** Correlation is significant at 0.01 level. 

 

According to Table (4), the first issue examined was the different facets of LS. Among the various 

facets of LS, those who responded identified the presence of  Transformational Leadership Styles (TFLS) 

(M=3.84, SD=0.594). This was followed by Transactional Leadership Styles (TALS) (M=3.82, SD=0.677).  

The second issue examined was the different facets of JS (internal satisfaction and external 

satisfaction). Most of the respondents identified the overall JS (M=3.58, SD=0.808).  

The third issue examined was the different facets of OC (affective commitment, continuance 

commitment and normative commitment. Most of the respondents identified the overall JS (M=3.61, 

SD=0.833).  

The fourth issue examined was the different facets of OS (organizational survival, and organizational 

growth). Most of the respondents identified the overall OS (M=3.57, SD=0.886).  

According to Table (4), LS dimensions have positive and significant relation with JS. The correlation 

between LS (TALS) and JS is 0.549. For LS (TFLS) and JS, the value is 0.562.    

According to Table (4), LS dimensions have positive and significant relation with OC. The 

correlation between LS (TALS) and OC is 0.584. For LS (TFLS) and OC, the value is 0.591.    

According to Table (4), JS dimensions have positive and significant relation with OS dimensions. 

The correlation between JS and OS is 0.644. For OC and OS  show correlation value of 0.720.    

Regarding Table (4), LS dimensions have positive and significant relation with OS dimensions. The 

correlation between LS (TALS) and OS is 0.388. For LS (TFLS) and OS, the value is 0.393.   
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Finally, Table (4) proves that there is a significant correlation between LS, JS, OC and OS. So our 

hypothesis is supported and it can be said that there is a significant correlation between LS, JS, OC and OS. 

4.3. The Relationship between LS (TALS) and JS 

 

  The relationship between LS (TALS) and JS at Sadat University in Egypt is determined. The first 

hypothesis to be tested is:  
 

There is no relationship between LS (TALS) and JS at Sadat University in Egypt.  
 

Table (5) MRA Results for LS (TALS) and JS 
The Variables of LS  

(TALS) 
Beta R R

2
 

1. My supervisor tells me what needs to be done until I get a reward 

for the best. 
0.694


 0.335 0.112 

2. The effort I exert in my work is commensurate with the returns that 

I get. 
0.343


 0.387 0.149 

3. I negotiate with my supervisors on what I can get for my work. 0.603


 0.448 0.200 

4. My direct supervisor has instructions to be flexible in granting 

rewards. 
1.349


 0.533 0.284 

5. The reward system is commensurate with the needs and wishes of 

the employees. 
0.218 0.310 0.096 

6. My supervisor requests only what is necessary to complete the 

work. 
0.972


 0.524 0.274 

7. I am encouraged by my supervisor to have initiative towards the 

development of the bank. 
0.359


 0.405 0.164 

8. My supervisor requests only what I should know to accomplish my 

work. 
0.419 0.391 0.152 

9. There is no need to inform my supervisor with all details of my 

work. 
0.273


 0.269 0.072 

10. My supervisor requests that I inform him about only things 

unplanned. 
0.888


 0.365 0.133 

 Multiple Correlation Coefficients 

 Coefficient of Determination 

 The Value of Calculated F 

 Degree of Freedom 

 The Value of Indexed F 

 Level of Significant 

0.671 

0.450 

33.491 

10.409 

3.57 

0.05 

** P < 0.01              * P < 0.05 
 

 

Table (5) proves that there is a relationship between LS (TALS) and JS at significance level of 0,000. 

As a result of the value of R
2
, the 10 independent variables of LS (TALS) can explain 45% of the total 

differentiation in JS level.  

For the results of a structural analysis of the MRA, the direct effect of LS (TALS) and JS is obtained. 

Because MCC is 0.671, it is concluded that there is enough empirical evidence to reject the null hypothesis. 
 

4.4. The Relationship between LS (TFLS) and JS 
 

 

  The relationship between LS (TFLS) and JS at Sadat University in Egypt is determined. The second 

hypothesis to be tested is:  
 

There is no relationship between LS (TFLS) and JS at Sadat University in Egypt.  
 

As Table (6) proves, the MRA resulted in the R of 0.686. This means that JS has been significantly 

explained by the 15 independent variables of LS (TFLS). 

 

Furthermore, the R
2
 of 0.47 indicates that the percentage of the variable interprets the whole model, 

that is, 47%. It is evident that the 15 independent variables justified 47% of the total factors of JS. Hence, 

53% are explained by the other factors. Therefore, there is enough empirical evidence to reject the null 

hypothesis.   
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Table (6) MRA Results for LS (TFLS) and JS 
The Variables of LS  

(TFLS) 
Beta R R

2
 

1. My supervisor is interested in employees believed to neglect their 

work. 
0.015 0.130 0.016 

2. My supervisor in the bank knows what I want and helps me to get 

it. 
0.074 0.305 0.093 

3. My supervisor is interested in assessment of employees when they 

do good work. 
0.020 0.316 0.099 

4. My supervisor is aware of the existence of differences in individual 

needs and wishes of the employees. 
0.044 0.313 0.097 

5. My supervisor works mainly on the development of employees by 

delegating powers. 
0.124

 0.233 0.054 

6. My supervisor encourages everyone around him to carry out the 

tasks entrusted to them. 
0.685

 0.335 0.112 

7. My supervisor is highly skillful in acquisition and loyalty of bank 

staff. 
0.405 0.387 0.149 

8. My supervisor has major potential to increase staff motivation and 

loyalty to the organization. 
0.612

 0.448 0.200 

9. My supervisor gives me a major opportunity to express my views 

for the development of the bank. 
1.094

 0.533 0.284 

10. My supervisor plays a role which is a model of respect for all 

employees. 
0.198 0.310 0.096 

11. My supervisor gives directives that force me to rethink some of my 

own work. 
0.929

 0.524 0.274 

12. My supervisor gives me a major opportunity to think about old 

problems in new ways. 
0.345

 0.405 0.164 

13. My supervisor provides me with new ways to develop my 

perspective on things. 
0.476 0.391 0.152 

14. My supervisor encourages employees to provide totally new ideas. 0.269
 0.269 0.072 

15. My supervisor allows all employees to submit new ideas to solve 

business problems. 
0.869

 0.365 0.133 

 Multiple Correlation Coefficients 

 Coefficient of Determination 

 The Value of Calculated F 

 Degree of Freedom 

 The Value of Indexed F 

 Level of Significant 

0.686 

0.470 

23.907 

15, 404 

3.57 

0.05 

** P < 0.01              * P < 0.05 

 

4.5. The Relationship between LS (TALS) and OC 

 

  The relationship between LS (TALS) and OC at Sadat University in Egypt is determined. The first 

hypothesis to be tested is:  

There is no relationship between LS (TALS) and OC at Sadat University in Egypt.  

 

Table (7) proves that there is a relationship between LS (TALS) and OC at significance level of 

0,000. As a result of the value of R
2
, the 10 independent variables of LS (TALS) can explain 47.4% of the 

total differentiation in OC level.  

For the results of a structural analysis of the MRA, the direct effect of LS (TALS) and OC is 

obtained. Because MCC is 0.688, it is concluded that there is enough empirical evidence to reject the null 

hypothesis. 
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Table (7) MRA Results for LS (TALS) and OC 
The Variables of LS  

(TALS) 
Beta R R

2
 

1. My supervisor tells me what needs to be done until I get a reward 

for the best. 
0.659


 0.344 0.118 

2. The effort I exert in my work is commensurate with the returns that 

I get. 
0.035 0.429 0.184 

3. I negotiate with my supervisors on what I can get for my work. 0.501
 0.431 0.185 

4. My direct supervisor has instructions to be flexible in granting 

rewards. 
1.376

 0.588 0.345 

5. The reward system is commensurate with the needs and wishes of 

the employees. 
0.107 0.340 0.115 

6. My supervisor requests only what is necessary to complete the 

work. 
0.951

 0.580 0.336 

7. I am encouraged by my supervisor to have initiative towards the 

development of the bank. 
0.324

 0.405 0.164 

8. My supervisor requests only what I should know to accomplish my 

work. 
0.131 0.429 0.184 

9. There is no need to inform my supervisor with all details of my 

work. 
0.117 0.311 0.096 

10. My supervisor requests that I inform him about only things 

unplanned. 
0.852

 0.372 0.138 

 Multiple Correlation Coefficients 

 Coefficient of Determination 

 The Value of Calculated F 

 Degree of Freedom 

 The Value of Indexed F 

 Level of Significant 

0.688 

0.474 

36.849 

10.409 

3.57 

0.05 

** P < 0.01              * P < 0.05 

 

4.6. The Relationship between LS (TFLS) and OC 
 

 

  The relationship between LS (TFLS) and OC at Sadat University in Egypt is determined. The second 

hypothesis to be tested is:  
 

There is no relationship between LS (TFLS) and OC at Sadat University in Egypt.  
 

As Table (8) proves, the MRA resulted in the R of 0.699. This means that OC has been significantly 

explained by the 15 independent variables of LS (TFLS).   

 

Furthermore, the R
2
 of 0.488 indicates that the percentage of the variable interprets the whole model, 

that is, 48.8%.  

It is evident that the 15 independent variables justified 48.8% of the total factors of OC.  

Hence, 51.2% are explained by the other factors. Therefore, there is enough empirical evidence to 

reject the null hypothesis.   
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Table (8) MRA Results for LS (TFLS) and OC 
The Variables of LS  

(TFLS) 
Beta R R

2
 

1. My supervisor is interested in employees believed to neglect their 

work. 
0.032 0.158 0.024 

2. My supervisor in the bank knows what I want and helps me to get 

it. 
0.059 0.322 0.103 

3. My supervisor is interested in assessment of employees when they 

do good work. 
0.029 0.331 0.109 

4. My supervisor is aware of the existence of differences in 

individual needs and wishes of the employees. 
0.015 0.298 0.088 

5. My supervisor works mainly on the development of employees by 

delegating powers. 
0.125

 0.277 0.051 

6. My supervisor encourages everyone around him to carry out the 

tasks entrusted to them. 
0.644

 0.344 0.118 

7. My supervisor is highly skillful in acquisition and loyalty of bank 

staff. 
0.087 0.429 0.184 

8. My supervisor has major potential to increase staff motivation and 

loyalty to the organization. 
0.515

 0.431 0.185 

9. My supervisor gives me a major opportunity to express my views 

for the development of the bank. 
1.209

 0.588 0.35 

10. My supervisor plays a role which is a model of respect for all 

employees. 
0.098 0.340 0.115 

11. My supervisor gives directives that force me to rethink some of my 

own work. 
0.792

 0.580 0.336 

12. My supervisor gives me a major opportunity to think about old 

problems in new ways. 
0.320

 0.405 0.164 

13. My supervisor provides me with new ways to develop my 

perspective on things. 
0.176 0.429 0.184 

14. My supervisor encourages employees to provide totally new ideas. 0.100 0.311 0.096 

15. My supervisor allows all employees to submit new ideas to solve 

business problems. 
0.823 0.372 0.138 

 Multiple Correlation Coefficients 

 Coefficient of Determination 

 The Value of Calculated F 

 Degree of Freedom 

 The Value of Indexed F 

 Level of Significant 

0.699 

0.488 

25.711 

15, 404 

3.57 

0.05 

** P < 0.01              * P < 0.05 

 

4.7. The Relationship between JS and OS  

  The relationship between JS and OS at Sadat University in Egypt is determined. The first hypothesis 

to be tested is:  

 

There is no relationship between JS and OS at Sadat University in Egypt.  
 
 

Table (9) MRA Results for JS and OS  
The Variables of  

(JS)  
Beta R R

2
 

1. Internal Satisfaction 0.369


 0.633 0.400 

2. External Satisfaction 0.289


 0.626 0.391 

 Multiple Correlation Coefficients 

 Coefficient of Determination 

 The Value of Calculated F 

 Degree of Freedom 

 The Value of Indexed F 

 Level of Significant 

0.644 

0.415 

147.977 

2, 417 

3.57 

0.05 

** P < 0.01               
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Table (9) proves that there is a relationship between JS and OS at significance level of 0,000. As a 

result of the value of R
2
, the 5 independent variables of internal satisfaction can explain 41.5% of the total 

differentiation in OS level.  

For the results of a structural analysis of the MRA, the direct effect of JS and OS is obtained. 

Because MCC is 0.644, it is concluded that there is enough empirical evidence to reject the null hypothesis. 
 

4.8. The Relationship between OC and OS   
 
 

  The relationship between OC and OS at Sadat University in Egypt is determined. The second 

hypothesis to be tested is:  

There is no relationship between OC and OS at Sadat University in Egypt.  
 

Table (10) The Relationship between OC and OS 
The Variables of  

OC  
Beta R R

2
 

1. Affective Commitment 0.203

 0.698 0.487 

2. Continuance Commitment 0.030 0.650 0.422 

3. Normative Commitment 0.508


 0.722 0.521 

 Multiple Correlation Coefficients 

 Coefficient of Determination 

 The Value of Calculated F 

 Degree of Freedom 

 The Value of Indexed F 

 Level of Significant 

0.727 

0.528 

155.120 

3, 416 

3.57 

0.05 

** P < 0.01              * P < 0.05 

 

As Table (10) proves, the MRA resulted in the R of 0.727. This means that OS has been significantly 

explained by the 18 independent variables of JA (OC).  

Furthermore, the R
2
 of 0.528 indicates that the percentage of the variable interprets the whole model, 

that is, 52.8%. It is evident that the 18 independent variables justified 52.8% of the total factors of OS. 

Hence, 47.2% are explained by the other factors. Therefore, there is enough empirical evidence to reject the 

null hypothesis.   
 

4.9. The Relationship between LS (TALS) and OS  

 

  The relationship between LS (TALS) and OS at Sadat University in Egypt is determined. The first 

hypothesis to be tested is:  
 

There is no relationship between LS (TALS) and OS at Sadat University in Egypt.  
 

Table (11) proves that there is a relationship between LS (TALS) and OS at significance level of 

0,000. As a result of the value of R
2
, the 10 independent variables of LS (TALS) can explain 24.1% of the 

total differentiation in OS level.  

 

For the results of a structural analysis of the MRA, the direct effect of LS (TALS) and OS is 

obtained. Because MCC is 0.491, it is concluded that there is enough empirical evidence to reject the null 

hypothesis. 

 

 

 
 

 

 

 

 

 

 

 

 

http://www.casestudiesjournal.com/


Impact Factor 3.582   Case Studies Journal ISSN (2305-509X) – Volume 5, Issue 9–Sep-2016  

http://www.casestudiesjournal.com  Page 121 

Table (11) MRA Results for LS (TALS) and OS 
The Variables of LS 

(TALS) 
Beta R R

2
 

1. My supervisor tells me what needs to be done until I get a reward 

for the best. 
0.473


 0.244 0.059 

2. The effort I exert in my work is commensurate with the returns that 

I get. 
0.060 0.266 0.070 

3. I negotiate with my supervisors on what I can get for my work. 0.377


 0.251 0.063 

4. My direct supervisor has instructions to be flexible in granting 

rewards. 
0.850


 0.439 0.192 

5. The reward system is commensurate with the needs and wishes of 

the employees. 
0.117 0.213 0.045 

6. My supervisor requests only what is necessary to complete the 

work. 
0.479 0.433 0.187 

7. I am encouraged by my supervisor to have initiative towards the 

development of the bank. 
0.317


 0.232 0.055 

8. My supervisor requests only what I should know to accomplish my 

work. 
0.077 0.265 0.070 

9. There is no need to inform my supervisor with all details of my 

work. 
0.134 0.205 0.042 

10. My supervisor requests that I inform him about only things 

unplanned. 
0.617


 0.265 0.070 

 Multiple Correlation Coefficients 

 Coefficient of Determination 

 The Value of Calculated F 

 Degree of Freedom 

 The Value of Indexed F 

 Level of Significant 

0.491 

0.241 

13.012 

10.409 

3.57 

0.05 

** P < 0.01              * P < 0.05 

 

4.10. The Relationship between LS (TFLS) and OS  
 

 

 

  The relationship between LS (TFLS) and OS at Sadat University in Egypt is determined. The second 

hypothesis to be tested is:  

There is no relationship between LS (TFLS) and OS at Sadat University in Egypt.  

 

As Table (12) proves, the MRA resulted in the R of 0.505. This means that OS has been significantly 

explained by the 15 independent variables of LS (TFLS).  

Furthermore, the R
2
 of 0.256 indicates that the percentage of the variable interprets the whole model, 

that is, 25.6%. It is evident that the 15 independent variables justified 25.6% of the total factors of OS. 

Hence, 47.4% are explained by the other factors. Therefore, there is enough empirical evidence to reject the 

null hypothesis.   
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Table (12) The Relationship between LS (TFLS) and OS 
The Variables of LS 

(TFLS) 
Beta R R

2
 

1. My supervisor is interested in employees believed to neglect their 

work. 
0.064 0.161 0.025 

2. My supervisor in the bank knows what I want and helps me to get 

it. 
0.093 0.173 0.029 

3. My supervisor is interested in assessment of employees when they 

do good work. 
0.001 0.207 0.042 

4. My supervisor is aware of the existence of differences in individual 

needs and wishes of the employees. 
0.007 0.225 0.050 

5. My supervisor works mainly on the development of employees by 

delegating powers. 
0.099


 0.156 0.024 

6. My supervisor encourages everyone around him to carry out the 

tasks entrusted to them. 
0.360 0.244 0.059 

7. My supervisor is highly skillful in acquisition and loyalty of bank 

staff. 
0.11

4
 0.266 0.070 

8. My supervisor has major potential to increase staff motivation and 

loyalty to the organization. 
0.407


 0.251 0.063 

9. My supervisor gives me a major opportunity to express my views 

for the development of the bank. 
0.674 0.439 0.192 

10. My supervisor plays a role which is a model of respect for all 

employees. 
0.116 0.213 0.045 

11. My supervisor gives directives that force me to rethink some of my 

own work. 
0.313 0.433 0.187 

12. My supervisor gives me a major opportunity to think about old 

problems in new ways. 
0.322


 0.232 0.053 

13. My supervisor provides me with new ways to develop my 

perspective on things. 
0.145 0.265 0.070 

14. My supervisor encourages employees to provide totally new ideas. 0.154 0.205 0.042 

15. My supervisor allows all employees to submit new ideas to solve 

business problems. 
0.486


 0.265 0.070 

 Multiple Correlation Coefficients 

 Coefficient of Determination 

 The Value of Calculated F 

 Degree of Freedom 

 The Value of Indexed F 

 Level of Significant 

0.505 

0.256 

9.233 

15,404 

3.57 

0.05 

** P < 0.01              * P < 0.05 
 

 

5. Research Findings 
 

This study on the mediating significant role of JA (JS and OC) in the relationship between LS and 

OS at Sadat University in Egypt has revealed a host of results. The most important findings are summed up 

as follows: 

1. There is a statistically significant relationship between the dimensions of LS (TALS and TFLS) and JS at 

Sadat University in Egypt.  

2. There is a positive relationship between the dimensions of LS (TALS and TFLS) and OC at Sadat 

University in Egypt. 

3. There is a statistically significant relationship between the dimensions of JS (internal satisfaction and 

eternal satisfaction) and OS at Sadat University in Egypt.  

4. There is a positive relationship between the dimensions of OC (affective commitment, continuance 

commitment, and normative commitment) and OS at Sadat City University in Egypt.  

5. There is a significant relationship between the dimensions of LS (TALS and TFLS) and OS at Sadat 

University in Egypt. 

6. There is a significant role of JA (JS and OC) in the relationship between LS and OS at Sadat University 

in Egypt.   

 

6. Recommendations 
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Empirical results validate the notion that effective TALS and TFLS may lead towards OS. Therefore, 

the manager needs to take the following factors into account: 

1. Organizations should place an emphasis on creating meaningful mission and vision statements that are 

specific, measurable, attainable, results-driven, and time sensitive. Based upon the mission and vision 

statements, organizational leaders can create team objectives for each functional area within an 

organization. 

2. TFLS should be facilitated with TALS where applicable. Rewards such as praise and recognition need to 

be provided in a personalized way for OS. 

3. Supervisors need to apply the best LS with the environment employees are working in. 

4. It is necessary to pay more attention to OS at Sadat University in Egypt. Its officials should realize and 

spend lavishly on the important OS. This will achieve success currently and in the future, besides 

attaining the competitive advantage. 

5. Reviewing the methods for selecting administrative leaders of Sadat University, and the need for 

attention by choosing individuals with excellent interpersonal skills, out of the importance of leadership 

in achieving the OS. 

6. Taking care of management of Sadat University, the importance of a TALS in general, and contingent 

reward, in particular, as it is one of the important elements that can be used to increase OS. 

7. The concerned department of Sadat University should heed the importance of  management by exception 

as one of the elements leading to the achievement of OS. This can be achieved through expansion in the 

granting of authority to employees and encouragement of initiative and innovation in the ways and 

methods of work, including raising the quality and efficiency of performance. 

8. Paying attention to Sadat University and TFLS in order to achieve the best response to the needs and 

wishes of employees to increase their contribution to the achievement of OS, on the one hand, and raise 

the performance level of Sadat University and strengthen their competitiveness, on the other hand. 

9. Sadat University should pay more attention to OS. This may be accomplished through various means, 

which include (1) searching for experienced persons in modern management, (2) recognizing the desires 

and needs of employees, and (3) granting employees more authority for urging them to provide new 

development in their specialization. 

7. Recommendation for Future Research 
The present study has attempted to disclose the leadership styles and organizational learning at Sadat 

University in Egypt, but the scope of the study indicates the existence of other fields for prospective studies 

of no less importance in this field, including: (1) the impact of LS on quality work life, (2) the role played by 

TALS and TFLS in the relationship between OL, job performance and job satisfaction, (3) OL and its 

impact on some variables like job empowerment, organizational culture, and (4) Such studies may be 

adopted on various communities like universities, directorates of education and public and private hospitals. 
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