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ABSTRACT 

 

 

In today’s business environment, leaders of organizations cannot deal with the 

dynamic environment in silo, where opportunities and challenges are constantly 

changing. It is thus advisable for leaders to harness employees’ input, ideas, and 

recommendations in fostering employee satisfaction, thereby promoting further 

development of an organization. The motivation behind this study is to seek a deeper 

understanding in determining the role of transformational leadership and employee 

voice as antecedents of job satisfaction. This study aimed at investigating the role of 

transformational leadership practices, comprising idealized influence, intellectual 

stimulation, individualized consideration and inspirational motivation in encouraging 

employee voice and improving job satisfaction. Another objective of this study was to 

investigate the role of employee voice as a mediator in the relationship between 

transformational leadership practices and job satisfaction. This study employed a 

proportionate stratified random sampling technique along with a cross-sectional design 

with data collected from 346 non-managerial employees at the Royal Jordanian 

Airlines in Jordan. Multivariate data normality tests, descriptive statistics, and 

structural equation modelling were used for data analyses. Additionally, discriminant 

validity, convergent validity, and composite reliability were estimated to ensure the 

validity and reliability of the study’s construct. Findings of the study revealed a 

significant direct relationship between all transformational leadership practices and job 

satisfaction, except for idealized influence. Also, the study found a significant direct 

relationship between transformation leadership practices and employee voice except 

for inspirational motivation. The results indicated a significant mediating effect of 

employee voice in the relationship between idealized influences, intellectual 

stimulation, individualized consideration and job satisfaction. However, employee 

voice failed to function as a mediator in the relationship between inspirational 

motivation and job satisfaction. The current study has contributed to literature by 

introducing new empirical evidence in organizational studies of the antecedents of job 

satisfaction. Findings of the study suggest that it is advisable for organizations to invest 

in transformational leadership training and create a platform that encourages 

employees to express their opinions and ideas regarding job-related matters as this 

could improve employee job satisfaction levels.  
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ABSTRAK 

 

 

Dalam persekitaran perniagaan hari ini, pemimpin organisasi tidak boleh 

menghadapi dengan persekitaran dinamik dalam silo, yang mana peluang dan cabaran 

sentiasa berubah. Oleh itu, dinasihatkan agar pemimpin memanfaatkan input pekerja, 

dan cadangan dalam memupuk kepuasan pekerja, sehingga mempromosikan 

perkembangan lanjut sesebuah organisasi. Motivasi di sebalik kajian ini adalah untuk 

mencari pemahaman yang lebih mendalam dalam menentukan peranan kepimpinan 

transformasi dan suara pekerja sebagai pendahulu kepuasan kerja. Kajian ini bertujuan 

untuk menyiasat peranan amalan kepimpinan transformasi, yang terdiri daripada 

pengaruh ideal, rangsangan intelektual, pertimbangan individu dan motivasi inspirasi 

dalam menggalakkan suara pekerja dan meningkatkan kepuasan kerja. Objektif lain 

kajian ini adalah untuk menyiasat peranan suara pekerja sebagai pengantara dalam 

hubungan antara amalan kepimpinan transformasi dan kepuasan kerja. Kajian ini 

menggunakan teknik persampelan rawak berstrata berkadar bersamaan dengan reka 

bentuk rentas dengan data yang dikumpulkan daripada 346 pekerja bukan pengurusan 

dalam Penerbangan Royal Jordanian di Jordan. Ujian kebiasaan data multivarian, 

statistik deskriptif, dan pemodelan persamaan struktur digunakan untuk analisis data. 

Di samping itu, kesahan diskriminasi, kesahan konvergen, dan kebolehpercayaan 

komposit telah dianggarkan untuk memastikan kesahan dan kebolehpercayaan 

pembinaan kajian. Penemuan kajian mendedahkan hubungan langsung yang signifikan 

antara semua amalan kepimpinan transformasi dan kepuasan kerja, kecuali pengaruh 

yang ideal. Selain itu, kajian ini juga mendapati hubungan langsung yang signifikan 

antara amalan kepimpinan transformasi dan suara pekerja kecuali motivasi inspirasi. 

Hasilnya menunjukkan kesan pengantaraan suara pekerja yang signifikan dalam 

hubungan antara pengaruh ideal, rangsangan intelektual, pertimbangan individu dan 

kepuasan kerja. Walau bagaimanapun, suara pekerja gagal berfungsi sebagai 

pengantara dalam hubungan antara motivasi inspirasi dan kepuasan kerja. Kajian 

semasa telah menyumbang kepada kesusasteraan dengan memperkenalkan bukti 

empirikal baru dalam kajian organisasi tentang pendahuluan kepuasan kerja. 

Penemuan kajian mencadangkan agar organisasi melabur dalam latihan kepimpinan 

transformasi dan mewujudkan platform yang menggalakkan pekerja untuk 

menyatakan pendapat dan idea mereka mengenai perkara yang berkaitan dengan 

pekerjaan kerana ini dapat meningkatkan tahap kepuasan kerja pekerja tersebut. 
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CHAPTER 1 

 

 

 

           INTRODUCTION 

 

 

 

1.1 Overview 

 

Nowadays, employees are in quest of an organization where they feel 

acknowledged and satisfied for their contribution to a supportive working environment 

(Molla, 2014). Besides, contemporary organizations are not merely to provide 

satisfaction to their clients, but also to create a workplace that is appealing and 

satisfying for their employees.  Job satisfaction is one of the most challenging aspects 

that managers are facing due to its influence on both employees and organizations 

(Emmanuel & Hassan, 2015). However, it is considered a significant element in all 

types of organizations for the reason that it is expected to achieve a better customer 

service, workforce retention rates and better service quality (Hussein et al., 2013). In 

fact, it is essential for the success and survival of organizations (Sinha & Shukla, 

2012). 

 

A job is an essential part of any individuals’ life, and it does occupy a lot of 

professional and personal time in comparison to any other activities. Satisfaction is 

feeling the pleasure once needs are fulfilled (Ali, 2016). Job satisfaction is “a positive 

emotional state resulting from employees’ appraisal of their jobs” (Taylor, 2007, p 

939). In other words, employees’ job satisfaction depends on their evaluation of the 

workplace positive and contented environment (Spector, 1997). Therefore, the first 

step regarding reaching job satisfaction is to identify and implement the aspects that 
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satisfy employees and eliminate aspects that do not, cause in desirable employees 

behaviours (Molla, 2014).  

 

Scholars from different fields such as organizational behaviour and human 

resource management dedicate substantial effort to investigating the antecedents of job 

satisfaction. Job satisfaction has been made known to have a number of antecedents, 

and for example, Locke (1976) revealed that pay, promotion, working conditions, 

employment benefits, and individual values are considered as antecedents of job 

satisfaction. Purcell et al. (2003) asserted that discretionary behaviour that helps an 

organization to prosper and more successful is most expected to take place once 

employees are motivated and have a commitment to the organisation where the work 

provides them with a high level of satisfaction. Herzberg (1966) identified that the 

antecedents of job satisfaction are intrinsic and extrinsic motivational factors such as 

social relations with the work group, the quality of supervision, and the degree to 

which employees fail or succeed in their job. Accordingly, this study intends to 

examine the role of transformational leadership and employee voice as antecedents of 

job satisfaction which is one of the elements that plays a significant role in employees’ 

performance and productivity. Furthermore, this study seeks to assess the role of 

employee voice as a mediator in the relationship between transformational leadership 

and job satisfaction at Royal Jordanian Airlines.  

 

 

1.2 Background of the Study  

 

The airline industry in Jordan has a significant footprint in the Jordanian 

economy, supporting a 980 million dollars gross value added contribution to gross 

domestic product (GDP) in Jordan in 2014. Spending by foreign tourists supported a 

further $1.4 billion gross value added contribution to the country’s GDP. Hence, the 

airline sector and foreign tourists arriving by air supported 6.6 % of the country’s GDP 

(Oxford Economics, 2016). Also, airlines, airport operators, airport on-site enterprises 

and aircraft manufacturers, employed 14,000 people in Jordan in 2014. Moreover, by 

buying goods and services from local suppliers, the sector supported another 16,000 

jobs. On top of that, the sector is estimated to have supported a further 8,300 jobs by 
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paying wages to its employees, some or all of which are subsequently spent on 

consumer goods and services. Foreign tourists are arriving by air in Jordan, who spend 

their money in the local economy, are estimated to have supported an additional 54,000 

jobs in 2014 (Oxford Economics, 2016). 

 

In the modern competitive environment, one of the most significant elements 

that create sustainable competitive advantage and value for service organizations is the 

workforce; they are the heart of any service provider organization (Training, 2012). 

However, the success or failure of the airline industry as service provider heavily 

contingent on employees’ attitudes, behaviours and performance. Employees have as 

much impact on organization’s image as operation system, planning and investment 

(Isaed, 2016). According to Chen and Kao (2012), the airline industry has two major 

issues, one of them is safety, and the other one is customer satisfaction and both factors 

strongly affected by employee’s satisfaction and performance.  

 

Every organization desire is to retain the best human resources to accomplish 

its aims, but this can only be possible when it has a satisfied workforce since a satisfied 

workforce work hard and generate extra efforts to attain organizational objectives 

(Sinha & Shukla, 2012). An employee’s job satisfaction rely on intrinsic and extrinsic 

factors, and overall job satisfaction is a combination of both categories of factors 

(Kiarie et al., 2017). Many factors may enhance job satisfaction of employees like 

supervision, advancement, working conditions, organization policy and administration, 

compensation, interpersonal relationships, empowerment and recognition. However, 

the quality of leader-employee relationship has a strong link to job satisfaction, and 

employees feel contented and satisfied with leaders who are more supportive (De 

Cremer et al., 2007). Leaders’ starring role in improving employees’ job satisfaction 

is to ensure the working environment is positive, morale is high, and they have the 

resources they need to accomplish the tasks they have been assigned. 

 

Scholars and academics described leadership as the act of leading others that 

promotes and stimulates a mutual engagement of employees (Antelo et al., 2010; 

Northouse, 2010). Leadership is an essential element in the process of influencing 

employee’s behaviour since nearly every individual is either influenced by a leader or 

else influencing others by being a leader. An effective leader is expected to play many 
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roles in the organization and is characterized as confident, trustworthy, accountable 

and efficient. Moreover, it is one of the elements that affect employees’ satisfaction, 

and employees’ behaviours (Belias & Koustelios, 2014). Organizations can simply 

maintain relevance and accomplish a long-standing success and sustainability through 

embracing a leadership model which addresses the necessities and needs of their 

changing environment (Shadraconis, 2013). Hence, the accomplishment of the 

organizational goals depends on leaders and their style of leadership. 

 

Over the last 30 years, transformational leadership has become one of the most 

prominent theories of organizational behaviour (Wright et al., 2012). It was defined as 

a practice where "leaders and their followers raise one another to higher levels of 

morality and motivation" (Burns 1978, p.20). The essence of this style is the capability 

of leaders to motivate and influence followers to accomplish a holistic change of vision 

and goals. Transformational leadership is more dynamic and more constructive than 

other leadership styles in regards of motivating and encouraging the followers to 

achieve greater performance (Bass & Avolio 1994). Leaders serve as role models and 

motivate their followers to perform beyond their abilities and take into consideration 

their needs and requirements. The attention and consideration leaders provide to their 

followers are often reflected in employees’ attitude toward their job, and result in 

improving job satisfaction (Munir et al., 2012). In different words, when leaders 

practice transformational leadership within organizations, it is proved that they will 

have more satisfied followers than leaders who do not practice transformational 

leadership (Ali et al., 2013).  

 

Transformational leaders encourage and promote effective communication 

with all levels of an organization (Triller, 2011). Effective communication avoids 

obstacles among individuals within organizations that might hinder growth in 

achieving mutual goals. As soon as leaders are open, listen to followers and eager to 

discuss different ways of accomplishing the organization aims and give attention to 

new opportunities, employees are more expected to sense that it is safe to bring up new 

ideas without fear of negative consequences (Erkutlu & Chafra, 2015). Such a scenario 

is considered vital regarding individuals’ feedback and recognition, as well as ensuring 

each employee recognizes that his/her voice is valued within the organization. Also, it 

demonstrates the acknowledgement of employee efforts to assist the organization 
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(Proctor, 2014). Due to these characteristics, employees are more likely to contribute 

and feel satisfied at the organization through voicing their positive opinions and 

recommendations (Men, 2014).  

 

Interest in the investigation of employee voice has increased exponentially in 

recent years, and scholars across diverse disciplines have identified significant factor 

related to employees engaging in employee voice and its outcomes for organizations 

(Mowbray et al., 2015). Maynes and Podsakoff (2014, p.88) defined employee voice 

as “an individual’s voluntary and open communication directed toward individuals 

within the organization that is focused on influencing the context of the work 

environment.”  The expression of voice is mainly caused by an employee desire to 

show frustration and dissatisfaction along with suggestions and opinions concerning 

the developments and improvements of the organization (Liang et al., 2012; Van Dyne 

et al., 2003). Voice helps both organizations and employees, and it is a “win-win 

solution” where the requirements of employees are fulfilled, which helps organizations 

accomplishes their goals (Strauss, 2006). Furthermore, organizations prosper on their 

employee's ideas and suggestions, and employees speak up with the purpose of being 

perceived as active contributors besides advancing their jobs (Llopis, 2012).  

 

Employee voice relates to employees' capability to impact the outcome of 

organizational decisions by taking the chance to improve their ideas and have them 

considered. MacLeod and Clarke (2009, p.75) stated that an empowered and efficient 

employee voice occurred once: “Employees’ views are sought out; they are listened to 

and see that their opinions count and make a difference. They speak out and challenge 

when appropriate. A strong sense of listening and responsiveness permeates the 

organization, enabling effective communication”. It is clear that employee’s decision 

to speak up relies on their evaluations of the consequences of their actions, whether it 

will be positive or negative. For that reason, many employees do not speak out due to 

their concern that the disadvantages of doing so might outweigh the advantages (Detert 

& Edmondson, 2011).  

 

Burris et al. (2013) indicated that employee voice is expected to lead to 

promising outcomes. According to Sinha and Shukla (2012), the higher the existence 

of upward communication from employees to the management level, the higher the 
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job satisfaction levels will be. It means when employees feel that they can speak up 

and deliver their ideas, and recommendations to management, they are more expected 

to feel satisfied than employees who cannot express their thoughts and opinions. Also, 

Genc (2010) argued upward communications provide employees with a sense of being 

taken into consideration by management and since it creates an atmosphere of active 

participation in the organization, which consequently results in job satisfaction. 

Moreover, a report by CIPD (2012) concluded that employees who have the 

opportunity to express their views and opinions report more positive emotions, self-

confidence and feeling satisfied than the ones who cannot.  

 

 

1.3 Problem Statement 

 

The motivation behind this study is that Royal Jordanian Airlines as one of the 

biggest and oldest organizations in Jordan have been going through substantial 

changes and fluctuations in the last few years. According to the airline’s annual report 

within the previous five years, the organization has been struggling due to a loss of 

millions of dollars and changes to leadership (Royal Jordanian Airlines, 2015). Hence, 

this study proposes that job satisfaction can be one of the elements that transform 

change within the internal environment and improves the employee's service quality 

(Piriyathanalai & Muenjohn, 2012) and organizational performance (Mafini, & Pooe, 

2013, Spring, 2011). 

 

Employees’ job satisfaction is one of the most important elements in the 

workplace. (Dobre, 2013). Satisfaction is a basis for them to stay in their existing 

organization or leave it for another (Lu et al., 2016). In the modern competitive 

environment, one of the most significant elements that creates sustainable competitive 

advantage and value for organizations is the workforce; they are the heart of any 

organization (Training, 2012). Moreover, the success or failure of organizations 

heavily contingent on employees’ attitudes such as job satisfaction. Employees have 

as much impact on organization’s image as operation system, planning and investment 

(Isaed, 2016). More specifically, non-managerial employees’ as a human asset has an 

impact on organizations and are expected to drive organizational performance and 
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productivity (Andries, & Czarnitzki, 2014). Accordingly, workforce satisfaction is a 

significant element for the reason that it is expected to achieve a better productivity 

ratios, workforce retention rates and better service quality (Hussein et al., 2013). In 

this study, non-managerial employees at Royal Jordanian airlines represents almost 95 

percent of the organization and their job satisfaction levels have a huge impact on the 

service quality and performance of the organization (Royal Jordanian Airline, 2015) 

 

It is also anticipated that organizations depend significantly on its leadership 

(Northouse, 2010). However, creating and maintaining a better relationship between 

leaders and employees’ remains one of the crucial leadership challenges in today 

business environments (Han et al., 2016). The growing body of knowledge on 

leadership literature recognizes the necessity to establish such association to avoid 

poor performance, unmotivated employees and dissatisfaction (Berkovich, 2016; 

Katou, 2015). In fact, most leaders do not provide adequate consideration to problems 

and issues associated with their employees’ job satisfaction and obligation towards 

their organization (Lo et al., 2009). In the majority of the cases, employees leave their 

leaders not their jobs, when they switch from an organization to another (Kiarie et al., 

2017). Usually, as soon as employees have a position in any organization, they expect 

to get along with their leaders and seek to cultivate a constructive working relationship 

(Elpers & Westhuis, 2008). However, problems grow once an employee starts to 

experience challenging interactions with the leader, which generate a feeling of being 

unworthy to perform the job satisfactorily over time (Harvey et al., 2007). Therefore, 

it is established that when leaders do not have the capabilities and the experience in 

managing change and leading their employees, the level of employee’s satisfaction 

decreases (Elshout et al., 2013).  

 

In the same manner, leaders tend to ignore their employees’ expression of ideas 

and opinions, especially when it comes from lower level employees. They rarely listen 

to employees’ views and suggestions which are different from their own without 

creating fear in those whose opinions differ from theirs (Cangemi & Miller, 2007). 

Moreover, leaders tend not to support environments in which originality and creativity 

flourish. Despite the benefits of employee voice behaviour and the reason to be 

encouraged, it appears it is not the situation in lots of organizations in the private or 

public sectors (Dwomoh, 2012). It has been distinguished that productivity levels in 
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many organizations have extensively decreased since employees do not have the rights 

to voice their opinions on matters related to their organization (Dwomoh, 2012). 

Throughout previous years, employee voice has been ignored, which limits the 

prospects of creating engagement through employee’s behaviours and attitudes 

(Purcell, 2014). Apparently, the main reason of this because managers are usually 

isolated and do not know how to relate to their employees on a personal or professional 

level. Moreover, employee voice can be challenging, where it is hard for managers to 

justify their decisions and share their ideas and plans with employees (MacLeod & 

Clarke, 2009). However, the essence of employee voice lies in influence being shared 

among individuals who are hierarchically unequal (Farndale et al., 2011).  

 

Change is a difficult process for any organization and cannot be done without 

clear strategies, which are often the responsibility of the leaders of that particular 

organization (Randall, 2012). Due to the complexity of change, relying on traditional 

leadership styles and models is argued not to be the best approach to endorsing 

continuous change transformation. Transformational leadership has received 

considerable research attention transmitting employees to use a variety of skills, 

vision, decision-making, problem-solving, and creative thinking to meet the 

organizational goals (Berkovich 2016; Katou 2015).  

 

Jordan as a small developing country that strives to create a modern, livable 

state with substantial potential for growth and prosperity. The country possesses highly 

educated and a skilled young population, which is its most valuable resource in any 

organization. According to Bass and Riggio (2006), transformational leadership has 

been linked positively to the process of follower development, employee motivation, 

and its impact on employees’ behaviours and attitudes in the workplace. Moreover, 

organizations are advised to have faith in transformational leadership practices more 

than any other leadership style owing to the significant role transformational 

leadership offers in follower’s motivation, inspiration and satisfaction (Bass, 2006). 

Regarding job satisfaction, it has been established that leaders who practice 

transformational leadership style through role modelling motivation and followers 

stimulation are expected to have satisfied followers more than other leaders who do 

not practice transformational leadership (Ali et al., 2013). In consideration of the 

above discussion, it is coherent to choose transformational leadership as a key 
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indicator of job satisfaction since the presence of transformational leadership practices 

create an environment that provides the opportunities for follower’s development and 

be a part of improving organizational effectiveness, which in turn, make them feel 

satisfied.  

 

Despite the fact that the relationship between transformational leadership 

practices and job satisfaction was mentioned through researchers, only a few 

investigated it empirically. Voon et al. (2011) stated in their study on public 

organizations in Malaysia that transformational leadership motivational role help 

improves employee’s levels of job satisfaction. Moreover, Ali et al. (2013) revealed 

that transformational leadership qualities of leaders, improved job satisfaction levels 

at public universities. More specifically, in Jordan, Awamleh and Al-Dmour (2010) 

found that transformational leadership boosts employee job satisfaction levels at bank 

sector. Another study from Mohammad et al. (2011) indicated that transformational 

leadership enhances job satisfaction among nurses in Jordanian private hospitals. 

Recently, Abdelhafiz et al. (2016) in a comparison study between public and private 

hospitals in Jordan found a positive relationship between that transformational 

leadership and satisfaction. However, a further investigation and elaboration on the 

relationship between transformational leadership practices (idealized influence, 

intellectual stimulation, individualized consideration, inspirational motivation) and job 

satisfaction are required in the airline industry in Jordan to help ensure a competitive 

advantage for airline organizations. Therefore, this study raises a question on the 

relationship between transformational leadership practices and job satisfaction at one 

of the main airline organizations Royal Jordanian Airlines. 

 

Although several academics and scholars have declared that management and 

leadership behaviours and styles have a significant influence on employee voice, 

merely a small number have attempted to examine this issue empirically (Zafar, 2016). 

Hu et al. (2015) and Liu et al. (2010) studies revealed the transformational leadership 

has a significant positive role in encouraging employee voice. An empirical study of 

Detert and Burris (2007) has proposed that the transformational leadership approach 

has a positive impact and influence on employee’s voice behaviour. Moreover, 

Walumbwa and Schaubroeck (2009) investigated the relationship between ethical 

leadership and employee voice and found that ethical leadership is positively related 
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to employee voice. Even though these studies provided a valuable proof for the role of 

leadership, however, further investigation on the relationship between each of 

transformational leadership practices (idealized influence, intellectual stimulation, 

individualized consideration, and inspirational motivation) and employee voice is 

required in a different context to validate this relationship. Moreover, research on voice 

behaviour in organizations has been mostly addressed in the context of developed 

countries, hence reflecting empirical data regarding such context (Umar & Hassan, 

2013; Brinsfield, 2009; Detert & Burris, 2007). Therefore, this study raises a question 

on the relationship between transformational leadership practices and employee voice 

at one of the main airline organizations in Jordan, Royal Jordanian Airlines.  

 

The relationship between employee voice and job satisfaction has not been 

investigated thoroughly within the literature and has been ignored (Holland et al., 

2011; Wright, 2006). However, Holland et al., (2011) indicated in their study in 

Australia that direct employee voice has a significant positive effect on job satisfaction 

levels.  To ignore such a plausible relationship between these two constructs is 

unexpected for two main reasons. First, employee voice is an essential matter for 

human resource experts. It involves creating the opportunity for employees to express 

their ideas and suggestion regarding work-related matters and improve the quality of 

relations between leaders and followers and motivates employees to be more 

enthusiastic and dedicated towards their job (Wilkinson & Fay 2011). Second, job 

satisfaction is distinguished as an important variable related to organizational 

dynamics, such as performance (Mafini, & Pooe, 2013, Spring, 2011).  

 

Also, there is a lack of evidence that studies have integrated self-determination 

theory in explaining the relationship between employee voice and job satisfaction. 

Self-determination theory (SDT) is concerned with people's inherent growth 

tendencies and innate psychological needs. SDT focuses on the degree to which an 

individual's behaviour is self-motivated and self-determined (Ryan, & Deci, 2017; 

Deci, 1971). According to SDT, humans are inherently directed towards activities that 

satisfy psychological needs (Deci & Ryan, 2000). It also points to that motivation 

influence our goal-oriented behaviour and determines individual satisfaction (Deci & 

Ryan, 2000, 1985). This study perceives employee voice as goal-oriented behaviour 

where expressing voice provides satisfaction of the basic psychological need such as 
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autonomy, which is about having the choice to express ideas and opinions about work-

related issues. Therefore, it is important to address this gap in a better understanding 

of the nature of the relationship between employee voice and job satisfaction which is 

investigated at Royal Jordanian Airlines. 

 

Regardless of the numerous studies conducted on transformational leadership 

and its relationship to different outcomes, yet the influence process of transformational 

leadership remains inadequately understood (Tafvelin, 2013; Avolio et al., 2009). It is 

important to realize the way in which transformational leaders do influence their 

employee’s behaviour and attitudes, and the reason transformational leadership 

generate a positive impact on followers. Therefore, the understanding of the effect 

process, regarding determining how transformational leadership practices influence 

several mediating and outcomes constructs, can reinforce and support the theory of 

transformational leadership (Van Knippenberg & Sitkin, 2013; Yukl, 1999). However, 

there is a lack of research in this area to explain why and how and transformational 

leadership impacts employee‘s behaviours, motivation and attitudes. As a result, this 

has driven the process to be denoted to as the black box of transformational leadership 

(Avolio et al., 2009). Ever since, and particularly during the last decade, there has been 

a vast amount of studies investigating mediators of transformational leadership 

(Tafvelin, 2013). 

 

Previous research considered transformational leadership as an antecedent of 

job satisfaction (Abdelhafiz et.al 2016; Ali et.al, 2013, Voon et.al 2011). However, 

the mechanism on how transformational leadership influence job satisfaction has not 

been explored thoroughly (Yıldız, & Şimşek, 2016). This study argues the relationship 

between transformational leadership and job satisfaction is mediated by employee 

voice. Depending on the behaviour of their leaders, employees decide to make 

recommendations on work-related issues, and their decision on making improvement-

oriented suggestions and recommendations serves as the foundation for their further 

extra-role behaviour (Dedahanov et al., 2016). Leaders as contextual factors of 

organizations play a key role in having followers voice their thoughts and in 

motivating them that way (Li & Sun, 2015). Transformational leaders encourage 

communication channels with their employees, which make it easy for employees to 

express their opinions and suggestions (Hu et al., 2015). Moreover, they pay attention 
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to the opinions and feedback of employees and values different views and opinions 

(Men, 2014). Therefore, when employees perceive that their leaders provide 

encouragement and motivation in daily encounters, employees are more likely to speak 

up.  

 

Additionally, employee voice generates feelings of harmony and self-

concordance when there is an observed alignment between individual values and those 

expressed in the workplace (Bono & Judge 2003). When employees voice their 

opinions and concerns, they are likely to experience positive feelings from genuinely 

speaking out and acting in harmony with their beliefs and values (Avey et al., 2012). 

Moreover, employees who observe that they can speak up and provide ideas, solution, 

and recommendations to their leaders and colleagues, they tend to be satisfied with 

their job more than employees who do not express and deliver their thoughts and 

opinions (Sinha & Shukla, 2012).  Hence, based on the discussion above and support 

of the previous empirical evidence of the relationships between the constructs of the 

study (Section 2.5), it appears rational to assume that employee voice can mediate the 

relationship between transformational leadership and job satisfaction. Therefore, to 

further elaborate how transformational leadership influence job satisfaction, this study 

raises a question on the role of employee voice as a mediator on the relationship 

between transformational leadership practices and job satisfaction at Royal Jordanian 

Airlines.  

 

 

1.4 Research Questions 

  

Based on the research problem the following research questions were 

developed:  

 

1. What is the relationship between transformational leadership practices 

(Idealized influence, Intellectual stimulation, individualized consideration, 

inspirational motivation) and job satisfaction at Royal Jordanian Airlines? 

 

https://link.springer.com/article/10.1007/s10551-012-1298-2#CR19
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2. What is the relationship between (Idealized influence, Intellectual stimulation, 

individualized consideration, inspirational motivation) and employee voice at 

Royal Jordanian Airlines? 

 

3. What is the relationship between employee voice and job satisfaction at Royal 

Jordanian Airlines? 

 

4. Does employee voice mediate the relationship between (Idealized influence, 

Intellectual stimulation, individualized consideration, inspirational motivation) 

and satisfaction at Royal Jordanian Airlines? 

 

 

1.5 Research Objectives 

 

This research aims to determine the role of transformational leadership style in 

encouraging employee voice and improving job satisfaction. Also, to examine the 

mediation role of employee voice in the relationship between transformational 

leadership and job satisfaction. More specifically, this study tries to address the 

following objectives:    

 

1. To determine the relationship between transformational leadership practices 

(Idealized influence, Intellectual stimulation, individualized consideration, 

inspirational motivation) and job satisfaction Royal Jordanian Airlines. 

 

2. To determine the relationship between transformational leadership practices 

(Idealized influence, Intellectual stimulation, individualized consideration, 

inspirational motivation) and employee voice at Royal Jordanian Airlines. 

 

3. To determine the relationship between employee voice and job satisfaction at 

Royal Jordanian Airlines. 

 

4. To determine whether employee voice mediates the relationship between 

transformational leadership practices (Idealized influence, Intellectual 
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stimulation, individualized consideration, inspirational motivation) and job 

satisfaction at Royal Jordanian Airlines. 

 

 

1.6 Scope of the Study 

 

The main purpose of this study was to determine the importance of practicing 

transformational leadership and to what extent this style of leadership can influence 

job satisfaction while taking into consideration the mediating role of employee’s voice 

behaviour. This study was conducted at Royal Jordanian Airlines, an organization that 

provides international services and is the number one flag carrier airline in Jordan. A 

cross-sectional design using a questionnaire applied to answer the research questions 

of the study, and the sample of the study was 346 non-managerial employees. In line 

with Royal Jordanian Airlines organizational structure (See Figure 3.2), the non-

managerial employee’s responsibilities are related to field work through customer 

services, clerical, technical and functional duties in their area of specialities. Despite 

the fact that some of the non-managerial employees execute supervision duties, they 

are not considered at the management level, and they are paid for their functional and 

technical expertise and not for their supervising duties.  Given that, the population of 

the study is non-managerial employees within the groups of (Supervisors, 

Professionals, Staff, Technicians, Workers, Cabin crew). The sample is going to 

evaluate their managers’ practices of transformational leadership, their expression of 

voice and their feeling of job satisfaction at Royal Jordanian airlines.  

 

 

1.7  Significance of the Study 

 

The current study makes several significant contributions to the literature 

empirically, theoretically and practically. First of all, this study contributes to the 

existing literature of job satisfaction on the role of transformational leadership and 

voice behaviour as antecedents of job satisfaction within Jordanian airline industry. 

This study further elaborates on the existing research on job satisfaction about its 
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relationship with transformational leadership and employee voice. The insights gained 

from the findings will hopefully help organizations to reconsider their current efforts 

in improving job satisfaction among its employees. Accordingly, this tends to improve 

and enhance employees’ effectiveness and work excellence. In a nutshell, this study 

has a significant contribution to the studies of job satisfaction, transformational 

leadership and employee voice. Moreover, considering the context where the study is 

conducted, may provide newer insight of Jordanian’s workforce, particularly its airline 

employees. 

 

Secondly, the results of the study provide further empirical evidence on the 

relationships between transformational leadership (idealized influence, intellectual 

stimulation, inspirational motivation and individualized consideration), employee 

voice and job satisfaction. Despite that transformational leadership, employee voice 

and job satisfaction have been studied separately in previous studies (e.g. Men, 2014; 

Ali et al., 2013; Holland et al., 2011). The current study strength is in the investigation 

of an integrated model that consists of transformational leadership as the predictor, 

employee voice as a mediator, and job satisfaction as an outcome. Leadership 

behaviours and practices promote employee voice, which serves as the initial step 

towards job satisfaction since to engage in voice on job-related matters generate a 

perception for employees that their opinions and suggestions are heard and appreciated 

by the organization management, which in turn leads to job satisfaction. Hence, the 

motivation behind proposing the mediating process of employee voice in the 

relationship between transformational leadership and job satisfaction allows this study 

to provide a deeper understanding of leadership style and practices that improve job 

satisfaction via employee voice.  

 

Thirdly, this study contributes to the literature by the application of Self-

determination theory (SDT) in explaining the relationship between employee voice 

and job satisfaction. SDT is a theory of human motivation that is concerned with 

people's inherent growth tendencies and innate psychological needs. It focuses on the 

degree to which an individual's behaviour is self-motivated and self-determined (Ryan, 

& Deci, 2017; Deci, 1971). According to SDT, humans are inherently directed towards 

activities that satisfy psychological needs (Deci & Ryan, 2000). These activities, in 

turn, encourage optimal psychological growth and well-being in various aspects of life, 
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including work.  It also points to that motivation influence our goal-oriented behaviour 

and determines individual satisfaction (Deci & Ryan, 2000, 1985). SDT debates that 

intrinsic motivations influence goal-oriented behaviour and determine own 

satisfaction. SDT is applicable as the theory to support the relationship between 

employee voice and job satisfaction. Hence, this study perceives employee voice as 

goal-oriented behaviour where expressing voice provides satisfaction of the basic 

psychological need such as autonomy, which is about having the choice to express 

ideas and opinions about work-related issues. 

 

Also, this present study contributes theoretically by examining the relationship 

between transformational leadership and its practices and job satisfaction through the 

support of Herzberg motivation theory. Herzberg et al. (1959) categorized the 

determinant of job satisfaction into two categories namely: intrinsic and extrinsic 

motivational factors. The motivational factors (intrinsic) are related to the “quality of 

working life,” Whereas, (extrinsic) hygiene factors function as an important platform 

to the intrinsic factors (Armstrong & Taylor, 2014). Therefore, the current study 

proposes that transformational leadership, which is beyond the element of supervision 

in Herzberg theory, can be the platform that creates an environment where employees 

are motivated and encouraged about work-related processes and challenges, in turn, 

this kind of process leads to employee’s job satisfaction. Hence, this study argues that 

transformational leadership can be regarded as an extrinsic motivational factor within 

Herzberg theory. 

 

Fourthly, the Arab region compared to the western world has a quite small body 

of research and literature, which has highlighted the effects of practicing leadership 

styles on many of areas in organizations (Nusair et al., 2012). The fact that a growing 

number of theorists have recently begun to question the general possibility of applying 

all of the principles of transformational leadership in some regions of the developing 

world or non-western countries. Many theorists have maintained that the imposition 

of leadership and management models, including those stemming from the 

transformational leadership paradigm, may yield negligible outcomes owing to 

fundamental differences in national cultural values that distinguish the societies of 

Western culture from those of non-western or developing countries (Litz, 2014). 

Therefore, it is crucial to evaluate whether a successful conceptual model of 
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transformational leadership is appropriate for the specific culture and norms of Jordan 

or leadership concepts should be adopted, which may allow it to be more successful in 

this particular context. This study contributes in expanding knowledge within Arab 

literature, which have a similarity in the culture by introducing a unique integrated 

model of leadership style (transformational leadership, employee behaviours such as 

employee voice and attitude such as job satisfaction.  

 

Finally, Jordan’s accomplishments in the field of human resource development 

and management throughout earlier years have been noteworthy, especially when it 

achieved a significant decrease in illiteracy through the reform of the education system 

(Nusair et al., 2012). Moreover, a collaboration with international organizations 

through human resource development conferences had helped improve and develop 

the Jordanian labour market. Therefore, Jordan is considered a remarkable example of 

administrative and managerial leadership which can produce substantial findings. This 

study intends to offer insight for Royal Jordanian Airline managers along with other 

organizations through providing insight on the leader's practices which can embolden 

and promote the constructive expression of voice among employees. Moreover, to take 

into consideration investing in transformational leadership training to reinforce and 

support the leadership behaviours to contribute to the growth of a robust and vigorous 

environment, which reflects the employee’s satisfaction levels.  

 

 

1.8 Conceptual and Operational Definitions 

 

1.8.1   Transformational Leadership  

 

Transformational leadership refers to a leader who is involved and engaged 

with employees, where he/she attempts to support a significant change of individuals, 

stimulates them to achieve and perform beyond their transactional agreements and 

expectations (Panagopoulous & Dimitriadis, 2009; Bass, 1985). A transformative 

leader provides a vision and a sense of organizational mission; instils pride, 

appreciation, and respect between followers (Bass & Riggio, 2006). Transformational 
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leaders stimulate the follower’s creativity through encouragement and motivation. 

They encourage their followers and motivate them to seek new methods to solve 

problems and appreciate the different needs of each employee and their potential (Bass 

& Avolio, 1994). Throughout the study, transformational leadership definition was 

adopted based on four distinctive practices namely: idealized influence, intellectual 

stimulation, individual consideration and inspirational motivation (Bass, 1985). 

 

Idealized influence refers to a leader who provides followers with a clear sense 

of purpose which is motivating; a role model and example for ethical behaviour which 

shapes identification with the leader‘s expressed vision. Intellectual stimulation 

clarifies leader’s anticipation in boosting creative thinking among employees when 

approaching challenges and problems. Individual consideration is the ability to 

identify the differences between employees for the sake of the organization’s 

advantage. Finally, the last dimension is inspirational motivation, which describes a 

leader’s capability to energize employees by becoming more engaged and leading 

task-oriented commitment through sharing one’s vision and appealing to employees 

on an emotional level. Transformational leadership is measured through short-form 

MLQ by (Bass & Avolio, 1995). 

 

 

1.8.2  Employee Voice  

 

Employee voice is a “discretionary communication of ideas, suggestions, 

concerns, or opinions about work-related issues with the intent to improve the 

organization or unit functioning” (Morrison, 2011, p. 375). Voice as a behaviour 

emphasizes on the expression of constructive challenge intended to improve rather 

than merely criticize (Van Dyne & LePine 1998). Employee voice is an expression of 

ideas and information for the development of the organization; it is argued to be 

constructive to organizations, nevertheless, the voice is not always welcomed. It is not 

always accepted for the reason that the ideas may challenge the status quo and the 

power holder of the organization (Detert & Burris 2007). Employee voice can be both 

constructive and challenging. It is constructive for the reason that it is anticipated to 

increase organizational productivity and efficiency. On the other hand, it is challenging 



19 

 

 

 

due to that it targets change by adjusting, modifying and improving current practices 

(Van Dyne et al., 1995). Throughout the study, employee voice has been defined as 

the expression of ideas, opinions, and information of an employee to managers and 

other colleagues with the purpose of improving the organizational effectiveness and 

functioning (Van Dyne & LePine, 1998). 

  

 

1.8.3 Job Satisfaction  

 

Job satisfaction is designated as a positive feeling regarding a job, which results 

from an assessment of its characteristics. Employees with a high level of job 

satisfaction hold positive feelings about their job. However, unsatisfied employees 

hold negative feelings. Job satisfaction is a pleasant, positive feeling that results from 

one's job and experience (Locke, 1976). Employees tend to view their work with 

unfavourable and favourable sentiments. It is the degree of contentment and pleasure 

that are connected with one’s work. If employees strongly like their job they are 

expected to experience a higher job satisfaction, whereas employees who do not like 

their job will feel dissatisfied (Ashwathapa, 2008). Favorable and positive perceptions 

concerning the job are a sign of job satisfaction. On the other hand, unfavourable and 

negative perceptions concerning the job are a sign of job dissatisfaction (Armstrong, 

2012). Throughout this study, job satisfaction referred to as the extent to which 

employees like or dislike their jobs and their feelings regarding different aspects of 

work (Spector, 1997).  



178 

 

 

 

 REFERENCES  

 

 

 
REFERENCES 

 

 

 

Abdelhafiz, I. M., Alloubani, A. M. D., & Almatari, M. (2016). Impact of Leadership 

Styles Adopted by Head Nurses on Job Satisfaction: A Comparative Study 

between Governmental and Private Hospitals in Jordan. Journal of Nursing 

Management, 24(3), 384-392 

Aboyassin, N. A., & Abood, N. (2013). The effect of ineffective leadership on 

individual and organizational performance in Jordanian 

institutions. Competitiveness Review: An International Business Journal, 23(1), 

68-84. 

Adair, J. E. (1973). Action-centred leadership. New York, NY: McGraw-Hill. 

Adams, J. S. (1965). Inequity in social exchange. In L. Berkowitz (Ed.), Advances in 

experimental social psychology. New York : Academic Press.  

Ali, W. (2016). Understanding the Concept of Job Satisfaction, Measurements, 

Theories and its Significance in the Recent Organizational Environment: A 

Theoretical Framework. Archives of Business Research, 4(1), 100-111. 

Ali, A. J. &  Sabri, H. M. (2001). Organizational Culture and Job Satisfaction in 

Jordan. Journal of Transnational Management Development, 6(2), 105-118. 

Ali, A. Y. S., Sidow, M. A. & Guleid, H. S. (2013). Leadership styles and job 

satisfaction: Empirical evidence from Mogadishu Universities. European 

Journal of Management Sciences and Economics 1(1), 1-10. 

Alnidawy, A. A. B., Ahmad, S. F. & Omran, F. M. (2014). The effect of the 

transformational leadership on confronting the challenges of the quality of 

Health Services by using TQM in Jordanian private health sector. Information 

and Knowledge Management, 4 (2), 116-125. 

Anderson, J. C., & Gerbing, D. W. (1988). Structural equation modeling in practice: 

A review and recommended two-step approach. Psychological Bulletin, 103(3), 

411-423. 



179 

 

 

 

Andries, P., & Czarnitzki, D. (2014). Small firm innovation performance and 

employee involvement. Small business economics, 43(1), 21-38. 

Antelo, A., Henderson, R. L. & St Clair, N. (2010). Understanding the process model 

of leadership: Follower attribute design and assessment. Journal of College 

Teaching and Learning, 7(4), 9-14. 

Antonakis, J., & Avolio, B.M. (2003), “Context and leadership: an examination of the 

nine-factor full-range leadership theory using the Multifactor Leadership 

Questionnaire.” The Leadership Quarterly, 14(3), 261-295. 

Arbuckle, J. L. (2011). IBM SPSS Amos 20 user’s guide. Chicago, IL: IBM SPSS 

Argyris, C. (1976). Single-loop and double-loop models in research on decision 

making. Administrative Science Quarterly, 21(3), 363-375. 

Armstrong, M. & Taylor, S. (2014). Armstrong's handbook of human resource 

management practice. London: Kogan Page Publishers.  

Armstrong, M. (2012). Armstrong's Handbook of Human Resource Management 

Practice. London: Kogan Page Publisher.  

Asegid, A., Belachew, T., & Yimam, E. (2014). Factors influencing job satisfaction 

and anticipated turnover among nurses in Sidama Zone Public Health Facilities, 

South Ethiopia. Nursing Research and Practice, (2014), 1-26 

Ashford, S. J., Sutcliffe, K. M., & Christianson, M. K. (2009). Speaking up and 

speaking out: The leadership dynamics of voice in organizations. In J. 

Greenberg and M. S. Edwards (Eds.), Voice and Silence in Organizations, 175–

202. Bingley, UK: Emerald group publishing Ltd. 

Ashwathapa K (2008), Human Resource Management. New Delhi: McGraw-Hill 

Limited.  

Astrauskaite, M., Vaitkevicius, R., & Perminas, A. (2011). Job satisfaction survey: a 

confirmatory factor analysis based on secondary school teachers’ 

sample. International Journal of Business and Management, 6(5), 41-50. 

Atmojo, M. (2015). The influence of transformational leadership on job satisfaction, 

organizational commitment, and employee performance. International 

Research Journal of Business Studies, 5(2), 113-128. 

Avey, J. B., Wernsing, T. S., & Palanski, M. E. (2012). Exploring the process of ethical 

leadership: The mediating role of employee voice and psychological ownership. 

Journal of Business Ethics, 107(1), 21-34. 

Avolio, B. J. (1999). Full leadership development. Thousand Oaks, CA: Sage. 



180 

 

 

 

Avolio, B. J., Walumbwa, F. O., & Weber, T. J. (2009). Leadership: Current theories, 

research, and future directions. Annual Review of Psychology, 60(1), 421-449. 

Avolio, B. J., & Bass, B. M. (2002). Developing potential across a full range of 

Leadership Tm: Cases on transactional and transformational leadership. 

Mahwah, NJ: Erlbaum. 

Avolio, B. J., Sosik, J. J., Jung, D. I., & Berson, Y. (2003). Leadership models, methods 

and applications. In Borman, W. C., Klimoski, R., Ilgen, D. R., & Weiner, B. 

Eds. Handbook of psychology. (pp.277–307). New York: John Wiley & Sons 

Avolio, B. J., & Bass, B. M. (1995). Individual consideration viewed at multiple levels 

of analysis: A multi-level framework for examining the diffusion of 

transformational leadership. The Leadership Quarterly, 6(2), 199-218. 

Avolio, B. J., Zhu, W., Koh, W., & Bhatia, P. (2004). Transformational leadership and 

organizational commitment: Mediating role of psychological empowerment and 

moderating role of structural distance. Journal of Organizational Behaviour, 

25(8), 951-968. 

Avtgis, T.A. (2000). Unwillingness to communicate and satisfaction in organizational 

relationships. Psychological Reports, 87(1), 82-84. 

Awamleh, R., & Al-Dmour, H. H. (2010). Transformational leadership in Jordanian 

banks: a study of job satisfaction and self-perceived performance of 

employees.  Administrative Sciences, 32(1). 

Aziri, B. (2011). Job Satisfaction: A Literature Review. Management Research and 

Practice, 3(4), 77-86. 

Babbie, E. R. (2012). The practice of social research. Belmont, USA: Cengage 

Learning. 

Baldonado, Arthur M. (2013) Motivating Generation Y and Virtual Teams. Open 

Journal of Business and Management, 1 (2), 39-44. 

Bagozzi, R. P., & Yi, Y. (1989). On the evaluation of structural equation 

models. Journal of the Academy of Marketing Science, 16(1), 74-94. 

Baker, W. K. (2011). Antecedents and consequences of job satisfaction: Testing a 

comprehensive model using integrated methodology. Journal of Applied 

Business Research, 20(3), 31-44. 

Baron, R. M. & Kenny, D. A. (1986). The moderator–mediator variable distinction in 

social psychological research: Conceptual, strategic, and statistical 

considerations. Journal of Personality and Social Psychology, 51(6), 1173-1182 



181 

 

 

 

Bareiro, P. L., & Albandoz, P. J. (2001). Population and Sample. Sampling Techniques 

(Report). Spain: Management Mathematics for European Schools, University 

of Seville.  

Bartlett, S. & Burton, D. (2007) Introduction to Education Studies. 2nd edn. London: 

Sage Publications Ltd.  

Bassett-Jones, N., & Lloyd, G. C. (2005). Does Herzberg's motivation theory have 

staying power? Journal of Management Development, 24(10), 929-943. 

Bass B. M. (1996). Theory of transformational leadership redux. Leadership 

Quarterly, 6(4), 463-478. 

Bass, B. M. (1991). From transactional to transformational leadership: Learning to 

share the vision. Organizational Dynamics, 18(3), 19-31. 

Bass, B. M., & Avolio, B. J. (1990). Developing transformational leadership: 1992 and 

beyond. Journal of European Industrial Training, 14(5), 21-27. 

Bass, B. M., & Avolio, B. J. (1993). Transformational leadership: A response to 

critiques. Leadership theory and research: Perspectives and directions. 

Academic Press. San Diego. 

Bass, B. M., and Avolio, B. J. (1995). The Multifactor Leadership Questionnaire. Palo 

Alto, CA: Mind Garden. 

Bass, B. M. (1999). Two decades of research and development in transformational 

leadership. European Journal of Work and Organizational Psychology, 8(1), 

9-32. 

Bass, B. M., and Avolio, B. J. (2000). Technical report for the MLQ (2nd ed.) 

Redwood: Mind Garden. 

Bass, B. M., Jung, D. I., Avolio, B. J., & Berson, Y. (2003). Predicting unit 

performance by assessing transformational and transactional leadership. 

Journal of Applied Psychology, 88(3), 207–218. 

Bass, B. M., & Bass, R. (2009). The Bass Handbook of Leadership: Theory, Research, 

and Managerial Applications. Simon and Schuster. New York.  

Bass, B. M., and Riggio, R. E. (2005). Transformational Leadership, 2nd edition, 

Mahwah, NJ: Lawrence Erlbaum Associates. 

Bass, B., and Avolio, J. (1994). Improving Organisational Effectiveness Through 

Transformational Leadership. London : Sage Publications.  

Bass, B.M. (1985). Leadership and Performance Beyond Expectations. New York : 

Free Press. 



182 

 

 

 

 Bass, B.M. (1998).Transformational Leadership: Industrial, Military, and 

Educational Impact. Mahwah : Lawrence Erlbaum Associates. 

Bass, B.M. & Riggio, R.E. (2006), Transformational Leadership, Mahwah, NJ: 

Lawrence Erlbaum Associates, 

Belias, D. & Koustelios, A. (2014). Leadership and job satisfaction – a review. 

European Scientific Journal, 10(8), 24-46. 

Bennis, W. (2007). The challenges of leadership in the modern world: Introduction to 

the special issue. American Psychologist, 62(1), 2-5. 

Bentler, P.M. & Bonett, D.G. (1980). Significance tests and goodness of fit in the 

analysis of covariance structures. Psychological Bulletin. 88(3), 588-606.  

Benson, J. (2000). Employee Voice in Union and Non‐union Australian Workplaces. 

British Journal of Industrial Relations, 38(3), 453-459. 

Berkovich, I. (2016). School leaders and transformational leadership theory: time to 

part ways? Journal of Educational Administration, 54(5), 609-622. 

Besieux, T., Baillien, E., Verbeke, A. L., & Euwema, M. C. (2015). What goes around 

comes around: The mediation of corporate social responsibility in the 

relationship between transformational leadership and employee engagement. 

Economic and Industrial Democracy, (2015), 1-23. 

Bhattacherjee .A, (2012). Social Science Research: Principles, Methods and Practices, 

(2nd Ed). Global Text Project. Florida.  

Birjandi, P., & Mosallanejad, P. (2002). Research Methods and Principles. Tehran, 

Iran: Shahid Mahdavi Publications. 

Blau, P., M., (1964). Exchange and power in social life. New York: John Wiley. 

Bloomberg, L. D., & Volpe, M. (2008). Completing your qualitative dissertation: A 

roadmap from beginning to end. Los Angeles: Sage Publications. 

Bo, Y. U. (2014). Transformational Leadership and Employee Work Attitudes: A 

Theoretical Model’s Constitution and Analysis. International Business and 

Management, 9(1), 20-26. 

Bolden, R., Gosling, J., Marturano, A., & Dennison, P. (2003). A review of leadership 

theory and competency frameworks. Centre for Leadership Studies, University 

of Exeter. 

Bono, J. E. & Judge, T. A. (2003). Self-concordance at work: Toward understanding 

the motivational effects of transformational leaders. Academy of Management 

Journal, 46(5), 554-571.  



183 

 

 

 

Bono, J. E., & Judge, T. A. (2003). Core self-evaluations: A review of the trait and its 

role in job satisfaction and job performance. European Journal of Personality, 

17(1), 5-18. 

Bono, J. E. & Judge, T. A. (2004). Personality and transformational and transactional 

leadership: A meta-analysis. The Journal of Applied Psychology, 89(5), 

901−910. 

Bradburn, N., Sudman, S. & Wansink, B. (2004). Asking questions: the definitive guide 

to questionnaire design. San Francisco: Jossey-Bass. 

Brinsfield, C. T., Edwards, M. & Greenberg, J. (2009). Voice and Silence in 

Organizations: Historical Review and Current Conceptualizations. Emerald 

Group Publishing . United Kingdom.   

Bruch, H., & Walter, F. (2007). Leadership in context: Investigating hierarchical 

impacts on transformational leadership. Leadership & Organization 

Development Journal, 28(8), 710-726. 

Bryman, A. (2012). Social research methods. Oxford University Press. Oxford. 

Burns, J. M. (1978). Leadership. NewYork: Harper & Row Publication.  

Burris, E. R., Detert, J. R., & Chiaburu, D. S. (2008). Quitting before leaving: the 

mediating effects of psychological attachment and detachment on voice. 

Journal of Applied Psychology, 93(4), 912-922. 

Bushra, F., Usman, A., & Naveed, A. (2011). Effect of Transformational Leadership 

on Employees’ Job Satisfaction and Organizational Commitment in Banking 

Sector of Lahore (Pakistan). International Journal of Business and Science, 

2(18), 261-267. 

Brauna, S., Peusb, C., Weisweilera, S. & Freya, D. (2013) Transformational 

Leadership, Job Satisfaction, and Team Performance: A Multilevel Mediation 

Model of Trust. Leadership Quarterly, 24(1), 270-283. 

Byrne, B.M. (2010), Structural Equation Modeling with AMOS: Basic Concepts, 

Applications, and Programming. New York, NY. Taylor & Francis Group.  

Campbell, D. T. & Fiske, D. W. (1959). Convergent and Discriminant Validation by 

the multitrait-multimethod matrix. Psychological Bulletin, 56(2), 81-105. 

Cangemi, J. P., Burga, B., Lazarus, H., Miller, R. L., & Fitzgerald, J. (2008). The real 

work of the leader: A focus on the human side of the equation. Journal of 

Management Development, 27(10), 1026-1036. 



184 

 

 

 

Cangemi, J., & Miller, R. (2007). Breaking-out-of-the-box in organizations: 

Structuring a positive climate for the development of creativity in the 

workplace.Journal of Management Development, 26(5), 401-410. 

Cangemi, J., Kowalski, C., Miller, R. & Hollopeter, T. (2005), Developing Trust in 

Organizations.New York, NY:  McGraw-Hill.  

Carioti, F. V. (2011). A windfall of new ideas: A correlational study of 

transformational leadership and employee voice. Doctor Philosophy. Capella 

University. 

Chamberlin, M., Newton, D. W., & Lepine, J. A. (2016). A Meta‐Analysis of Voice 

and Its Promotive and Prohibitive Forms: Identification of Key Associations, 

Distinctions, and Future Research Directions. Personnel Psychology, (2016) 1-

61 

Chan, S. C. (2014). Paternalistic leadership and employee voice: Does information 

sharing matter?. Human Relations, 67(6), 667-693. 

Chen, C. F., & Kao, Y. L. (2012). Moderating effects of work engagement and job 

tenure on burnout–performance among flight attendants. Journal of Air 

Transport Management, 25(2012), 61-63 

Cheng, J. W., Lu, K. M., Chang, Y. Y., & Johnstone, S. (2013). Voice behaviour and 

work engagement: the moderating role of supervisor‐attributed motives. Asia 

Pacific Journal of Human Resources, 51(1), 81-102. 

Chirkov, V., Ryan, R. M., Kim, Y., & Kaplan, U. (2003). Differentiating autonomy 

from individualism and independence: a self-determination theory perspective 

on internalization of cultural orientations and well-being. Journal of personality 

and social psychology, 84(1), 97-110. 

CIPD (2010). Voice and Engagement: How Does Collective Consultation Contribute? 

Research Insight, London: CIPD. 

CIPD (2012). A collection of thought pieces: harnessing social media for 

organizational effectiveness [online]. London: Chartered Institute of Personnel 

and Development. Retrieved on January 15, 2014, from http://www.cipd.co.uk/ 

hr-resources/research/harnessing-social-media.aspx. 

Crant, J. M., Kim, T. Y., & Wang, J. (2011). Dispositional antecedents of 

demonstration and usefulness of voice behaviour. Journal of Business and 

Psychology, 26(3), 285-297. 



185 

 

 

 

Creswell, J.W., & Plano Clark, V.L. (2007). Designing and conducting mixed methods 

research. Thousand Oaks, CA: Sage Publications. 

Coad, A. F., & Berry, A. J. (1998). Transformational leadership and learning 

orientation. Leadership and Organization Development Journal, 19(3),164-

172. 

Cohen, J., Cohen, P., West, S. G., & Aiken, L. S. (2013). Applied multiple 

regression/correlation analysis for the behavioural sciences. New York. 

Routledge. 

Conger, J. A. (1989). The charismatic leader: Behind the mystique of exceptional 

leadership. San Francisco: Jossey-Bass. 

Conlee, M. C., &Tesser, A. (1973). The effects of recipient desire to hear on news 

transmission. Sociometry, 36 (4), 588-599. 

Cooper, D. R., Schindler, P. S., & Sun, J. (2006). Business Research Methods. 9th ed., 

Boston, MA: McGraw-Hill Irwin. 

Coyle-Shapiro, J. A., & Conway, N. (2004). The Employment Relationship Through 

the Lens of Social Exchange. Oxford. Oxford University Press. 

Cropanzano, R., & Mitchell, M. S. (2005). Social exchange theory: An 

interdisciplinary review. Journal of Management, 31(6), 874-900. 

Creswell, J. W. (2012). Educational Research–Planning, Conducting, and Evaluating 

Quantitative and Qualitative Research. New York, NY: Pearson.  

Cronbach, L. J. (1989). Construct validation after thirty years. Intelligence: 

Measurement, theory, and public policy, Proceedings of a symposium in honor 

of Lloyd G. Humphreys Chicago: University of Illinois Press. 147-171. 

Cronbach, L. J. (2004). My current thoughts on coefficient alpha and successor 

procedures. Educational and Psychological Measurement. 64(3), 391–418. 

Cummings, G. G., Macgeregor, T., Davey, M., Lee, H., Wong, C. A., Lo, E., Muise, 

M., & Stafford, E. (2010). Leadership styles and outcome patterns for the 

nursing workforce and work environment: A systematic review. International 

Journal of Nursing Studies, 47(3), 363-385. 

Davis, K. & Nestrom, J.W. (1985). Human Behaviour at work: Organizational 

Behaviour 7th ed. NewYork,NY: McGraw Hill. 

Day, D. V., Harrison, M. M., & Halpin, S. M. (2012). An Integrative Approach to 

Leader Development: Connecting Adult Development, Identity, and Expertise. 

New York, NY: Routledge. 



186 

 

 

 

Deci, E. L. (1971). Effects of externally mediated rewards on intrinsic 

motivation. Journal of Personality and Social Psychology, 18(1), 105-115 

De Cremer, D., Van Dijke, M., & Bos, A. E. (2007). When Leaders Are Seen as 

Transformational: The Effects of Organizational Justice. Journal of Applied 

Social Psychology, 37(8), 1797-1816. 

Dedahanov, A. T., Lee, D. H., Lee, D. H., Rhee, J., Rhee, J  & Yoon, J. (2016). 

Entrepreneur’s paternalistic leadership style and creativity: The mediating role 

of employee voice. Management Decision, 54(9), 2310-2324. 

De Grip, A., Sieben, I., & Stevens, F. (2009). Are more competent workers more 

satisfied?. Labour, 23(4), 589-607. 

Derue, D. S., Nahrgang, J. D., Wellman, N., & Humphrey, S. E. (2011). Trait 

andbehavioural theories - of leadership: An integration and: meta‐analytic test 

of their relative validity. Personnel Psychology, 4(1), 7-52. 

DeRue, D. S. (2011). Adaptive leadership theory: Leading and following as a complex 

adaptive process. Research in Organizational Behaviour, 31(1), 125-150. 

Derue, D. S., &Ashford, S. J. (2010). Who will lead and who will follow? A social 

process of leadership identity construction in organizations. Academy of 

Management Review, 35(4), 627-647. 

Detert, J. R., & Burris, E. R. (2007). Leadership behaviour and employee voice: Is the 

door really open?. Academy of Management Journal, 50 (4), 869–884. 

Detert, J. R., & Edmondson, A. C. (2011). Implicit voice theories: Taken-for-granted 

rules of self-censorship at work. Academy of Management Journal, 54(3), 461-

488. 

Detert, J. R., Burris, E. R., Harrison, D. A., & Martin, S. R. (2013). Voice flows to and 

around leaders understanding when units are helped or hurt by employee 

voice. Administrative Science Quarterly, 58(4), 624-668. 

DeVellis, R. F. (2011). Scale development: Theory and applications Thousand Oaks, 

CA: Sage Publications. 

Diab, S. M. (2014). The Impact of Leadership Styles on Selection the Areas of 

Organizational Change (An Empirical Study on the Jordanian Pharmaceutical 

Companies). International Journal of Business and Management, 9(8), 140-

154. 

Dillman, D. A. (2011). Mail and Internet surveys: The tailored design method--2007 

update with new Internet, visual, and mixed-mode guide. John Wiley & Sons. 



187 

 

 

 

Dobre, O. I. (2013). Employee motivation and organizational performance. Review of 

Applied Socio- Economic Research, 5(1), 53-60. 

Doll, W. J., Xia, W., & Torkzadeh, G. (1994). A confirmatory factor analysis of the 

end-user computing satisfaction instrument. MIS Quarterly, 18 (4), 453-461. 

Dolma, S. (2010). The central role of the unit of analysis concept in research 

design. Journal of the School of Business Administration, Istanbul University, 

39(1), 169-174. 

Donaldson, L. (2001). The Contingency Theory of Organizations. New York: Sage 

Publications Inc. 

Dwomoh, G. (2012). The Relationship between Employee Voice and Organizational 

Performance at Electricity Company of Ghana. European Journal of Business 

and Management, 4(6), 1-6. 

Dulebohn, J. H., Bommer, W. H., Liden, R. C., Brouer, R. L., & Ferris, G. R. (2012). 

A meta-analysis of antecedents and consequences of leader–member exchange: 

Integrating the past with an eye toward the future. Journal of Management, 

38(6), 1715–1759. 

Dutton, J. E., and Ashford, S. J. (1993). Selling issues to top management. Academy 

of Management Review, 18(3), 397-428. 

Dvir, T., Eden, D., Avolio, B. J., & Shamir, B. (2002). Impact of Transformational 

Leadership on Follower Development and Performance: A Field Experiment. 

Academy of Management Journal, 45(4), 735-744. 

Dvir, T. and Shamir, B. (2003), “Follower developmental characteristics as predicting 

transformational leadership: a longitudinal field study”, The Leadership 

Quarterly, 14(3), 327-344. 

Dyne, L. V., Ang, S., & Botero, I. C. (2003). Conceptualizing Employee Silence and 

Employee Voice as Multidimensional Constructs. Journal of Management 

Studies, 40(6), 1359-1392. 

Edmondson, A. C. (2003). Speaking up in the operating room: How team leaders 

promote learning in interdisciplinary action teams. Journal of Management 

Studies, 40(6), 1419-1452. 

Edwards, M., &Greenberg, J. (2009). Sounding off on voice and silence. In J. 

Greenberg and M. S. Edwards (Eds.) Voice and Silence in Organizations, 

(pp.275-292). Bingley, UK : Emerald group publishing Ltd.  



188 

 

 

 

Ellis, S., & Dick, P. (2003). Introduction to organizational behaviour. England: 

McGraw-Hill. 

Elpers, K., & Westhuis, D. J. (2008). Organizational leadership and its impact on social 

workers' job satisfaction: a national study. Administration in Social 

Work, 32(3), 26-43. 

Elnaga, A. A., & Imran. (2014). The Impact of Employee Empowerment on Job 

Satisfaction Theoretical Study. American Journal of Research Communication, 

2(1), 13-26. 

Elshout, R., Scherp, E., & Van der Feltz-Cornelis, C. M. (2013). Underastanding the 

link between leadership style, employee satisfaction, and absenteeism: a mixed 

methods design study in a mental health care institution. Neuropsychiatric 

Disease and Treatment, 2013(9), 823-837. 

Emmanuel, A. O., & Hassan, Z. (2015). The effects of Transformational Leadership 

on Job Satisfaction: A study on four and five Star Hotels in Kuala Lumpur. 

International Journal of Accounting, Business and Management (1)1, 1-15 

Eriksson, P., & Kovalainen, A. (2008). Qualitative methods in business research. 

London, UK: Sage. 

Erkutlu, H., & Chafra, J. (2015). The mediating roles of psychological safety and 

employee voice on the relationship between conflict management styles and 

organizational identification. American Journal of Business, 30(1), 72-91. 

Fairchild, A. J., & MacKinnon, D. P. (2009). A general model for testing mediation 

and moderation effects. Prevention Science, 10(2), 87-99. 

Farndale, E., Van Ruiten, J., Kelliher, C., & Hope‐Hailey, V. (2011). The influence of 

perceived employee voice on organizational commitment: An exchange 

perspective. Human Resource Management, 50(1), 113-129. 

Fast, N. J., Burris, E. R., & Bartel, C. A. (2014). Managing to stay in the dark: 

Managerial self-efficacy, ego defensiveness, and the aversion to employee 

voice. Academy of Management Journal, 57(4), 1013-1034. 

Felfe, J., & Schyns, B. (2004). Is Similarity in Leadership Related to Organizational 

Outcomes? The case of Transformational Leadership. Journal of Leadership 

and Organizational Studies, 10(4), 92-10. 

 

 



189 

 

 

 

Fernandes, C., & Awamleh, R. (2011). The impact of transformational and 

transactional leadership styles on employee’s satisfaction and performance: An 

empirical test in a multicultural environment. International Business and 

Economics Research Journal, 3(8), 65-75. 

Fleishman, E. A., Harris, E. F., & Burtt, H. E. (1955). Leadership and supervision in 

industry; an evaluation of a supervisory training program. . Bureau of 

Educational Research Monograph, 33(1), 8-110. 

Flynn, F. J. (2003). How much should I give and how often? The effects of generosity 

and frequency of favor exchange on social status and productivity. Academy of 

Management Journal, 46(5), 539-553. 

Fiedler, F. E., & Chemers, M. M. (1967). A theory of leadership effectiveness. New 

York: McGraw-Hill. 

Fornell, C., & Larcker, D. F. (1981). Evaluating structural equation models with 

unobservable variables and measurement error. Journal of Marketing Research, 

18(1), 39-50. 

Fritz, D. A., & Ibrahim, N. A. (2010). The impact of leadership longevity on 

innovation in a religious organization. Journal of Business Ethics, 96 (2), 223-

231. 

Gagne, M., & Deci, E. L. (2005). Self‐determination theory and work 

motivation. Journal of Organizational Behaviour, 26(4), 331-362. 

Gajendran, R. S., and Joshi, A. (2012). Innovation in globally distributed teams: The 

role of LMX, communication frequency, and member influence on team 

decisions. Journal of Applied Psychology, 97(6), 1252-1261. 

Ganjali, A., & Rezaee, S. (2016). Linking perceived employee voice and 

creativity. Iranian Journal of Management Studies, 9(1), 175-191. 

Ge, J., Tian, X., & Fu, Q. (2012, October). The mechanism of how transformational 

leadership impacts on subordinates' voice behaviour: A test of basic assumption 

of affective events theory. Proceedings of the 2012 IEEE on Information 

Management, Innovation Management and Industrial Engineering Conference. 

20-21 October. China.  

 Gellis, Z. D. (2001). Social Work Perceptions of Transformational and Transactional 

Leadership in Health Care. Social Work Research, 25(1), 17-25. 



190 

 

 

 

George, J. M., & Zhou, J. (2001). When openness to experience and conscientiousness 

are related to creative behaviour: an interactional approach. Journal of applied 

psychology, 86(3), 513-524. 

Genc, R. (2010). The Vitality of Business Communication. Acta Universitatis 

Danubius. Economica, 6(3), 105-123. 

Gerhart, B. (1987). How important are dispositional factors as determinants of job 

satisfaction? Implications for job design and other personnel programs. Journal 

of Applied Psychology, 72 (3), 366-373. 

Ghazi, S. R., Shahzada, G., & Khan, M. S. (2013). Resurrecting Herzberg’s Two 

Factor Theory: an Implication to the University Teachers. Journal of 

Educational and Social Research, 3(2), 445-451. 

Gholami Fesharaki, M., Talebiyan, D., Aghamiri, Z., & Mohammadian, M. (2012). 

Reliability and validity of “Job Satisfaction Survey” questionnaire in military 

health care workers. Journal of Military Medicine, 13(4), 241-246. 

Giauque, D., Resenterra, F., & Siggen, M. (2014). Antecedents of Job Satisfaction, 

Organizational Commitment and Stress in a Public Hospital: a PE Fit 

Perspective. Public Organization Review, 14(2), 201-228. 

Gill, A., Flaschner, A. B., Shah, C., & Bhutani, I. (2010). The Relations of 

Transformational Leadership and Empowerment with Employee Job 

Satisfaction: A Study among Indian Restaurant Employees. Business and 

Economics Journal. 2010(18), 1-10. 

Glesne, C. (2006) Becoming qualitative researchers: An introduction. (3rd ed.) 

Boston, Pearson, Allyn, & Bacon. 

Goaill, M. M. M. (2014). Economic and social satisfaction: The antecedents and 

consequence, and the moderating effect of brand strength in the context of 

retailer-manufacturer relationship in Yemen. Doctoral dissertation, Universiti 

Utara Malaysia. 

Goetz, J. L., Keltner, D., & Simon-Thomas, E. (2010). Compassion: an evolutionary 

analysis and empirical review. Psychological Bulletin, 136(3), 351-374. 

Graen, G. B., & Uhl-Bien, M. (1995). Relationship-based approach to leadership: 

Development of leader-member exchange (LMX) theory of leadership over 25 

years: Applying a multi-level multi-domain perspective. The Leadership 

Quarterly, 6(2), 219-247. 



191 

 

 

 

Graham, J. W. (1986). Principled organizational dissent: A theoretical essay. In B. M. 

Staw & L. L. Cummings (eds.), Research in Organizational Behaviour, 8(1), 1–

52. 

Gravetter, F. J., & Forzano, L. A. B. (2010). Research Methods for the Behavioural 

Sciences. Belmont, CA: Wadsworth. Cengage Learning. 

Green, F. (2010). “Well-being, job satisfaction and labour mobility”, Labour 

Economics, 17(6), 897–903.  

Greenberg, J., & Edwards, M. (2009). Voice and silence in organizations. Bingley: 

Emerald. 

Groenland, E. A., & Stalpers, J. (2012). Structural equation modeling: A verbal 

approach. Nyenrode Research Paper, 12(2), 1-39. 

Grojean, M. W., Resick, C. J., Dickson, M. W., & Smith, D. B. (2004). Leaders, values, 

and organizational climate: Examining leadership strategies for establishing an 

organizational climate regarding ethics. Journal of Business Ethics, 55(3), 223-

241. 

Grunes, P. (2011). An Examination of the Relationship between Emotional 

Intelligence, Leadership Style and Perceived Leadership Outcomes in 

Australian Educational Institutions. Doctoral Thesis. Queensland University of 

Technology. 

Gummesson, E. (1999). Qualitative Methods in Management Research. Sage 

Publications. 

Gumusluog˘ lu, L., & Ilsev, A. (2009), “Transformational leadership and 

organizational innovation: the roles of internal and external support for innovation”, 

Journal of Product Innovation Management, 26(3), 264-277. 

Hackman, J. R., & Oldham, G. R. (1976). Motivation through the design of work: Test 

of a theory. Organizational Behaviour and Human Performance, 16(2), 250-

279. 

Hair, J. F., Black, W. C., Babin, B. J., Anderson, R. E., & Tatham, R. L. (2006). 

Multivariate data analysis (Vol. 6). Upper Saddle River, NJ: Pearson Prentice 

Hall. 

Hair, J. F. Jr., Money, A. H., Samouel, P. & Page, M. (2007). Research Methods for 

Business. West Sussex: John Wiley & Sons, Inc. 



192 

 

 

 

Hair, J. F., Black, W. C., Balin, B. J., & Anderson, R. E. (2010). Multivariate Data 

Analysis. Maxwell Macmillan International Editions: New York. 

Hair, J. F., Sarstedt, M., Ringle, C. M., & Mena, J. A. (2012). An assessment of the 

use of partial least squares structural equation modeling in marketing 

research. Journal of the Academy of Marketing Science, 40(3), 414-433. 

Hair, J.F., Hult, G.T.M., Ringle, C.M. & Sarstedt, M. (2013), A Primer on Partial 

Least Squares Structural Equation Modeling (PLS-SEM), Sage, Thousand 

Oaks, CA. 

Hair Jr, J. F., Hult, G. T. M., Ringle, C., & Sarstedt, M. (2016). A Primer on Partial 

Least Squares Structural Equation Modeling (PLS-SEM). Sage Publications. 

Hair Jr, J., Sarstedt, M., Hopkins, L., & G. Kuppelwieser, V. (2014). Partial least 

squares structural equation modeling (PLS-SEM) An emerging tool in business 

research. European Business Review, 26(2), 106-121. 

Hair, J.F. Jr., Anderson, R.E., Tatham, R.L., & Black, W.C. (1998). Multivariate Data 

Analysis, (5th Edition). Upper Saddle River, NJ: Prentice Hall. 

Halle, Y. (2016). Influence of leader and follower behavior on employee voice, team 

task responsibility, and team effectiveness. Masters Thesis. University of 

Twente. 

Hamidifar, F. (2009). A study of the relationship between leadership styles and 

employee job satisfaction at Islamic Azad University branches in Tehran, Iran. 

AU-GSB- e-Journal, (1)13, 45-58. 

Han, S. H., Seo, G., Yoon, S. W., & Yoon, D. Y. (2016). Transformational leadership 

and knowledge sharing: Mediating roles of employee’s empowerment, 

commitment, and citizenship behaviours. Journal of Workplace Learning, 28(3), 

130-149. 

Hanaysha, J. R., Khalid, K., Mat, N. K., Sarassina, F., Rahman, M. Y., & Zakaria, A. 

S. (2012). Transformational Leadership and Job Satisfaction. American Journal 

of Economics, Special Issue, 145-148. 

Harter, J. K., Schmidt, F. L., &Hayes, T. L. (2002). Business-unit-level relationship 

between employee satisfaction, employee engagement, and business outcomes: 

a meta-analysis. Journal of Applied Psychology, 87(2), 268-279. 

Harvey, P., Stoner, J., Hochwarter, W., & Kacmar, C. (2007). Coping with abusive 

supervision: The neutralizing effects of ingratiation and positive affect on 

negative employee outcomes. The Leadership Quarterly, 18(3), 264-280. 



193 

 

 

 

Hater, J.J. & Bass, B.M. (1988), Superior’s evaluations and subordinates’ perceptions 

of transformational and transactional leadership. Journal of Applied 

Psychology, 73(4), 696-702. 

Haijuan, W., Yong Pin, N., & Bibo, X. (2006). Main Factors Influencing Nurse Job 

Satisfaction-A Cross-Country Study. Master Thesis. Kristianstad University 

Hemsworth, D., Muterera, J., & Baregheh, A. (2013). Examining Bass’s 

Transformational Leadership In Public Sector Executives: A Psychometric 

Properties Review. The Journal of Applied Business Research, 29(3), 853-862. 

Herman, H. M., Huang, X., & Lam, W. (2013). Why does transformational leadership 

matter for employee turnover? A multi-foci social exchange perspective. The 

Leadership Quarterly, 24(5), 763-776. 

Hersey, P. (1985). A Letter to the Author of" Don't Be Misled by LEAD". The Journal 

of Applied Behavioural Science, 21(2), 152-153. 

Hersey, P., Blanchard, K., & Johnson, D. (2008). Management of Organizational 

Behaviour: Leading Human Resources. Upper Saddle River, NJ: Pearson 

Prentice-Hall 

Herzberg F., Mausner B., & Synderman B. (1959). The motivation to work. New York: 

Wiley 

Herzberg, F. I. (1966). Work and the Nature of Man. Cleveland : World Publishing 

Company. 

Herzog, P. (2008), Open and Closed Innovation: Different Cultures for Different 

Strategies, Wiesbaden: Gabler-Verlag. 

Hickman, G.R. (2010). Organizational change practices. In Hickman, G.R. Leading 

organizations: Perspectives for a new era 2nd ed. (510-524). Los Angeles : Sage 

Publication. 

Hickson, D. J., & Pugh, D. S. (1995). Management Worldwide: The Iimpact of Societal 

Culture on Organizations Around the Globe. New York: Penguin books. 

Hirschman, A. O. (1970). Exit, voice, and loyalty: Responses to decline in firms, 

organizations, and states. Massachusetts: Harvard University Press. 

Hofstede, G., & Hofstede, G. J. M. Minkov (2010). Cultures and Organizations: 

Software of the Mind. USA: McGraw-Hill.  

Hollander, E. P. (2009). Inclusive leadership: The Essential Leader-Follower 

Relationship. New York: Routledge. 



194 

 

 

 

Holland, P., Pyman, A., Cooper, B. K., & Teicher, J. (2011). Employee voice and job 

satisfaction in Australia: The centrality of direct voice. Human Resource 

Management, 50(1), 95-111. 

Holmes-Smith, P., Coote, L., & Cunningham, E. (2006). Structural Equation 

Modeling: From the Fundamentals to Advanced Topics. Melbourne: SREAMS. 

Hoogervorst, N. (2014). Procedural fairness and the power of giving voice to 

employees.RSM insight, 17(1), 20-22. 

Hooper, D., Coughlan, J., & Mullen, M. R. (2008). Structural Equation Modelling: 

Guidelines for Determining Model Fit. Electronic Journal of Business Research 

Methods, 6(1), 53-60. 

Hoption, C., Barling, J., & Turner, N. (2013). “It's not you, it's me”: transformational 

leadership and self-deprecating humor. Leadership and Organization 

Development Journal, 34(1), 4-19. 

House, R. J., & Aditya, R. N. (1997). The social scientific study of leadership: Quo 

vadis? Journal of management, 23(3), 409-473. 

Howitt, D., & Cramer, D. (2007). Introduction to Research Methods in Psychology. 

New Jersey: Prentice Hall. 

Hu, L. T., & Bentler, P. M. (1999). Cutoff criteria for fit indexes in covariance structure 

analysis: Conventional criteria versus new alternatives. Structural equation 

modeling. Multidisciplinary Journal, 6(1), 1-55. 

Hu, D., Zhang, B., & Wang, M. (2015). A Study on the Relationship among 

Transformational Leadership, Organizational Identification and Voice 

Behaviour. Journal of Service Science and Management, 8(1), 142-148. 

Hughes, R. L., Ginnet, R. C., & Curphy, G. J. (2009). Leadership: Enhancing the 

lessons of experience 6th ed. New York, NY: McGraw-Hill. 

Hulin, C.L., Roznowski, M., & Hachiya, D. (1985). Alternative opportunities 

andwithdrawal decisions: Empirical and theoretical discrepancies and 

integration. Psychological Bulletin, 97(2), 233-250. 

Hulin, C.L. (1991). Adaptation, persistence, and commitment in organizations. InM.D. 

Dunnette, & L.M. Hough (Eds.), Handbook of Industrial and Organizational 

Psychology (445-505). Palo Alto, CA: Consulting Psychologists Press. 

Hulin, C. L., & Judge, T. A. (2003). Job attitudes. In W. C. Borman, D. R. ligen, & R. 

J. Klimoski (Eds.), Handbook of Psychology: Industrial and Organizational 

Psychology (pp. 255-276). Hoboken, NJ: Wiley. 



195 

 

 

 

Hunt, J.G. (2005), “Explosion of the leadership field and LQ’s changing of the editorial 

guard”, The Leadership Quarterly, 16 (1), 1-8. 

Hunt, J. B., & Fitzgerald, M. (2013). The relationship between emotional intelligence 

and transformational leadership: An investigation and review of competing 

claims in the literature. American International Journal of Social Science, 2(8), 

30-38. 

Hur, Y. H., Van den Berg, P. T., & Wilderom, C. P.M. (2011). Transformational 

leadership as a mediator between emotional intelligence and team outcomes. 

The Leadership Quarterly, 22(2011), 591-603. 

Hussein, S., Moriarty, J., Stevens, M., Sharpe, E., & Manthorpe, J. (2013). 

Organisational Factors, Job Satisfaction and Intention to Leave Among Newly 

Qualified Social Workers in England. Social Work Education, 33 (3), 381-396. 

Ibrahim, E. E., Joseph, M., & Ibeh, K. I. (2006). Customers' perception of electronic 

service delivery in the UK retail banking sector. International Journal of Bank 

Marketing, 24(7), 475-493. 

Iden, L. M. (2014). Job Satisfaction and Organizational Commitment in Multicultural 

Work Environments in Norway. Master dissertation. Norwegian School of 

Economics .  

Imran, H., Arif, I., Cheema, S., & Azeem, M. (2014). Relationship between Job 

Satisfaction, Job Performance, Attitude towards Work, and Organizational 

Commitment. Entrepreneurship and Innovation Management Journal, 2(2), 

135-144. 

Isaed, L. M. (2016). The Effect of Nepotism/Favoritism on Flight Attendant’s 

Emotional Exhaustion and Job Performance: The Moderating Role of 

Psychological Capital. Master's thesis. Eastern Mediterranean University. 

Jöreskog, K. & Long, J.S. (1993), "Introduction," in Testing Structural Equation 

Models, Kenneth A. Bollen and J. Scott Long, Eds. Newbury Park, CA: Sage. 

Joreskog, K.G., & Sorbom, D. (1989). LISREL 7: A guide to the program and 

applications (2nd ed.). Chicago: SPSS. 

Joreskog, K.G. & Sorbom, D. (1984). LISREL-VI user's guide (3rd ed.). Mooresville, 

IN: Scientific Software.  

Jandaghi, Gh, Matin, H.Z., & Farjame, A. (2009). Comparing Transformational 

Leadership in Successful and Unsuccessful Companies. International Journal 

of Social Sciences, 4 (3), 211-216. 



196 

 

 

 

Johanson, G. A., & Brooks, G. P. (2009). Initial scale development: sample size for 

pilot studies. Educational and Psychological Measurement, 70(3), 394–400. 

Judge, T. A.; Locke, E. A., & Durham, C. C. (1997). The dispositional causes of job 

satisfaction: A core evaluations approach. Research in Organizational 

Behaviour, 19(19), 151–188. 

Judge, T. A., & Church, A. H. (2000). Job satisfaction: research and practice. In C. L. 

Cooper and E. A. Locke (166–198), Industrial and organizational psychology: 

Linking theory with practice .Oxford: Blackwell,  

Judge, T. A., & Klinger, R. (2007). Job satisfaction. Subjective well-being at work. In 

M. Eid and R. Larsen (393–413). The Science of Subjective Well-being, New 

York: Guilford Publications,  

Judge, T. A., & Piccolo, R. F. (2004). Transformational and transactional leadership: 

a meta-analytic test of their relative validity. Journal of Applied Psychology, 

89(5), 755-768. 

Jung, D. I., Bass, B. M., & Sosik, J. J. (1995). Bridging leadership and culture: A 

theoretical consideration of transformational leadership and collectivistic 

cultures. Journal of Leadership & Organizational Studies, 2(4), 3-18. 

Jung, D. I., Avolio, B. J., & Bass, B. M. (1998). Reexamining the components of 

transformational and transactional Leadership Using the Multifactor 

Leadership Questionnaire. Binghampton: Center of leadership Studies, School 

of Management, Binghampton University, NY. 

Jung, D., Wu, A. & Chow, C. (2008). Towards understanding the direct and indirect 

effects of CEOs’ transformational leadership on firm innovation, Leadership 

Quarterly, 19 (5), 582-94. 

Kaliski, B.S. (2007). Encyclopedia of Business and Finance, Second edition. Detroit: 

Thompson Gale. 

Katou, A. A. (2015). Transformational leadership and organisational performance: 

Three serially mediating mechanisms. Employee Relations, 37(3), 329-353. 

Kenny, D.A. & McCoach, D.B. (2003), Effect of the Number of Variables on 

Measures of Fit in Structural Equation Modeling, Structural Equation 

Modeling, 10 (3), 333-51. 

Kenny, D.A. (2014). Learn how you can do a mediation analysis and output a text 

description of your results. Retrieved June 29, 2014, from 

http://www.davidakenny.net/cm/mediate.html 



197 

 

 

 

Kelloway, E. K., Turner, N., Barling, J., & Loughlin, C. (2012). Transformational 

leadership and employee psychological wellbeing: The mediating role of 

employee trust in leadership. Work & Stress, 26(1), 39–55 

Kiarie, M. A. W., Kiarie, M. A. W., Maru, L. C., Maru, L. C., Cheruiyot, T. K., & 

Cheruiyot, T. K. (2017). Leader personality traits and employee job satisfaction 

in the media sector, Kenya. The TQM Journal, 29(1), 133-146. 

Kirkbride, P. (2006). Developing transformational leaders: the full range leadership 

model in action. Industrial and Commercial Training, 38(1), 23-32. 

Kitchenham, B. A., & Pfleeger, S. L. (2002). Principles of survey research: part 3: 

constructing a survey instrument. ACM SIGSOFT Software Engineering 

Notes, 27(2), 20-24. 

Kline, R. B. (2011). Principles and Practice of Structural Equation Modeling (5th ed., 

pp. 3–427). New York: The Guilford Press. 

Kline, R. B. (2005). Principles and practice of structural equation modeling. 

Methodology. (2nd Edition ed.). New York: The Guilford Press 

Kothari, C. R. (2004). Research methodology: methods and techniques. 2nd ed. New 

Delhi. New Age International .  

Kouzes, J. M., & Posner, B. Z. (2010). The Truth About Leadership. San 

Francisco,CA: Jossey-Bass. 

Kouzes, J. M., & Posner, B. Z. (2007). The leadership challenge, 4th: San Francisco. 

John Wiley & Sons, Inc. 

Kowalski, R. M. (1996). Complaints and complaining: functions, antecedents, and 

consequences. Psychological Bulletin, 119(2), 179-196. 

Krejcie, R. V., & Morgan, D. W. (1970). Determining sample size for research 

activities. Educational and Psychological Measurement, 30(3), 607-610. 

Kumar, R. (2011). Research methodology : A step-by-step guide for beginners(3rd 

ed.). Los Angeles: SAGE. 

Lam, C. F. (2013). Direct or Polite? Antecedents and Consequences of How 

Employees Express Voice . Doctoral dissertation. University of Michigan., 

Latham, B. (2007). Sampling: What is it? Quantitative Research Methods. Retrieved 

March 29, 2015, from http://webpages.acs.ttu.edu/ 

Lee, J. (2011). Aligning organizations for positive change: The role of leadership in 

matching strategy, culture, and social networks to vital organizational 

challenges. Advances in Global Leadership, 6(1), 71-94. 



198 

 

 

 

Lee, P. K. C., Cheng, E. T. C., Yeung, A. C. L., & Lai, K. H. (2011). An empirical 

study of transformational leadership, team performance and service quality in 

Retail Banks. Omega, 39(6), 690-701. 

LePine, J. A., & Van Dyne, L. (1998). Predicting voice behaviour in work groups. 

Journal of Applied Psychology, 83(6), 853-857. 

Levin, K. A. (2006). Study design III: Cross-sectional studies. Evidence-based 

dentistry, 7(1), 24-25. 

Li, Y., & Sun, J. M. (2015). Traditional Chines leadership and employee voice 

behaviour: A crosslevel examination. The Leadership Quarterly, 26(2), 172–

189. 

Liang, J., & Gong, Y. (2013). Capitalizing on proactivity for informal mentoring 

received during early career: The moderating role of core self‐

evaluations. Journal of Organizational Behaviour, 34(8), 1182-1201. 

Liang, J., Farh, C. I., & Farh, J. L. (2012). Psychological antecedents of promotive and 

prohibitive voice: A two-wave examination. Academy of Management Journal, 

55(1), 71-92. 

Liu, W., Tangirala, S., Lam, W., Chen, Z., Jia, R. T., & Huang, X. (2015). How and 

when peers’ positive mood influences employees’ voice. Journal of Applied 

Psychology, 100(3), 976-989. 

Liu, S. M., & Liao, J. Q. (2013). Transformational Leadership and Speaking up: Power 

Distance and Strucural Distance as Moderators. Social Behaviour and 

Personality: An International Journal, 41(10), 1747-1756. 

Liu, W., Zhu, R., & Yang, Y. (2010). I warn you because I like you: Voice behaviour, 

employee identifications, and transformational leadership. The Leadership 

Quarterly, 21(1), 189-202. 

Litz, D. (2014). Perceptions of School Leadership in the United Arab Emirates 

(UAE). Doctoral dissertation, University of Calgary. 

Locke, E. A. (1976). The Nature and Causes of Job Satisfaction. In M.D. Dunnette 

(Ed.), Handbook of industrial and organizational psychology (1297-1349). 

Chicago: Rand McNally. 

Lok, P., & Crawford, J. (2004). The effect of organisational culture and leadership 

style on job satisfaction and organisational commitment: A cross-national 

comparison. Journal of Management Development, 23(4), 321-338. 



199 

 

 

 

Lo, M.-C., Ramayah, T. & Min, H.W. (2009), “Leadership styles and organizational     

commitment: a test on Malaysia manufacturing industry. African Journal of 

Marketing Management, 1 (16), 133-139. 

Lu, C. S., & Yang, C. S. (2010). Safety leadership and safety behaviour in 

containerterminal operations. Safety science, 48(2), 123-134. 

Lu, Lu, A. C., Gursoy, D., & Neale, N. R. (2016). Work engagement, job satisfaction, 

and turnover intentions: A comparison between supervisors and line-level 

employees. International Journal of Contemporary Hospitality 

Management, 28(4), 737-761. 

Lunenburg, F. (2010). Leader-member exchange theory: Another perspective on the 

leadership process. International Journal of Management, Business and 

Administration, 13(1), 1-5. 

MacKinnon, D.P., Fairchild, A.J., & Fritz, M.S. (2007). Mediation analysis. Annual 

Review of Psychology, (2007)58, 593-614. 

McKinley, J. K. (2015). A Missiological Analysis of Transformational Leadership 

Theory.Doctoral dissertation. University of the Southern Baptist Theological 

Seminary. 

McNeill, Patrick, & Steve Chapman. (2005). Research methods (3rd ed.). London: 

Routledge. 

MacFarlane, M. J. (2009). An exploration into my leadership style as a new principal. 

Doctoral dissertation. University of Victoria. 

MacKenzie, S.B., Podsakoff, P.M. & Podsakoff, N.P. (2011), Challenge-oriented 

organizational citizenship behaviours and organizational effectiveness: do 

challenge-oriented behaviours really have an impact on the organization’s 

bottom line. Personnel Psychology, 64 (3), 559-592. 

MacLeod, D. & Clarke, N. (2009). Engaging for Success: Enhancing Performance 

through Employee Engagement. A Report to Government. Department for 

Business, Innovation and Skills (BIS), London.  

MacGregor, D. (1960). The human side of enterprise. New York. 

Madlock, P. E. (2008). The link between leadership style, communicator competence, 

and employee satisfaction. Journal of Business Communication, 45(1), 61-78. 

Mafini, C., & Pooe, D. R. (2013). The relationship between employee satisfaction and 

organisational performance: Evidence from a South African government 

department. SA Journal of Industrial Psychology, 39(1), 1-9 



200 

 

 

 

Malik, M. E., Nawab, S., Naeem, B., & Danish, R. Q. (2010). Job satisfaction and 

organizational commitment of university teachers in public sector of Pakistan. 

International Journal of Business and Management, 5(6), 17-26. 

Markus, K. A. (2012). Principles and Practice of Structural Equation Modeling by Rex 

B. Kline. Structural Equation Modeling: A Multidisciplinary Journal, 19(3), 

509-512. 

Marsh, H. W., & Hocevar, D. (1985). Application of confirmatory factor analysis to 

the study of self-concept: First-and higher order factor models and their 

invariance across groups. Psychological Bulletin, 97(3), 362-582. 

Mary, N. L. (2005). Transformational leadership in human service organizations. 

Administration in Social Work, 29(2), 105–118. 

Maser, M. J. (2011). A construct validity study of differentiation of self-measures and 

their correlates.Doctoral dissertation, Seton Hall University. 

Mathiyazhagan, T., & Nandan, D. (2010). Survey research method. Media Mimanasa 

Journals, 1(1), 34-82 

Maynes, T. D., & Podsakoff, P. M. (2014). Speaking more broadly: An examination 

of the nature, antecedents, and consequences of an expanded set of employee 

voice behaviours. Journal of Applied Psychology, 99(1), 1-26. 

McClean, E. J., Burris, E. R., & Detert, J. R. (2013). When does voice lead to exit? It 

depends on leadership. Academy of Management Journal, 56(2), 525-548. 

Men, L. R. (2014). Strategic Internal Communication: Transformational Leadership, 

Communication Channels, and Employee Satisfaction. Management 

Communication Quarterly. 1(21), 1-20, 

Metwally, A. H., El-bishbishy, N., & Nawar, Y. S. (2014). The impact of 

transformational leadership style on employee satisfaction. The Business & 

Management Review, 5(3), 32-42. 

Miceli, M. P. & Near, J. P. (1992). Blowing the Whistle: The Organizational and Legal 

Implications for Companies and Employees, New York: Lexington Press. 

Miceli, M. P., Near, J. P., & Dworkin, T. M. (2013). Whistle-blowing in organizations. 

Psychology Press. 

Miles, S. J., & Muuka, G. N. (2011). Employee choice of voice: a new workplace 

dynamic. Journal of Applied Business Research, 27(4), 91-104. 

Mitchell, L. D. (2011). Job Satisfaction and Affective Events Theory: What Have We 

Learned in the Last 15 Years. Business Renaissance Quarterly, 6(2), 43-53. 



201 

 

 

 

Mohammad, S., Al-Zeaud, H., & Batayneh, A. (2011). The relationship between 

transformational leadership and employees’ satisfaction at Jordanian Private 

Hospitals. Journal of Business and Economics Horizon, 5(2), 35-46. 

Molla, M. I. H. (2014). Ensuring Job Satisfaction for Managing People at Work. 

Global Disclosure of Economics and Business, 4(2), 155-166. 

Monette, D., Sullivan, T., & DeJong, C. (2005). Applied Social Research: A Tool for 

the Human Services. 6th edition. Cengage Learning. 

Mowbray, P. K., Wilkinson, A., & Tse, H. H. (2015). An integrative review of 

employee voice: Identifying a common conceptualization and research 

agenda. International Journal of Management Reviews, 17(3), 382-400. 

Morcol, G. & Ivanova, N. P. (2010). Methods taught in public policy programs: Are 

quantitative methods still prevalent? Journal of Public Affairs Education, 16(2), 

255-277. 

Moynihan, D. P., & Pandey, S. K. (2007). Finding workable levers over work 

motivation comparing job satisfaction, job involvement, and organizational 

commitment. Administration & Society, 39(7), 803-832. 

Morrison, E. W. (2014). Employee voice and silence. Annual Review of 

Organizational Psychology and Organizational Behaviour, 1(1), 173-197. 

Morrison, E. W. (2011). Employee voice behaviour: Integration and directions for 

future research. The Academy of Management Annals, 5(1), 373-412. 

Morrison, E. W., & Milliken, F. J. (2000). Organizational silence: A barrier to change 

and development in a pluralistic world. Academy of Management Review, 25(4), 

706-725. 

Motowildo, S. J., Borman, W. C., & Schmit, M. J. (1997). A theory of individual 

differences in task and contextual performance. Human performance, 10(2), 71-

83. 

Munir, R. I. S., Rahman, R. A., Malik, A. M. A., & Ma’amor, H. (2012). Relationship 

between Transformational Leadership and Employees’ Job Satisfaction among 

the Academic Staff. Procedia-Social and Behavioural Sciences, 65 (2012), 885-

890. 

Near, J. P., & Miceli, M. P. (1985). Organizational dissidence: The case of whistle-

blowing. Journal of Business Ethics, 4(1), 1-16. 



202 

 

 

 

Negussie, N., & Demissie, A. (2013). Relationship between leadership styles of nurese 

managers and nurses’ job satisfaction in Jimma University specialized 

hospital. Ethiopian Journal of Health Sciences, 23(1), 50-58. 

Newstrom, J. W. (2011). Organizational behaviour: Human behaviour at work (13th 

ed.).New York, NY: McGraw-Hill/Irwin. 

Neuman, W. L. (2006) Social Research Methods: Qualitative and Quantitative 

Approaches. 6th Edition.USA: Pearson International Edition. 

Ngah, H. C., Musa, M. F., Rosli, Z. N., Bakri, M. N. M., Zani, A. M., Ariffin, A., & 

Nair, G. K. S. (2013). Leadership Styles of General Managers and Job 

Satisfaction Antecedent of Middle Managers in 5-Star Hotels in Kuala Lumpur, 

Malaysia. Asian Social Science, 9(15), 220-226. 

Noelle‐Neumann, E. (1974). The spiral of silence a theory of public opinion. Journal 

of Communication, 24(2), 43-51. 

Northouse, P. G. (2010). Leadership: Theory and Practice (5th ed.). Thousand Oaks, 

CA: Sage 

Northouse, P.G. (2001). Leadership/theory and practice, London: Sage 

Norusis, M.J. (2008), SPSS Statistics 17.0 Guide to Data Analysis, River: Prentice-

Hall, Upper Saddle. 

Noruzy, A., Dalfard, V. M., Azhdari, B., Nazari-Shirkouhi, S., & Rezazadeh, A. 

(2013). Relations between transformational leadership, organizational learning, 

knowledge management, organizational innovation, and organizational 

performance: an empirical investigation of manufacturing firms. The 

International Journal of Advanced Manufacturing Technology, 64(5), 1073-

1085. 

Nunnally, J. (1978), Psychometric Theory, 2nd ed., McGraw-Hill, New York, NY. 

Nusair, N., Ababneh, R., & Bae, Y. K. (2012). The impact of transformational 

leadership style on innovation as perceived by public employees in Jordan. 

International Journal of Commerce and Management, 22(3), 182-201. 

Nyenyembe, F. W., Maslowski, R., Nimrod, B. S., & Peter, L. (2016). Leadership 

Styles and Teachers' Job Satisfaction in Tanzanian Public Secondary 

Schools. Universal Journal of Educational Research, 4(5), 980-988. 

Okpu, T., & Jaja, S. A. (2014). Joint Consultation and Workers Commitment in 

Nigerian Banking Industry. International Journal of Business and Management, 

9 (3), 53-63 



203 

 

 

 

Olsen, B. (2011). Transformational Leadership Behaviours Among Future Search 

Leaders. Doctoral dissertation. Walden University.  

Omar, W. W. (2013). Transformational leadership style and job satisfaction 

relationship: a study of structural equation modeling (SEM). International 

journal of Academic Research in Business and Social Sciences, 3(2), 346-365. 

Oxford Economics. (2016). Economic Benefits from Air Transport in Jordan. 

Retrieved from https://www.iata.org/policy/Documents/Benefits-of-Aviation-

Jordan-2011.pdf 

Packard, T. (2004). The supervisor as transformational leader. In M. Austin & K. 

Hopkins (Eds.), Supervision as collaboration in the human services (pp. 151–

163). Thousand Oaks, CA: SAGE. 

Pallant, J. (2013). SPSS Survival Manual. United Kingdom,McGraw-Hill Education  

Pallant, J. (2001). Spss Survival Manual : A Step by Step Guide to Data Analysis Using 

Spss for Windows (Version 10), Allen & Unwin, St Leonards. 

Panagopoulos, N., & Dimitriadis, S. (2009). Transformational leadership as a mediator 

of the relationship between behaviour-based control and salespeople's key 

outcomes: An initial investigation. European Journal of Marketing. 43(7), 

1008-1031. 

Paraschiv, D. (2013). A review of leadership. An. St. Univ. Ovidius Constanta, 21(2), 

253-262. 

Parasuraman, B., & Jones, M. L. (2006). Joint Consultative Committee in the 

Malaysian Postal Industry. 21st Century Work - High Road or Low Road? 

Proceedings of the 20th conference of the association of industrial relations 

academics of Australia and New Zealand. 413-420 

Pasa, S., Kabasakal, H., & Bodur, M. (2001). Society, organisations, and leadership in 

Turkey. Applied Psychology, 50(4), 559-589. 

Patton, M. Q. (2015). Qualitative research & evaluation methods: Integrating theory 

and practice (4th ed.). Thousand Oaks, CA: Sage. 

Paulraj, A. (2011). Understanding the relationship between internal resources and 

capabilities, sustainable supply management and organizational 

sustainability. Journal of Supply Chain Management, 47(1), 19-37. 

Peat, J., Mellis, C., & Williams, K. (2002). Health science research: a handbook of 

quantitative methods.London: Sage Publications. 



204 

 

 

 

Peirce, E., Smolinski, C. A., & Rosen, B. (1998). Why sexual harassment complaints 

fall on deaf ears. The Academy of Management Executive, 12(3), 41-54., 43(7), 

1008-1031. 

Peterson, S. J., Walumbwa, F. O., Byron, K., & Myrowitz, J. (2009). CEO positive 

psychological traits, transformational leadership, and firm performance in high-

technology start-up and established firms. Journal of Management, 35(2), 348-

368. 

Perry, J. L., Mesch, D., & Paarlberg, L. (2006). Motivating employees in a new 

governance era: The performance paradigm revisited. Public Administration 

Review 66(4), 505-514. 

Perreault, D., Cohen, L. R., & Blanchard, C. M. (2015). Fostering transformational 

leadership among young adults: a basic psychological needs 

approach. International Journal of Adolescence and Youth, 21 (3), 341-355. 

Piccolo, R. F., & Colquitt, J. A. (2006). Transformational leadership and job 

behaviours: The mediating role of core job characteristics. Academy of 

Management Journal, 49(2), 327-340. 

Pinder, C. C., & Harlos, K. P. (2001). Employee silence: quiescence and acquiescence 

as responses to perceived injustice. Research in Personnel and Human 

Resources Management, 20(1), 331-369. 

Piriyathanalai, W., & Muenjohn, N. (2012). Is there a link? Employee satisfaction and 

service quality. World journal of Management, 4(1), 82-92. 

Power, R. L. (2013). Leader-Member Exchange Theory in Higher and Distance 

Education. International Review of Research in Open and Distance Learning, 

14(4).278-283. 

Preacher, K. J., & Hayes, A. F. (2008). Asymptotic and resampling strategies for 

assessing and comparing indirect effects in multiple mediator models. 

Behaviour Research Methods, 40(3), 879-891. 

Premeaux, S. F., & Bedeian, A. G. (2003). Breaking the Silence: The Moderating 

Effects of Self‐Monitoring in Predicting Speaking Up in the 

Workplace. Journal of Management Studies, 40(6), 1537-1562. 

Proctor, C. (2014). Effective Organizational Communication Affects Employee 

Attitude, Happiness, and Job Satisfaction. Doctoral dissertation, Southern Utah 

University. 



205 

 

 

 

Purcell, J, Kinnie, K, Hutchinson, Rayton, B & Swart, J (2003) People and    

Performance: How People Management Impacts on Organisational 

Performance, CIPD, London 

Purcell, J. (2014). Can employee voice and participation unlock employee 

engagement? Insights: Melbourne Business and Economics, 15(1), 23-30. 

Rad, A. M. M., & Yarmohammadian, M. H. (2006). A study of relationship between 

managers' leadership style and employees' job satisfaction. Leadership in 

Health Services, 19(2), 11-28.  

Ryan, R. M., & Deci, E. L. (2000). Intrinsic and extrinsic motivations: Classic 

definitions and new directions. Contemporary educational psychology, 25(1), 

54-67. 

Ramasodi, J. M. B. (2010). Factors Influencing Job Satisfaction Among Healthcare 

Professionals at South Rand Hospital. Doctoral dissertation. University of 

Limpopo. 

Remenyi, D., Williams, B., Money, A., & Swartz, E. (1998). Doing Research in 

Business and Management: An Introduction to Process and Method. SAGE. 

Randall, L. M. (2012). Transforming a university: a study of process 

leadership. Academy of Educational Leadership Journal, 16(2), 1-20 

Rees, C., Alfes, K., & Gatenby, M. (2013). Employee voice and engagement: 

connections and consequences. The International Journal of Human Resource 

Management, 24(14), 2780-2798. 

Riaz, A., & Haider, M. H. (2010) Role of Transformational and Transactional 

leadership on job satisfaction and Career Satisfaction. Business Economic 

Horizontal , 1 (1), 29-38. 

Rijal, S. (2016). Leadership Style And Organizational Culture In Learning 

Organization: A Comparative Study. International Journal of Management & 

Information Systems, 20(2), 17-26. 

Robbins, S. P., & Judge, T. A. (2012). Organizational Behaviour 15th Edition. 

Chicago: Prentice Hall. 

Roberts, J. M., & Thinking, W. (2008). Transformational leadership: can it be trained? 

Worldview Thinking, (2008) 1-17.  

Rodriguez, J. M. (2009). Racial Differences in Job Satisfaction: An Explanatory 

Model. Doctoral dissertation. Texas A&M University. 



206 

 

 

 

Rosen, S. & Tesser, A. (1970). On reluctance to communicate undesirable information: 

The MUM effect. Sociometry, 33(3), 253-263. 

Royal Jordanian Airlines. (2015). Annual Report. Retrieved from 

http://www.rj.com/en/reports 

Royer, S., Waterhouse, J., Brown, K., & Festing, M. (2008). Employee voice and 

strategic competitive advantage in international modern public corporations–an 

economic perspective. European Management Journal, 26(4), 234-246. 

Rucker, D. D., Preacher, K. J., Tormala, Z. L., & Petty, R. E. (2011). Mediation 

analysis in social psychology: Current practices and new 

recommendations. Social and Personality Psychology Compass, 5(6), 359-371. 

Ryan, R. M., & Deci, E. L. (2000). Self-determination theory and the facilitation of 

intrinsic motivation, social development, and well-being. American 

Psychologist, 55(1), 68-78. 

Ryan, R. M. & Deci, E. L. (2017). Self-Determination Theory: Basic Psychological 

Needs in Motivation, Development, and Wellness. Guilford Publishing. New 

York. 

Sabri, H. (2004), “Socio-cultural values and organizational culture”, in Becker, K. 

(Ed.), Islam and Business (123-45), Binghamton.NY: Haworth Press. 

Sabri, H. (2008). Jordanian managers' leadership styles in comparison with the 

International Air Transport Association (IATA) and prospects for knowledge 

management in Jordan. International Journal of Commerce and Management, 

17(1/2), 56-72. 

Sabri, H. A. (2011). Beyond Arab Spring: Societal Context and Prospects for a New 

Paradigm of Arab Management. Journal of Social and Development 

Sciences, 2(5), 214-222. 

Sabri, H. A. (2012). Re-examination of Hofstede's work value orientations on 

perceived leadership styles in Jordan. International Journal of Commerce and 

Management, 22(3), 202-218. 

Saif, S. K., Nawaz, A., Jan, F. A., & Khan, M. I. (2012). Intedispinaliry Journal of 

Contemporary Research in Business, 3(9), 1382-1395. 

Saleem, H. (2015). The impact of leadership styles on job satisfaction and mediating 

role of perceived organizational politics. Procedia-Social and Behavioural 

Sciences, 172(1), 563-569. 

http://www.rj.com/en/reports


207 

 

 

 

Saleem, R., Mahmood, A., & Mahmood, A. (2010). Effect of work motivation on job 

satisfaction in mobile telecommunication service organizations of Pakistan. 

International Journal of Business and Management, 5(11), 213-222. 

Sancar, M. (2009). Leadership behaviours of school principals in relation to teacher 

job satisfaction in north Cyprus. Procedia-Social and Behavioural Sciences, 

1(1), 2855-2864. 

Sarros, J. C., & Santora, J. C. (2001). The transformational-transactional leadership 

model inpractice. Leadership and Organization Development Journal, 22(8), 

383-394. 

Sattar, S., & Ali, N. (2014). Level of Job Satisfaction among Employees of Banking 

Industries at Bahawalpur. Developing Country Studies, 4(3), 1-6. 

Saunders, M.; Lewis, P.; Thornhill, A. (2009) Research Methods for Business Students 

5th Ed. Pearson Education Limited, India. 

Schniederjans, D., Schniederjans, M., & Levy, Y. (2012). Equity Theory Based 

Strategies for Students on Overcoming Problems in Ph. D. Dissertation 

Committees. International Journal of Doctoral Studies, 7(1), 221-234. 

Sekaran, U. (2003). Research Methods for Business (4th ed.). Hoboken, NJ: John 

Wiley & Sons. 

Sekaran, U. (2005). Research Methods for Business a Skill Building Approach (4th 

ed.): John Wiley & Sons. 

Seltzer, J., & Bass, B. M. (1990). Transformational leadership: Beyond initiation and 

consideration. Journal of Management, 16(4), 693-703. 

Shamir, B., House, R. J., & Arthur, M. B. (1993). The motivational effects of 

charismatic leadership: A self-concept based theory. Organization Science, 

4(4), 577-594. 

Schreiber, J. B., Nora, A., Stage, F. K., Barlow, E. A., & King, J. (2006). Reporting 

Structural Equation Modeling and Confirmatory Factor Analysis Results: A 

Review. The Journal of Educational Research, 99 (6), 323-337. 

Shadraconis, S. (2013). Organizational Leadership in Times of Uncertainty: Is 

Transformational Leadership the Answer? LUX: A Journal of Transdisciplinary 

Writing and Research, 2(1), 1-14. 

 

 



208 

 

 

 

Sheikh, A. Z., Newman, A., & Al Azzeh, S. A. F. (2013). Transformational leadership 

and job involvement in the Middle East: the moderating role of individually held 

cultural values. The International Journal of Human Resource 

Management, 24(6), 1077-1095. 

Schulze, S., & Steyn, G. M. (2003). Educators' motivation: Differences related to 

gender, age and experience. Acta Academica-University of the Free State, 35(3), 

138-160. 

Shurbagi, A. M. A., & Zahari, I. B. (2013). The Relationship between 

Transformational Leadership and Organizational Culture in National Oil 

Corporation of Libya. International Journal of Business Administration, 4(4), 

26-34 

Singh, Kavita (2008). Relationship between Learning Organization and 

Transformational Leadership: Banking Organizations in India, International 

Journal of Business and Management Science, 1(1). 97-111. 

Sinha, D., & Shukla, K. S. (2012). Comparative study of Job satisfaction of the 

employees of Private and Public Sector Banks. Journal of Management, 1(1), 

1-96 

Şirin, A. F. (2009). “Analysis of relationship between job satisfaction and attitude”, 

Journal of Theory and Practice in Education, 5(1), 85-104.  

Smith, R. (2015). Advantages and Barriers to Transformational Leadership 

Implementation in a Scientific Laboratory. Walden University, Doctoral 

dissertation. 

Smyth, R., Nielsen, I., Zhai, Q., Liu, T., Liu, Y., Tang, C., & Zhang, J. (2011). A study 

of the impact of environmental surroundings on personal well-being in urban 

China using a multi-item well-being indicator. Population and Environment, 

32(4), 353-375. 

Smothers, J., Doleh, R., Celuch, K., Peluchette, J., & Valadares, K. (2016). Talk Nerdy 

To Me: The Role of Intellectual Stimulation in the Supervisor-Employee 

Relationship. Journal of Health and Human Services Administration, 38(4), 

478-508. 

Shadraconis, S. (2013). Organizational Leadership in Times of Uncertainty: 

Transformational Leadership the Answer? LUX: A Journal of 

Transdisciplinary Writing and Research, 2(1), 1-15. 



209 

 

 

 

Sosik, J. J., Potosky, D., & Jung, D. I. (2002). Adaptive Self-regulation: Meeting 

Others' Expectations of Leadership and Performance. Journal of Social 

Psychology, 42(2), 211-232. 

Spector, P. E. (1985). Measurement of human service staff satisfaction: development 

of the Job Satisfaction Survey. American Journal of Community Psychology, 

13(6), 693-713. 

Spector, P.E. (1997). Job Satisfaction: Application, Assessment, Causes and 

Consequences. Thousand Oaks, CA: Sage Publications. 

Speerforck, A., & Richter, N. F. (2014). International Differences in the Importance 

of Antecedents to Job Satisfaction and the Role of Socio-Economic 

Characteristics. Management@ TUHH Research Papers Series. 

Springer, G. J. (2011). A study of job motivation, satisfaction, and performance among 

bank employees. Journal of Global Business Issues, 5(1), 29-42. 

Steingrímsdóttir, H. (2012). The Relationship between Internal Communication and 

Job Satisfaction. A Case Study. Master Thesis. Copenhagen Business School. 

Stogdill, R. M. (1974). Handbook of leadership: A survey of theory and research. Free 

Press. 

Strauss, G. (2006). Worker Participation—Some Under‐Considered Issues. Industrial 

Relations: A Journal of Economy and Society, 45(4), 778-803. 

Sullivan, E. M. (2012). A Correlational Study of Perceived Transformational 

Leadership Styles and Job Satisfaction among Social Workers. University 

Phoenix. Doctoral dissertation. 

Surakka, T. (2008). The nurse manager's work in the hospital environment during the 

1990s and 2000s: responsibility, accountability and expertise in nursing 

leadership. Journal of Nursing Management, 16(5), 525-534. 

Sušanj, Z., & Jakopec, A. (2012). Fairness perceptions and job satisfaction as 

mediators of the relationship between leadership style and organizational 

commitment. Psychological Topics, 21(3), 509-526. 

Tanaka, J.S. & Huba, G.J. (1985). A fit index for covariance structure models under 

arbitrary GLS estimation. British Journal of Mathematical and Psychology, 

38(1), 197-201.  

Tangirala, S., Kamdar, D., Venkataramani, V., & Parke, M. R. (2013). Doing right 

versus getting ahead: The effects of duty and achievement orientations on 

employees’ voice. Journal of Applied Psychology, 98(6), 1040-1050. 



210 

 

 

 

Tangirala, S., & Ramanujam, R. (2012). Ask and you shall hear (but not always): 

Examining the relationship between manager consultation and employee 

voice. Personnel Psychology, 65(2), 251-282. 

Tangirala, S., & Ramanujam, R. (2008). Exploring nonlinearity in employee voice: 

The effects of personal control and organizational identification. Academy of 

Management Journal, 51(6), 1189-1203. 

Tafvelin, S. (2013). The Transformational Leadership Process: Antecedents, 

Mechanisms, and Outcomes in the Social Services. Doctoral dissertation, Umea 

University. 

Taylor, J. (2007). The impact of public service motives on work outcomes in Australia: 

a comparative multi-dimensional analysis. Public Administration, 85(4), 931–

959. 

Taylor, J., & Westover, J. H. (2011). Job satisfaction in the public service. Public 

Management Review, 13 (5), 731–751. 

Temple, J. C. (2013). A Quantitative Study of Factors Contributing to Perceived Job 

Satisfaction of Information Technology Professionals Working in California 

Community Colleges. Doctoral dissertation. University Of La Verne.  

Tesfaw, T. A. (2014). The relationship between transformational leadership and job 

satisfaction: The case of government secondary school teachers in 

Ethiopia. Educational Management Administration & Leadership, 42(6), 903-

918. 

Thibaut, J. W., & Walker, L. (1975), Procedural Justice: A Psychological Analysis. 

Hillsdale, NJ: Erlbaum 

Truong, H. N., & Lee, C. W. (2014). The Relationship between Employee Job 

Satisfaction and Productivity in the Banking Industry: The Case of Vietnam. 

African Journal of Social Sciences, 4(2), 39-49. 

Tabachnick BG., & Fidell L.S. (2012) Using Multivariate Statistics, 6th edition. Allyn 

& Bacon:Needham Heights, MA. 

Tabanchnick, B.G., & Fidell, L.S. (2007). Using Multivariate Statistics (5th ed.). 

Boston; Pearson Education Inc. 

Triller, C. (2011). Transformational Speaking: An Examination of Leadership 

Communication Style Impact on Employee Engagement during Corporate 

Transformation. Doctoral dissertation, Gonzaga University, Spokane, Wash. 



211 

 

 

 

Umar, M., & Hassan, Z. (2013). Antecedents and outcomes of voice and silence 

behaviours of employees of tertiary educational institutions in Nigeria. 

Procedia-Social and Behavioural Sciences, 97(2013), 188-193. 

Valentine, S., Godkin, L., Fleischman, G. M., & Kidwell, R. (2011). Corporate ethical 

values, group creativity, job satisfaction and turnover intention: The impact of 

work response. Journal Business Ethics, 98(3), 353-372. 

Van Dyne, L. V., Ang, S., & Botero, I. C. (2003). Conceptualizing Employee Silence 

and Employee Voice as Multidimensional Constructs. Journal of Management 

Studies, 40(6), 1359-1392. 

Van Dyne, L., & LePine, J. A. (1998). Helping and voice extra-role behaviours: 

Evidence of construct and predictive validity. Academy of Management 

Journal, 41(1), 108-119. 

Van Dyne, L., Cummings, L. L., & Parks, J. M. (1995). Extra-role behaviours: In 

pursuit of construct and definitional clarity. Research in Organizational 

Behaviour, 17(1), 215–285. 

Van Knippenberg, D., & Sitkin, S. B. (2013). A critical assessment of charismatic 

Transformational leadership research: Back to the drawing board? The Academy 

of Management Annals, 7(1), 1-60. 

Voon, M. L., Lo, M. C., Ngui, K. S., & Ayob, N. B. (2011). The influence of leadership 

styles on employee job satisfaction in public sector organization Malaysia. 

International Journal of Business, Management and Social Sciences, 2(1), 24-

32. 

Walumbwa, F. O., & Schaubroeck, J. (2009). Leader personality traits and employee 

voice behavior: mediating roles of ethical leadership and work group 

psychological safety. Journal of Applied Psychology, 94(5), 1275-1286. 

Walumbwa, F. O., Cropanzano, R., & Hartnell, C. A. (2009). Organizational justice, 

voluntary learning behaviour, and job performance: A test of the mediating 

effects of identification and leader‐member exchange. Journal of 

Organizational Behaviour, 30(8), 1103-1126. 

Wang, G., Oh, I.-S., Courtright, S. H., & Colbert, A. E. (2011). Transformational 

leadership and performance across criteria and levels: A meta-analytic review 

of 25 years of research. Group & Organization Management, 36(2), 223–270 



212 

 

 

 

Wang, X.-H., & Howell, J. M. (2010). Exploring the Dual-Level Effects of 

Transformational Leadership on Followers. Journal of Applied Psychology, 

95(6), 1134–1144. 

Wang, D. S., & Shyu, C. L. (2008). Will the strategic fit between business and HRM 

strategy influence HRM effectiveness and organizational performance? 

International Journal of Manpower, 29(2), 92-110. 

Wang, Y. S., & Huang, T. C. (2009). The relationship of transformational leadership 

with group cohesiveness and emotional intelligence. Social Behaviour and 

Personality: An International Journal, 37(3), 379-392. 

Westen, D., & Rosenthal, R., (2003). Quantifying construct validity. Journal of 

Persorzality am1 Social Psychology, 84(3), 608-618. 

Wheaton, B., Muthen, B., Alwin, D., F., and Summers, G. (1977), Assessing 

Reliability and Stability in Panel Models," Sociological Methodology, 8(1), 84-

136. 

Wilkinson, A., & Fay, C. (2011). New times for employee voice? Human Resource 

Management, 50(1), 65-74. 

Wilkinson, D., & Birmingham, P. (2003). Using Research Instruments: A Guide For 

Researchers. London: Routledge Falmer. 

Williams, K. D., & Sommer, K. L. (1997). Social ostracism by coworkers: Does 

rejection lead to loafing or compensation? Personality and Social Psychology 

Bulletin, 23(7), 693-706. 

Wigfield, A.; Guthrie, J. T.; Tonks, S.; Perencevich, K. C. (2004). Children's 

motivation for reading: Domain specificity and instructional 

influences. Journal of Educational Research, 97(1), 299–309 

Wright, T. A. (2006). The emergence of job satisfaction in organizational behaviour: 

A historical overview of the dawn of job attitude research. Journal of 

Management History, 12(3), 262-277. 

Wulandari, M. P., & Burgess, J. (2011). The linkage between trust, communication 

opennes in the workplace, and employees ‘satisfaction: An Indonesian case 

study. Employment Relations Record, 11(2), 56-74. 

Wright, B. E., Moynihan, D. P., & Pandey, S. K. (2012). Pulling the levers: 

Transformational leadership, public service motivation, and mission valence. 

Public Administration Review, 72(2), 206–215. 



213 

 

 

 

Yang, M. L. (2012). Transformational leadership and Taiwanese public relations 

practitioners' job satisfaction and organizational commitment. Social Behaviour 

and Personality: an International Journal, 40(1), 31-46. 

Yıldız, I. G., & Şimşek, Ö. F. (2016). Different Pathways from Transformational 

Leadership to Job Satisfaction. Nonprofit Management and Leadershi, 27(1), 

59-77. 

Yukl, G. A. (2013). Leadership in organizations, 8th ed. Upper Saddle River, NJ: 

Pearson. 

Yukl, G. (1999). An evaluation of conceptual weaknesses in transformational and 

charismatic leadership theories. The Leadership Quarterly, 10(2), 285-305. 

Zaccaro, S. J. (2007). Trait-based perspectives of leadership. American 

Psychologist, 62(1), 6-16. 

Zafar, Z., Tariq, A., & Masood, R. A. (2016). The Effect of Authentic Leadership on 

Employee Voice. International Journal of Economics, Commerce and 

Management, 4(5), 246-261. 

Zainudin, A. (2012). Research Methodology and Data Analysis 5th Edition. Shah 

Alam: University Technology MARA Publication Centre (UiTM Press).  

Zechmeister, J. S., Zechmeister, E. B., & Shaughnessy, J. J. (2006). Essentials of 

Research Methods in Psychology. McGraw-Hill: Higher Education. 

Zeffane, R., Ibrahim, M. E., & Al Mehairi, R. (2008). Exploring the differential impact 

of job satisfaction on employee attendance and conduct: the case of a utility 

company in the United Arab Emirate. Employee Relations, 30(3), 237-250. 

Zhang, Y., LePine, J. A., Buckman, B. R., & Wei, F. (2014). It's not fair or is it? The 

role of justice and leadership in explaining work stressor–job performance 

relationships. Academy of Management Journal, 57(3), 675-697. 

Zhang, Z., & Xiuyuan, G. A. O. (2014). The Impact of Transformational Leadership 

on Employee Voice Behaviour: The Role of Organizational Identification and 

Procedural. International Business and Management, 9(2), 168-172. 

Zhu, W., Chew, I. K., & Spangler, W. D. (2005). CEO transformational leadership and 

organizational outcomes: The mediating role of human–capital-enhancing 

human resource management. The Leadership Quarterly, 16(1), 39-52.  

Zikmund, W., Babin, B., Carr, J.,& Griffin, M. (2010). Business Research Methods. 

8th edition, South-Western, Cengage Learning. 

 




