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Abstract: Employee job satisfaction is influenced by the internal organizational environment, which includes
organizational climate, leadership types and personnel relationships. The leaders in the universities should be aware
that transformational leadership styles play an important role in maintaining successful Job satisfaction.. The aim of
this study was to examine the effect transformational leadership on job satisfaction of the employees in Syrian private
universities. The quantitative method was used in data collection. A two-stage cluster sampling technique was
conducted which comprised of 351 faculty members and staff from seven private universities in Syria. A total of three
different sets of instruments were used, namely Multifactor Leadership (MLQ), Communicative Competence Scale
(CCS) and the Minnesota Satisfaction Questionnaire (MSQ). PLS-SEM technique was used to analyze the relationship
between the variables in this study. The study results pointed out that there was a significant relationship between
transformational leadership and job satisfaction.
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l. INTRODUCTION

The Universities around the world always try to improve their education services due to the highly competitive
environment. Since leadership plays a critical role in educational organization success (Osseo-Asare et al., 2005) this
research is focussed on leadership styles in HEI. Higher education sector has changed together with the changing
factors of the world globalization, technological improvements, societal changes and many more. Changes in higher
education, according to Oshagbemi (1997) have arisen from “the pressures of demand, the cultural shift in the
perception of higher education, financial pressures, structural and managerial diversity, and diversity of university
missions or emphases”. There are on-going discussions whether HEI should be viewed as business organization, if the
same practices should be applied when leading the educational institution.

The freedom of choice and movement gives a student a choice in preferred aspects of HEI — choice according to
ranking, reputation, public image, private or public, local or foreign, degree in native language or in foreign language
(Alonderiene and Klimaviciene, 2013). What is more, the same factors are also important to the staff and faculty of
universities. “HEI’s are labour intensive and their budgets are predominantly devoted to personnel, also the
effectiveness of higher education institutions is largely dependent on their staff” (Toker, 2011). The competitiveness
among universities grows exponentially, performance and quality of teaching, and academic work has to be
outstanding.

According to Bryman (2007), effective leader’s behaviors in HEI are setting direction, communicating it to the staff,
having strategic vision, creating positive organizational climate, being considerate and treating staff fairly, being
trustworthy and treating staff with integrity, involving academic staff in key decision making, providing feedback on
performance. Academic staff should be able to have the ability to influence the way organization functions, to have
enough freedom and autonomy in their position to be able to achieve the goals (Amzat and Idris, 2012).

Working environment has become more intense, and stressful, moreover there is a high pressure to perform, to
overcome cultural differences, survive in the globalizing and competitive world. Job satisfaction is commonly
understood as a set of emotions, feelings or attitudes toward one’s working environment. It is described as a pleasurable
feeling which stems from personal perceptions about fulfilments of one’s job and values (Noe et al., 2006). Employee
job satisfaction is a sense which is desirable in most of the organizations and valued by the staff. It is one of the key
indicators of organizational success (Toker, 2011). Lok and Crawford (2004) emphasize that both organizational
performance and effectiveness are influenced by the organizational satisfaction and job satisfaction.

A lot of researchers agree that satisfied university staff can contribute to organizational effectiveness, and motivation of
staff can trigger better results in student performance, the development of strong organizational culture, better image of
the institution and even higher numbers of talented students and faculty members (Siddique et al., 2011; Webb, 2008).
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Although many studies have been focussing on employee satisfaction in business organizations, there has been a
growing interest in the research of job satisfaction in HEIs (Toker, 2011). Amzat and Idris (2012) reveal that
management’s behavior acts as a mediator in the job satisfaction decision making style relationship, and that any
behavior of university management has a strong impact on job satisfaction of university staff. The researchers notice
that in Europe intrinsic factors such as job rank level, career are the predictors of higher job satisfaction among
employees.

Leadership plays a pivotal role in ensuring an effective environment for both the provision of scholarly services and the
attainment of strategic goals within any educational institution (Bennett et, al., 2003; Hempsall, 2014; Raz et al., 2012).
Critically, leadership plays a more long-term strategic role than management within an educational institution (Raz et
al., 2012).

This study tried to find out the relationship between transformational leadership as an independent variable, and
employee job satisfaction which would be considered as a dependent variable.

1. LITERATURE REVIEW

Transformational Leadership Style

Transformational leadership is the practice of leadership behaviors that empower followers to create vision, to promote
change, and to achieve a meaningful and satisfying work environment (Bass, 1985).

Also defined as “a process in which the leaders take actions to try to increase their associates' awareness of what is
right and important, to raise their associates' motivational maturity and to move their associates to go beyond the
associates' own self-interests for the good of the group, the organization, or society. Such leaders provide their
associates with a sense of purpose that goes beyond a simple exchange of rewards for effort provided” (Bass and
Avolio, 1997).

Yukl (2002) defined transformational leadership as “a process of bringing about crucial changes in the members’
attitudes and assumptions and obtaining their commitment for the purpose of fulfilling the organization’s mission and
objectives”. Bass (1985) further extended the concept of transformational leadership and presented a more elaborate
expansion of the construct. Bass (1985) and Waldman et al. (1988) also added that transformational leaders tend to
enhance and raise the overall awareness of their employees so that they can contribute towards achieving the different
outcomes, goals and vision required by an organization.

Avolio and Bass (1999) attempt to identify certain characteristics for transformational leaders, arguing that leaders
typically look for new approaches to accomplish objectives by seeking new opportunities in the face of risks
(Michaelis, et al., 2010). The leader also favours effectiveness over efficiency. Additionally, transformational leaders
prefer innovative thinking and, accordingly, they are unlikely to maintain the status quo in their organizations
(Panagopoulos and Dimitriadis, 2009). Furthermore, transformational leaders tend to create, shape and form from the
external circumstances, rather than just acting in response to them (Yiing and Ahmad, 2009). Schyns, et al., (2009)
stress that one of the main attributes of the transforming leader is that they recognize and exploit the existing needs or
demands of their potential followers. According to this view, the transforming leader continuously looks for potential
motives in their followers, seeks to satisfy their higher needs and fully engages with their followers. In support of this
view, Politis (2006) argues that transformational leaders should assess their followers' potentiality and ability to
perform certain tasks.

According to Bass (1985), leaders transform and motivate followers by, creating a new vision and emphasizing the
importance of particular task outcomes, encouraging followers to move beyond their own interests for the sake of the
organization, and stimulating the followers ‘higher order needs. Transformational leaders influence subordinates by
motivating and inspiring them to achieve organizational goals (Bass and Avolio, 1994).

Bass (1985) declared that transformational leaders inspire their followers to go above and beyond their own self
interests for the sake of the organization as a whole. As a result, these leaders are able to bring a deeper insight and
appreciation of input received from each member. Bass (1985) further argued that transformational leaders encourage
followers to think critically and look for new approaches to do their jobs. Moreover; according to Newman and Grigg
(2008) a transformational leader expects followers to provide divergent thinking and not simply to agree. These
challenges given to followers motivate them to become more involved in their tasks. This, in turn, leads to greater
satisfaction with their work and commitment to their Organization.

Job satisfaction
Job satisfaction has been defined in many ways but usually it can be considered as attitude (Weiss and Cropanzano,

1996), emotional feelings towards the job itself either the feeling of positive or negative because of one job experiences
(Odom, Boxx, and Dunn, 1990), pleasurable emotional state resulting from appraisal of one’s job (Brief, 1998), and
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positive orientation towards the job. Happock (as cited in Aziri, 2011), defines job satisfaction in combination of
element psychological, physiological and environmental and this approach focuses on the internal feeling of
employees. Job satisfaction is an important element of success in an organization. Job satisfaction is an important
research topic in industrial and organisational psychology (Amburgey ,2005).

Warr (2007) regards job satisfaction as one important dimension of an individual‘s happiness at work. Plenty of
attention has been given to Job satisfaction in recent years, resulting in the construct being extensively researched over
the past years. Some scholars believe that job satisfaction is about people and their jobs, and when organizations
promote job satisfaction, they will gain the benefits of increased employee commitment, performance, and retention as
well as reduced absenteeism and attrition (Helland and Winston, 2005). Syptak, Marsland, and Ulmer (1999) proposed
that satisfied employees tend to be more productive, creative and committed to their employers.

According to Dawson (2005), employee satisfaction is connected with employee behavior which is positive in nature. It
is true that satisfied workers generate clients who are satisfied and undeniably loyal. Job satisfaction/dissatisfaction is
applicable to different kinds of employees, regardless of the type of work they do. Attitudes of employees do have an
impact when positivity is seen towards their jobs which means they are satisfied with their job. A lot of researchers
agree that satisfied university staff can contribute to organizational effectiveness, and motivation of staff can trigger
better results in student performance, the development of strong organizational culture, better image of the institution
and even higher numbers of talented students and faculty members (Siddique et al., 2011; Webb, 2008).

Toker (2011) finds the satisfaction with compensation, supervision, salary, fringe benefits are evaluated lowest by the
academics. Satisfaction with social status, social service and ability utilization is evaluated highest. Toker’s (2011) also
noticed that there is a statistically significant relationship between job satisfaction and academic titles, age and the
years spent in the HEI. Higher rank, elderly staff and longer working staff are more satisfied with their job. There is no
significant difference in respondent’s marital status and gender. On the contrary, in Sukirno and Siengthai (2011) study
demographic variables like age, gender and experience have no significant effect on performance, while academic rank
has positive effect on performance and job satisfaction of faculty in HEI.

1. THE RELATIONSHIP BETWEEN THE VARIABLES AND HYPOTHESIS DEVELOPMENT

The result of most previous studies has proved the relationship between transformational leadership and job
satisfaction.

Saleem (2015) shows transformational leadership has positive association with job satisfaction through their inspiring
and motivating behavior. Leadership has also received a huge amount of attention, especially in higher education
institutions (Alonderiene and Majauskaite, 2016).

Employee job satisfaction is considered to be one of the most widely studied phenomena in organisational and
leadership studies, and hence multiple attempts have been made by researchers to evaluate and analyse it with reference
to different aspects of organisations such as leadership, work environment, employee performance, organisational
energy and more (Sun et al., 2016; Reid and Adler 2008; Buckman, 2015; Safi et al., 2016). Job satisfaction, as
described by Hasenfeld (2009), refers to the overall level of contentment that employees have with respect to their job
and their supervisors.

It is also argued that in order to enhance employees’ job satisfaction, it is important for leaders and managers to
establish a good relationship with their subordinates, which is a core behaviour of a transformational leader (Braun et
al., 2013; Yildiz and Simsek, 2016; Top, Akdere and Tarcan, 2015). On the other hand, Grosso (2008) argues that
adopting and utilising transformational behaviours in a higher education institution setting will create a harmonic and
efficient atmosphere sufficient enough to achieve not only academic and administrative staff goals, but also the
organisation’s aims, mission and vision.

Brown and Moshavi (2002) distributed the MLQ to 70 department chairs at various land-grant universities and
determined that individual characteristics of transformational leadership were found posittively linked to faculty
satisfaction. Other studies reported that transformational leadership is related with teacher outcomes. Fernandes and
Awamleh, (2004) in their study, confirmed that Transformational leadership style of mangers is related to job
satisfaction and will boost employees® job satisfaction. Barnett et al. (2005) found a strong correlation between
transformational leadership and teacher job satisfaction in secondary education. The very fact that transformational
leaders are connected with their subordinates will ensure that the employees are more motivated and satisfied.
Furthermore, the morale of the employees gets a boost. Yukl (2010) mentioned that employees are more satisfied as
opposed to being dissatisfied when transformational styles of leadership are being displayed.

He also suggested that transformational leaders are leaders who are visionary and authentic, and who use transforming
methods of leadership to change and improve organization. According to the transformational theory “the relationship
between transformational leadership and personal outcomes such as job satisfaction is well established” (Bass, 1998). It
was assumed that in universities where leaders use transformational behaviors, job satisfaction will be higher. Based on
the studies findings and explanation the first hypothesis was proposed as the following:
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H1: There is a significant relationship between transformational leadership and employees ‘job satisfaction.

From the description above, we can describe the research model as follows:

Job
Satisfaction

Transformational

Leadership

Figure 1. Framework

V. RESEARCH METHODOLOGY

Research Design: Quantitative research data are usually collected through questionnaires. Questionnaires are
considered the single most popular data collection tools in any research involving human subjects (Pickard, 2007).
Questionnaires should used to collect data because this method was both time consuming and cost effective (Dillman,
1991). As a result, questionnaires were used in this study to collect data. This study was cross-sectional as opposed to
being longitudinal in which data was collected more than once throughout the study period (Sekaran, 2003). The data
was collected once the final questionnaires were available after taking into account the modifications that had to be
incorporated for the final study.

Population: The population for this research is all the employees who are working in the private universities of Syria
excluding employees with leading role (leaders, supervisors and deans). The researcher excluded leaders, supervisors
and deans because this study was concerned with an investigation of their leadership style, so the respondents were
only faculty members and staff. The employee‘s rating of their leaders' leadership styles would be more valid than the
leaders™ self rating. This claim was supported by many studies (Kelley et al., 2005; Johnson et al., 2007).

Sampling Design: The private universities in Syria include twenty-two university distributed in different locations in
Syria. Seven private universities were selected from 22 private universities in total by using two-stage cluster sampling
technique. Based on the recent (2018) statistics of employment in universities of Syria, the total population of
employees in all levels and working in the private universities is 5098. This study follows Krejcie and Morgan (1970)
for determining sample size; the total targeted population size was 4078 possible participants. According to Krejcie and
Morgan (1970), for a population size of 4078, the sample size should be around 351 participants.

V. RESULTS AND DISCUSSION

The results of the study show transformational leadership Style affects job satisfaction with R2 = 0.454, path
coefficient p = 0.317, and Q2 = 0.299. In this study, there was 1 hypothesis tested and based on the results of test. The
results showed that H1 hypothesis are supported by the data.

Table 1. The Hypothesis Test of Research Model

Hypothesis Hypothesis Statement T-Value Result
H1 There is a significant relationship between transformational leadership and 8.02 Supported
employees ‘job satisfaction.

The result of testing the hypothesis found that:

Hypothesis 1: The H1 hypothesis was supported and accepted. The H1 hypothesis predicted that transformational
leadership style will positively influence employee job satisfaction in private Syrian universities.

CONCLUSION

The study results figured out that transformational leadership style had a significant relationship with job satisfaction.
in the private universities in Syria. Employees are one of the most important assets for an organization. Their role is
vital to the organization's success. In higher educational context for example, a faculty member plays an important role
in providing quality teaching to the students, enhancing their skills and doing research. Thus, it is important for the
organization to ensure that they have high job satisfaction. Also, other staff should have high job satisfaction while they
provide services and complete their job tasks.
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In conclusion, this study was successful in making a significant contribution to the existing literature by further
exploring the impact of transformational leadership style on job satisfaction by empirical analysis. It is to be noted that
using transformational leadership style should lead to increased job satisfaction among employees. This in turn could
result in enhanced performance among employees, commitment, productivity, working climate and encourage
employees to stay in the university and contribute to greater organizational effectiveness.
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