CHAPTER 5

DISCUSSION AND CONCLUSION (}
5.1 Introduction i

This chapter discusses the data analysis findings fro e ‘previous chapter
(Chapter Four), as well as the assumptions and concept a EW(]I’k presented in

Chapter Two. This chapter begins with a brief overvie the tuMh aims to

highlight the mediating role of organizational c n the jrel sﬁlp_@ween
leadership frameworks and job satisfaction in t \,‘T
3

This chapter focuses on the thesis's Ew s fu a discussion

of the practical effects of the IeadershM

limits of the study as well as pros @j researc\aljgrg s@ summary concludes

the chapter. “« Q-
s

5.2  Background l 0’
4 ¢ &
This descr’i@udy, g]ro in jo@&faction theories and the Bolman and
side'De

Deal model, alo\ ni ishrb odel, endeavours to discern the needs of
OIS T
IC

Palestinian officers e’\/\@ Bank for improved job contentment. By
<&. S
analyzi% role 6quj§i:izat{z_ culture as a mediator between leadership

frarm&s and job satisfactiq@“(e research aims to enhance officers' job satisfaction.

D\RJ from literature gaps and prior research, the study is anchored on four

omj ctives:
1. To examine the impact of leadership frameworks on job satisfaction (wages and
incentives) among Palestinian Police Officers in the West Bank in Palestine.
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2. To investigate the impact of organizational culture on job satisfaction (wages
and incentives) among Palestinian Police Officers in the West Bank in Pa ]

3. To identify the impact of leadership frameworks on organizati@\balture
among Palestinian Police Officers in the West Bank in PalestinA

4. To examine the impact of leadership frameworks on job satisfaetion (wages and

incentives) through mediating factors of organi tio%’culture among
i ez

Palestinian Police Officers in the West Bank in Pal

In order to achieve the specified study objective

. _ | &
answered. The following are the questions: =\
4 ctio N

1. What is the effect of leadership frame?! on jeb sati

incentives) among Palestinian PoIEWers in“\he

2. What is the effect of organiza culture on

A
incentives) among Palesti 'che O@\s§h Bank?
6 e,

3. What is the effect of | ship frameworks n Q@ﬁnizational culture among

Palestinian Police O?&ln the We nk?
N
4. What is the er% eader%h fr W<0<r/ on job satisfaction (wages and
dm fac]éJof organizational culture among

incentives)& h ne

&
Palesti olice Offiters fheV@Bank?
s 0

Job @on remai
i

signifi ith vario initiOQfS’ proposed (Wulandari et al., 2021; Yousef, 2017;
S N
Peng et al: 2016; Roodin & Nrg?delson, 2013). Roodin and Mendelson (2013) argue

‘éisfied employees tend to be more productive, and Guo et al. (2015) emphasize

0 organizational benefits of positive job satisfaction.
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Meanwhile, leadership frameworks significantly affect job satisfaction. Strong
organizational relationships bolster satisfaction, whereas weak ties I?ﬂo
dissatisfaction, impacting organizational performance (Bolman and I&}Ol?).
Several studies have explored this relationship (Zainudin et al., 2022; A@ari et al.,
2022; Isik, O. 2021; Ford, 2020).

In addition, organizational culture, the mediator in thi smndges the gap
s;isf

between leadership frameworks (independent variable) an ac'tion (dependent

variable). Its mediation role is well-supported in literat Shiri iWou, 2022;
L ]

T
Almasimani & Hasan, 2021; Tore & Cetin, 2022;@y etal.; 2019 P’ad@et al.,

2017; Kang and Oh, 2017; Shim and Hoover, 4 .\T

Data analysis was executed using SF@Z 0,4 corpo@:zg;descriptive
statistics, reliability analysis, dem@ data, an rial@%orrelations. An
exploratory factor analysis (EFA) Wined |\fa¥o

equation model (SEM) in Ama%repaféd da r a(g, irmatory factor analysis

(CFA). The research then @ boT rectyand |% ct relationships between its
variables. % u} ( 0’

Q@ngs, and a structural
N\

4 ’ &
T N: Suli‘lma of the @%nt Study’s Findings
2
Objécti - N Finding
The effect ofgthe ership Po% relationship between leadership
framework satisfaction® ¢ frameworks and job satisfaction.
= 0.264, t = 9.103 > 1.96, p-value < 0.001).
fiofald ositive relationship between organizational

Thee 0 rgani{a
cultureyon Job satisfaction d}/ culture and job satisfaction.
.’ (B=0.319,t=9.667 > 1.96, p-value < 0.001).

\eﬁect of the leadership Positive relationship between leadership

‘%Work on organizational frameworks and organizational culture.
6 ure (B=0.727, t = 26.926 > 1.96, p-value < 0.001).
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Mediating Role of organizational ~ The influence of the leadership framework on

culture in the relationship job satisfaction is notably mediated by

between the leadership organizational culture.

framework and job satisfaction (ax b=0.232, t = 4.258, p-value = 0. O <
0.05). ‘

&
N

In general, the research findings are meant to sh th the tudys research

5.3 Discussion of the Findings

objectives are attainable. By finding the answers to th earch e on ese study
objectives were met. In addition, the acceptance or rej n of hypothesgs ,wl_{ﬁ-ure

the fulfillment of study aims.
<

In this part, the hypotheses will be ex% ordg{ rmlne flndlngs and

to meet the study's issues and objectl\\%ye 51 ts/the 8‘% of the research

hypotheses inside the framework.

S
ct police f@s job satisfaction.

H1: Leadership frameworks SI Iy dffe
H2: Organizational cultur an b actlon
- '\Q
H3: Leadership fram |gn|f| tly fgctéar/ nizational culture.

b
H4: OrgamzaﬂoﬁQ&nre mlzdlate the re{Q ship between leadership frameworks

N
and poli xers job sat a;llor(,g-’
) CF .
T% eo} velgping h heses is to transform them into validated facts
m

and mﬁ n that can be utlllz@B confirm the findings of prior investigations. It is

S
a &Qed to examine the variables of the study within the study's industry and

ulation. To understand the findings of this study, the objectives of the study are used
S

etermine if they were met.
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Objective 1. This study focuses on police officers in the West Bank of Palestine.
To achieve its objective, the study examines H1, which predicts a significant m?!ue
of leadership frameworks on police officers' job satisfaction in the region@sksults
indicate that the hypothesis was accepted, suggesting that leadership f rks have
a major impact on the job satisfaction of Palestinian police officers. Y'

To validate the significance of this impact, the study fouﬁl~ fficient value (B

= 0.264, t = 9.103 > 1.96, p-value < 0.001) for the rela bet'veen leadership

frameworks and job satisfaction. This means that a one-poigt incréas Ieadershlp
framework score leads to an average job satisfaction i e of 0.264 nt} Tlﬁe}fore
the first hypothesis (H1) is accepted, and th esear\ on l{?&dressed
concluding that leadership frameworks hav ositive eﬁTcts job sa@actlon among
Palestinian police officers. O

Furthermore, leadership fra ks eme Ta igm icant direct variable

/

influencing job satisfaction, v%g ftﬁther vestl as part of leadership

frameworks awareness. Th gT h the an and Deal theory and are
n thearies Jik el

consistent with job % ow and Herzberg's. Maslow's
4

hierarchy of needs ngts tha‘ nd t |I their needs from the most basic to

the most com x ma I's y assists Palestinian police leaders in

!
making deci %nd a plyln &Yje h| frameworks suitable for the reality of the

\
|nst|tutl% ng tofi jOb tisfaction by improving wages and implementing

s

app e incentive systems, c.}f
hese findings align with previous research demonstrating a positive association
etween leadership frameworks and job satisfaction. For example, Zainudin et al.
022) found that implementing human resource leadership in Malaysian polytechnic

departments led to increased satisfaction by addressing administrative issues. Similarly,
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Al-Omari et al. (2022) noted a strong link between leadership frameworks and both
intrinsic and extrinsic job satisfaction, particularly regarding intrinsic satisfacﬂ?md
the human leadership framework. Effective leadership embraced by all er@s has
the potential to foster job satisfaction (Paais & Pattiruhu, 2020), with'?kqg positive

connections observed between job satisfaction and leadership (Zm Shurbagi,

2012). The type of leadership in an organization may alsq MCe changes in

employee work motivation and job satisfaction (Al-Sada by 017,; Hinson, 2018;

0;T rrw. Notably,
"X

variations were identified based on the number of fra tilized by rtng@}hairs,

m% i hig@ﬁevels of
ontyi on rame.@g:)ne (Chang,

2005). Additionally, Jimenez (2019) ‘hi %ed the e ven %f employing the

human resources framework to Me job \S‘Fagio )Q'Q\fhin the International
"E y N,

Department, supported by empi%dencg Fur unozg(.‘i?nenez (2019) referenced

Bolman and Deal (2003),ew\ias'ng[/ e Iayb§ n job satisfaction, employee

engagement, and tea tiveness,

framework. The lﬁ&by Ela c")éé? (2017) examined the impact of

organizational & cha\& by ctural, human resource, political, and
e D, Y

symbolic frai%w teachers' j sﬁis@(ca)n, suggesting that a positive organizational

Pawirosumarto et al., 2017; Priarso et al., 2019; Skaalvik

with faculty members under chairs using mulii

satisfaction compared to those under chai

hic 'z'i?e 'sbressed by the human resources

NN
climate positively influ ach ob satisfaction, particularly regarding structural

andm resource factors. 'I'\d;*’underscores the importance of fostering a positive

a \sphere in schools to enhance teacher satisfaction. Lowe (2023) recommended that

d ol leaders integrate a strong structural leadership approach with robust human
S

ource management to cultivate a favorable organizational culture, thereby promoting
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job satisfaction, organizational commitment, and self-esteem among newly hired

teachers. Y~

Finally, the current study's findings are consistent with a report c@d by

the Community Police Centers Structures Development Group and the itoring and
Evaluation Team 2019, in collaboration with the German Foundation'for International
Cooperation (GIZ), which revealed widespread dissatisfaction ameng respondents.
Specifically, 80% expressed dissatisfaction with mana %o.ceiures related to

employee incentives and job empowerment, includingyinsu 'ciWsportation

X
support and performance-related compensations. ditionally O'/o _\%orted

inadequate leadership training, while 70% consi res% to 5@{/ delays,

% hig@;{;d deficient

ce@Furthermore, the

and 65% found training programs insufficient.

maintenance procedures and organizat&%aport withi
study's outcomes resonate with a (ggj by the\paE&w

Guidance in the Palestinian Poli partﬁlent rdhe({%? 2016, emphasizing the
importance of implementi hrsr:[ pproaches &Enhance satisfaction among

t,Q olitical and Ethical

<

police officers, particu iR addressing iss séuol@irregular wages. The Palestinian
4 F &
Police acknowled e sign\i':i?& f im&;ﬂng job satisfaction among officers
through enhanced pay*and p i 'entivéitems, recognizing its positive impact on
¢
QOS 4

performanc rvice/qualit 4 (
§' "
he%other hand ?theiréﬁdy titled "How Academics' Work Motivation
-

Aﬁ@) Satisfaction? The @iating Roles of The Four-Frame Leadership Model,"
xN et al. (2022) found that the four-frame leadership approach does not
E‘f

d icantly impact this relationship. They propose that academics benefit more from
supportive work environment, emphasizing justice, respect, and trust. Al-Shanti

(2017) highlighted the importance of training managers in modern leadership methods
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to enhance employee capabilities. Odeh (2016) suggested servant leadership to meet
employees' personal needs and involve them in achieving objectives. Abu Sultan

advocated for modern leadership methods, including delegation and accou@. Al-
Malhi (2016) emphasized strengthening leadership and oversight f oved job
satisfaction. The strategic plan of the Palestinian Ministry of Interior (2017-2022)
stressed influential leadership and employee empowerment fo@ed performance

l

Objective 2. To investigate the effect of organizationalycultur thisfaction

"X
(wages and incentives) among Palestinian Police Off%n the West kﬁn‘fﬁe tine.
As a result, the second purpose of this stugyl on% pothesis number

p\rim goal redicting the

and satisfaction.

two. The second hypothesis was developwtthe

n. éﬁreviously stated,

organizational culture acts as a mezﬁﬁ‘or the $e pﬁ\and Mishra theory are
N
s

significant effect of organizational ¢ e ajob satis

(72]

utilized to support the propo andygoal o investigation. Indeed,

S
among Palestinian police '}n tT es ank%@e is a need for a strong and
p

appropriate organizat lture i cel iwbtutions. When police officers
4 ’ &
participate in any Wf p(@ ionﬁyity with the objective of enhancing
knowledge and skills fer thei ' eIo@'& path, the outcomes will have an effect
¢
on their pro &))I activities. eﬂ’iscmja d Mishra theory discusses the relevance of

the org% nal gu
dimm%

s, refers to the invol@ent of police officers in their institution, where the
N

N
',Invoké}nent, as one of the organizational culture

S duty towards the institution grows through contributing to the achievement of
heWwision and objectives of the police institution. While consistency and homogeneity
ow whether the police institution has a strong and coherent culture, it also reflects the

degree of integration prevailing among police officers in the organization even with
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different points of view. The capacity to adapt refers to the police institution's ability to
respond to and adapt to indicators from the external environment, whereas the Tﬂm
refers to the police institution's clear understanding of the objective to @ved,
which dictates the police institution's future paths (Fey & Denison, 2003):

The result that has been discussed in Chapter Four indicateS¢that there is a

significant effect of organizational culture towards job sa;isw among police
nt

officers in West Bank in Palestine. It was reported that a 1 c'f B=0.319,t=
9.667 > 1.96, p-value < 0.001). This result elucidate the averagescore of job
X

satisfaction will increase by 0.319 points for a on it increase i orba_riz\;tional

culture. Thus, we accept the second hypothesi an% sec@ research
question. Hence, the current study concluw orga?iza' al cu@:ﬁas positive

effects on police officers’ job satisfac in Palestine.

The Reidhead study (2020), \»ﬁ'ysindicatﬁe\hat%
% b

organizational culture on empl sfaction, one zt;t?e most important studies
that supported the currer@s l gs jand @ated the direct impact of
organizational culture level of j éati@tion. When the organization's
4 ’ &
management places N{h valui
@

rtive organizational culture, it helps
to increase emp& tisfacti ployet::}%étisfaction in the organization provides a

j{g*significant impact of
N

E,/
>
«
QD

imil ,"Si@m et al., (2020) found that organizational
'y've eﬁ@ on job satisfaction, and job satisfaction has a
sigrﬂj& positive influence @ployee performance. The Reidhead study (2020),
mudicated that there is a significant impact of organizational culture on employee
‘%faction, was one of the most important studies that supported the current study's
ndings and indicated the direct impact of organizational culture on the level of job

satisfaction. When the organization's management places a high value on creating a
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supportive organizational culture, it helps to increase employee satisfaction. Employee

satisfaction in the organization provides a competitive advantage. Similarly, Sir
al., (2020) found that organizational culture has a significant positive @y\)&n job
satisfaction, and job satisfaction has a significant positive influen mployee

performance. Also, the enhancement of job satisfaction is @Ssociated with
organizational culture (Ahamed & Mahmood, 2015; Paais attiruhu, 2020;
Pawirosumarto et al., 2017). Additionally, Zahari & Shurb XZ) rrferred to strong
positive connections that exist between job satisfaction anéyorgani aWt‘ure. .Job
satisfaction can be fostered through organizational cu particularl h}n &@Y;ced

by all employees (Paais & Pattiruhu, 2020). F re, Ao e oq%'izational
culture contributes to a sense of comfort,4qflu cingﬁohsfactlé,\?v;ith positive
relationships with management and %{s being ral @%cts of corporate
culture affecting job satisfaction (Azié 2017&?&;&% @ promotion of rising

N,
employee job satisfaction isaéted 'l’)y a eo(ce(Ii%? organizational culture
(Pawirosumarto et al., 201®0v7, ote mp@ experience a favorable and
t

significant impact on % factio:n due ’éo@te culture (Dirisu et al., 2018;

&
Pawirosumarto eK:l?). @ é./
In additiow I st upp the findings of the current study. Ternes

¢
et al., 2018; es-Q in\t‘:?el"al.éa?% in their study concluded that there is an
NN

apparent effectr of the .adaptation é\a dimension of organizational culture on job

sati n. Furthermore, a st @sfy Denison et al. (2014) points out that regarding the
cg\r&)f adaptation, the organization will be prepared to take advantage of some
indicators that come mainly from customers and competitors. It is based on switching

ternal practices and agreeing to more significant improvement. Likewise, the

organization will respond to the needs of its workers, dealing with overall levels of
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internal clients, jobs, and duties. The result of this current study also reflected another
study done by Korner et al. (2015) indicated that mission, strategy, structure, Ieaw,
and human resource practices are essential determinants of organizationa@\ An
organization with a strong culture helps employees achieve their goals ks and be

satisfied in their jobs. Moreover, Dobrini¢ and Fabac (2021) mentioned that the

presence of awareness of the organization's mission and vision among employees
ac th

positively impacts their job satisfaction. Perhaps this f organization's

orga iz.a\‘fa@ision and
"2 X

| &

0% tha@.ére

tisfacl.@gccordmg to
itt@the organization

culture, which promotes positive values embedded in
mission.

In contrast, a study conducted by Alvi IS no

significant impact of organizational culture

their findings, highly satisfied emplom be less ¢

because they prioritize their individ@'ﬁb satis a\oxo?er o,y@‘ly to the organization.
N

In addition, Salama (20®hli ﬂted qimgf?nce of establishing an

organizational culture that aligns 'thT alestinian “}(:e Institution, which is a part
S

of the Palestinian Mi Interiof.
' ’ &
organizational cu;[@s e j;:; velmg.wlture that fosters motivation among
employees to aw rganizati lgoalé‘é'(d provides a clear vision to attract and
¢

retain talent ﬁﬁmheor aniz n"FI{ED more, the study by Paais & Pattiruhu (2020)
% NN
indicateQa, the fesults’ of daié\ analysis showed that work motivation and
X

org onal culture did not @iﬁcantly influence employee job satisfaction.

I \tudy, Janic¢ijevic et al. (2018) discussed two theoretical explanations regarding
heNmpact of organizational culture on job satisfaction. The first explanation suggests
at organizational culture influences job satisfaction by aligning its values and norms

with specific employee needs. On the other hand, the second explanation posits that
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organizational culture affects job satisfaction based on the content of its values and
norms, irrespective of employees' needs. The research findings indicate tw
satisfaction levels among employees vary systematically and signific@}cross
different types of organizational cultures. This demonstrates that orga al culture
does indeed play a role in job satisfaction. However, the study found that the impact of

organizational culture on job satisfaction does not come from alignment with
employee needs but rather from the content of its values a rc '

Objective 3. To identify the impact of leadership frame on grganizational culture
23
among Palestinian Police Officers in the West Bank i estine. I _\‘-}
The third hypothesis predicts the signifi | en% shi;KfEEFneworks

on organizational culture among Palestinw ce

Palestine. Again, it needs to be menwaat orga
,@E\ne of the model. The

variable and leadership framewori(as i%*t
o -

ﬂfﬁc in thé\sgst Bank in

ional @ﬁre is a mediator

QD
5
=

hypothesis is supported in this hich'ghow that ership frameworks have

positively affected organizati }ul‘a:r on Pal@n police officers (p = 0.727,
S

t=26.926 > 1.96, p-v .001). This in cat'esﬁ@( when the leadership framework
4 ’ &
score goes up by @t, the| \ge orgagational culture score will increase by
efo

this d to ég’acceptance of the third hypothesis and
¢
answered t (@ res rc%s 0 .(I%nce, the study concluded that leadership
NN
framew e positive ?ffectec&\organizational culture among Palestinian police
ff'gA \/Y.
offigers.
S
g\ﬂnis study revealed that leadership frameworks are a strong predictor of
rgani

zational culture in order to achieve this objective. The Bolman and Deal theory,

0.727 units. T

d—

s well as the Denison and Mishra' theory, support the suggested hypothesis and purpose

of this study. As previously discussed in Chapter Two, the Bolman and Deal theory is
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about the four leadership frameworks (structural, human, political, and symbolic) and
their importance in the success of organizations through the application of appw
leadership frameworks that are compatible with the institution's structura@xsmman
factor. as well as in accordance with external circumstances surroundi “through the
exploitation of capabilities and the work of appropriate relationshipw alliances in
the institution's interest, in addition to paying attention to the %t.wn's message and

l

Organizational culture, characterized by its fo ime ic.%s\(dglvement,
in shapin o,ggfz;zi:)n's
rtic\i{ i decis@ﬁmaking,
robus@f\gre not only
the @ﬁence to navigate

its consistent vision with the institution's goals.

consistency, adaptation, and mission), plays a pivota

identity. A well-defined culture fosters empl

ensuring alignment with the organization'sﬁ@

promotes consistency but also equipsw nization

external challenges and adapt seam@, ensun\he?ulf
realization of its goals. ‘% 0 4 Q(?
\ &
on [

NN
organiz% Itivate Cul 'al sym@s that subtly influence human behaviour while
k3

a collective sense @-‘purpose and identity. Symbolic leaders inspire
N

fost
e \h‘sm and dedication through charisma and dramatic displays. They meticulously
tteénd to mythic narratives and other symbolic expressions. Silver (2022) emphasized
at Nonprofit organizations often grapple with operational challenges and staff burnout

due to inadequate leadership development and succession planning. Embedding
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strategic leadership development into the organizational culture can address these

issues. The case of Kehillah Care Alliance highlights the importance of inte?ﬂul

[92]

leadership development through frameworks such as Bolman and Deal' @}Hme
and Quinn's competing values framework. By implementing a collabo eadership
development program and utilizing tools like Lewin's three-step mo&?rganizations
can foster a caring culture conducive to high performance a rowth opportunities.
This approach can be adapted for nonprofits of any size. Ga §r(z 22) highlighted

that the symbolic frame serves as a cornerstone in organization ean vision
3

and inspiration. It revolves around the creation of or ional cult hﬂol@ared
values, beliefs, traditions, norms, and customs, |ch\t to sq@artmg the
organizational vision. Leaders play a plvot sh |ng aniz I culture and

climate by utilizing various symboll(\iach as m met@%rs stories, tales,
rituals, and ceremonies to msplr owers%:%e pg'g\ﬂzatlonal objectives.

Consequently, culture and tra d vern'[he insti tlo@ofoundly influencing its

functioning. Lowe (2023) d r scheol Ie ought to combine a solid

structural leadership a |th a firm cﬁs 'sbhuman resource management to
4

approach aims to enhance job

t‘D

nt, self esteem levels among newly hired
teachers. In 10N, the influ ce‘Gf Eaiagrshlp extends to an organization's culture of
engager@adqﬂt ili Vs ultm&ly enhancing performance and organizational
excﬂ&(Lasrado & Kasserkc%ﬁ‘g)). Managers must advocate for ethical leadership

a% ivate an organizational culture where "doing the right thing" is the natural

e of action, irrespective of other factors that may encourage ethically questionable

ehavior (Nicolaides, 2019).Finally, the study by Mahat et al. (2021), focused on the

importance of paying attention to structural and human leadership frameworks by
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making the necessary structural changes that may be an early and important intervention
to change the negative organizational culture study. Furthermore, the current
findings were largely consistent with dramatic and institutional theory, as mentioned in
Bolman and Deal's (2017) book. The two theories illustrated hovf&pizational
structures and activities such as planning, appraisal, and decision-mame frequently
more essential because they demonstrate the significance of w, aM\e.

On the other hand, Isik (2021) noted that whi mc models reflect

organizational values and beliefs, they may overlook ratiomal asp tWations and

"X

face challenges when individuals don't share the s values; hi rir'g sion.
Despite the potential of leaders to influence i tio% 4 the.Q/Rﬁculty of

. o
culture change remains a weakness. \)
Objective 4. To examine the impact of@p framew: on j@%tisfaction (wages

S
and incentives) through mediating @53 of org 'gna C TPbre among Palestinian
S
Police Officers in the West Bankgi stin@. 4 <<<}—
Hypothesis four of this_stu pr‘TiﬂM)r a@ational culture mediated the
relationship between | 1p frameworks ndlp@ officers’ job satisfaction. In this
4 &
analysis, three typwvariff\ﬁfe involved, namely the independent variable
(leadership fra %), ator @éble (organizational culture), and the
WK P
dependent v. (job satisfa 'or{.
T%”i:
ay

relati p between Ieadershipéﬁ'ameworks and job satisfaction. The relationship

N

b E leadership frameworks and organizational culture is the second level. Finally,

G ird level is the relationship between organizational culture and job satisfaction.

The path diagram with the estimated path coefficients obtained in this study

—X

/CJ:-

re explicCi fir@é?vel in our current study is represented by the

indicates the direction of relationships between variables the findings of this study
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demonstrated that there is a significant indirect effect of leadership framework on job
satisfaction through organizational culture (a x b= 0.232, t = 4.258, p-value = ?R
0.05), which means that organizational culture has a significant mediatin@n the
linkage between leadership framework and job satisfaction among pﬁé@fficers in
Palestine. Considering that the direct and indirect effects are statistically'significant, the
study concluded that organizational culture has a partial media effect on the
relationship between leadership framework and job satisfa '

The present study focuses on assessing how organizational uwﬁions asa

and job sati fatti_&ﬁ%ng

ai's{ esea@ on the
and L@a:isfaction in

health services. Tsai noted that offici %@their lea ip b@%ior to align with

mediator in the correlation between leadership frame

police officers in Palestine. This aligns

interconnection of organizational culture,
ﬁ{ tion. The role of

organizational culture as a medi

Nainggolan et al. (2023) an*iw ni 1 , Showin influence on the relationship
between leadership M satisf; ion. f'drth&ore, the study conducted by
&

Kongkaew & Nuangjamnong, owe ﬁnﬁt leadership significantly influences
organizational culturefjob sati ln an ployee performance. Nicolaides (2019)
suggests théf sﬁers ould oﬁdec}h cal leadership and cultivate a culture where

\
ethical % is intginsic f 4\

<y &

an (2021) showed@wﬁt through an analysis of leadership style and
N

O;E; tional culture's influence on job satisfaction, employing employee motivation
m

G etric. This quantitative study discovered a noteworthy association between
adership style, organizational culture, and nurses' job satisfaction. So, organizational

culture acted as a mediator in the impact of leadership style behavior on nurses' job
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satisfaction. Similarly, Aristana et al. (2023) The findings prove that transformational
leadership does not affect employee job satisfaction but positively me
organizational culture. Meanwhile, organizational culture fully \ the
relationship between transformational leadership and employee job sarﬁ&on Lowe

(2023) suggested that school leaders ought to combine a solid stru%ral leadership

approach with a firm focus on human resource management to ter a favorable
ztlo

organizational culture. This approach aims to enhance jo r' organizational

hers. \d
-3

Y-.
Conversely, Sow et al. (2017) found that the in ce of leade |plst_)&re-p job
satisfaction disappeared when organizational f onsq/‘rd Their
findings imply that healthcare institutions strm\ to nsitio m externally

oriented cultures to enhance job saﬂsf&)

commitment, and self-esteem levels among newly hire

Additionally, studies by Jaw aI (20 %E‘I al. 2020) Bagga et al.
(2023), and Avrif et al. (2017) r%the ﬁedla gcrolzegt rganizational culture in
various aspects, such as jO t|o ; gagg t, change management, and

leadership styles. Srlm% d Her nto 22 firm the impact of leadership on
organizational cult WhICh , S|gn ntly influences work engagement.
Pradhan et al. 17)%also tlal @étlon of organizational culture between

transformati &\}ders ip an sfchej&cal empowerment. On the other, Abdullah

et al. (20 cauti 'pst gsé}allzmg findings on the mediating role of
orgw&)nal culture, emph@g context-specific considerations, as evidenced in
t y on small businesses.

: In addition, the results of this study align closely with Bolman and Deal's (2017)
S

earch, elucidating leadership frameworks' dimensions and revealing a distinct

correlation between job satisfaction and these leadership approaches mediated by
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organizational culture. The human-centric approach, particularly, exhibits a robust
association with job contentment, while the link between job satisfaction anw
frameworks is apparent, and facilitated by organizational culture. In t@tural
paradigm, tailoring an organization's structure to individual interests’ #a;gemployee

satisfaction, with organizational culture playing a pivotal role. TheYhuman-oriented

approach emphasizes meeting tangible and intangible em IMeeds, fostering
t?

community, and positive interactions for heightened job tmellt. The political

cisi -Wgreating a
Yw

1ah@ding

in th\igépproach

N

approach focuses on leveraging organizational culture

consistent and supportive work environment. erial [ski

organizational interests, and forming benefici jarices are criti

(Bolman & Deal, 2017). \)
This stable work atmosphere w:; for pers I to@ secure in their

compensation, addressing both r@ﬁal an \uo% U@I needs, ultimately
N,
enhancing satisfaction levels. %ﬂbdﬁ structune u(;r(:@)scores the alignment of

organizational goals with | }Mp 15' e ancig pport and job contentment
(Yilmaz et al., 2021). ary, leader ip'sly@, guided by Bolman and Deal's
4 ¢ &
framework, wield want 1’:?0 er trgr.ganizational culture of the Palestinian
police force. N nce, ip r@’d in human-centric values fosters an
¢ J (?
invo em%n@ mission-oriented focus. When this cultural
NN

e ofﬁ%s' desires and principles, it undeniably impacts

Y-
theihﬁntment levels, Ieadi@ heightened job satisfaction.

\:ﬂ)e 5.2: Summary of the Results of Standardized Regression Coefficients and

Hypotheses

onthesis Path Beta® £ cR (t) p- Bel Result
®) value L uL

H1 LF—-JS 0264 0.029 9.103 0.000 0.207 0.321 Supported
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H2 OC—-1JS 0.319 033 9.667 0.000 0.245 0.452 Supported
H3 LF—-0C 0.727 0.027 26.926 0.000 0.628 0.781 orted

LF: Leadership framework; OC: organizational culture; JS: job satisfaction; SE: standa
error; CR: critical t value; BCI: bootstrap confidence interval; LL: lower limit; Ut&

limit
*: regression weight or regression path coefficient s

‘Table 5.3: Results of Degree of Mediation \3

Effect
Hypothesis Linkage Direct Indirect Té) 2 Result

c' a xb
( ) L {
H4 LF—=0ocC—Js 0.264* 0.232* : ¢

p-value 0.000 0.026

LF: Leadership framework; OC: organizational cultu
error; C.R.: critical t value; BCI: bootstrap confidengesi
limit.

*: Significant at 5% level of significance.

. . y ﬁ PSS -Tel
Hypothesis Relzgfzgtshlp el S.EN ('tR' “V;&%— Result
N At
0 Q02

H4 LF - OC - JS

N
LF: Leadership framewagk; O izationa u[[ur :3S7 Job satisfaction; S.E.: Standard
error; C.R.: critical t valug; :'bootstrap confi s'n eﬁb‘val; L.L.: lower limit; U.L.: Upper
limit.

e m@_xonceptual framework demonstrated

As a result, théscurrent s' \O*LI
the mediating K rgamizati cult!é%n the relationship between leadership

!

¢

frameworks a&;) satisfacti irfPa&%ﬁnian police, where it was assumed that the
%v N

relation% weeq the pablea@“the study were positive relationships, and this

Y-v
was‘ﬁmed by the results o@s’ study through the statistical analysis and answering

t \Ny's questions. The relationships among investigated variables are shown in

5 re 5.1 below.
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Organizational
Culture

Job
Satisfaction

Leadership
Framework

Structural Framework 7 [ Involvement -
Human Framework H Consistency
— Moral incentives
Political Framework Adaptability
Material incentives
Symbolic framework | | || Mission

Figure 5.1: Concew ework 0
0

5.4 Implications of the Stud Q’
The data was analyzed, anththe f| e comga%d to the study's objectives,
ithls rt f

QF
questions, and hypotheses. Az result @ on the implications or effects
’
thou

of the results that ar I ant a ccessful in the research topic. The

following sectlo sst eth olog| heoretlcal and practical implications.

’ !
2. &
|ca}| pli aton;é\

54.1
Sﬁ( .
s study's strength lies in_its integration of job satisfaction' theories, Bolman

C.)

I's model, and Denison and Mishra's model. Maslow's and Herzberg's theories

job satisfaction were the most influential. Maslow's hierarchy of needs theory was
Vi

eloped in the 1950s, suggesting that individuals are born with natural motivating

processes that exist independent of the attractiveness of environmental stimulation or
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want (Radwan & Zhu, 2017). Meanwhile, Herzberg employed Maslow's theory for the
first time in 1987 to define employees’ expectations in order to fulfill and insplrew
to execute their jobs. Herzberg used the theory to uncover the characterls@ may
drive employees to stay with the company for as long as they needed t 2021).
According to Bolman and Deal's model, the application of the htiman resources
framework reveals the possibility of improving members' invalve and satisfaction
by providing the capabilities and incentives that make the QY:mislw their material
and moral needs. The application of the political framew Iso | awlection of
power relations and the absence of marginalized m S. The us tﬁe @bolic

framework also called for the consideration atived\ f Ie@éhip and

decision-making to involve indigenous pm@ nd her Iture;@zgtonopoulos,

2021). (')

Furthermore, the theory of orﬁgﬁatlonal c\fe a ttz{\hlrd theory examined

in this study. Denison and Mi 95) %entl fou@ments of organizational
culture: involvement, consi , da ity Jand @n Involvement refers to the
participation of emplo ny, hlbh@roves their sense of duty for the

organization. Con'@reﬂe t %de ree (gnmgratlon that exists across employees
within the com y, nif pectlé‘dlsagree The ability to adapt refers to an

organizatio | y to espo o"anej(ﬂust to external signals. The mission means

that the % tion ha 'ar sens% the goal to be achieved (Fey & Denison, 2003).
nejg&e that distinguishes I]%'r(son's model from others is that it demonstrates how
N

o% tional culture influences employee satisfaction by connecting the four

nsions of culture: involvement, consistency, adaptation, and importance to the

O

verall performance of the organization (Mobley et al, 2005).
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This study provides a direct relationship between leadership frameworks and job
satisfaction. On top of that, this study also suggests an indirect relationship b
leadership frameworks and organizational culture and job satisfaction. T cher
aims to develop the underlying theories on which the current study is lﬁ&)y putting
light on the most essential factors addressed by the job satisfaction thegories described
in the study and connecting them to other study variables, orqﬁw nal culture, and

l

The sub dimensions of job satisfaction used i IS st ywng moral
L ]

Yw
aslowfs hierarchy ‘@eeds.

ed bgaq'erzberg S
Two Factor theory, regardless of whether i

studies revealed a wide range of neeo\;} j i act@ﬁt might be basic

needs or psychological needs, but tud se\m 0 r;kz\te to the literature by

leadership frameworks.

incentives, material incentives, and wages, were par

This need was linked to job satisfaction or dis

providing research for a new v the flueneesof Ie@rshlp frameworks on job
&
ank

satisfaction among Palestini 0 e oll Si V@ . Wage increases and the

implementation of an % incenti : jOb satisfaction.

\hmpollc ga.ders or the policy makers to identify

The curren&&vlll as‘s
and take actiongpon i
é l

raisin the'leb f job satisfaction among Palestinian police

ofﬁ needs So, it focused on the role of

organizatio re i

officers rough the appli yn of Ie&ershlp frameworks that are commensurate with
the of the police msUtu@*indmatmg a state of development and improvement

performance as well as the development of security and community service

%
6 alestinian citizens.
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5.4.2 Practical Implications
This study revealed several practical implications. In general, p |
implications can be categorized into police personnel, workers of ot hurity
agencies, the Ministry of Interior, and other government entities.‘Negin, the
dimensions of leadership frameworks represented by a structural fWork, human
framework, political framework, and symbolic framework car% tive dimensions

that raise the job satisfaction of police officers and other r ser,/ice employees.

Those decision-makers are aware of the critical rtan .bt\idﬂementing
Ay

appropriate leadership frameworks and a strong izational u'e @olice

institutions, as well as the impact on job satisfagti ec% i ea@mproved

police officer performance and the provisi fq Iitycsierw to so;é!’y.

The second practical implicati &ato the le ar@??ectors of police
departments, sub-departments, an(%or d@%. r’;@eir departments and
N,
sections, they should impleme% 9 i

ng organizatienal re. Furthermore, police
&
department directors shoul ention*to jobg‘&onment and seek to improve
employee relationship ting a[osit' e latn@'phere that is based as much as
4 ¢ &
i four rship frameworks are based, as well

possible on the fou WS on 'v
as the applica@n\ the
Ceryeors] ut

department' i

perforn@ ) D)’

&, this study also g@h implication toward the Ministry of Interior. The

@ of Interior with its two parts (the civil part and the Police part) is a responsible
IS

Ip fr@%ﬁvork that is commensurate with the

Uo increased job satisfaction and improved

G try that plans and executes any policy regarding security and internal matters in
is country. The results from this study showed that organizational culture had partially

mediated a relationship between leadership frameworks and police officers’ job
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satisfaction. As a sovereign ministry, the Ministry of Interior must consider work
satisfaction and develop a strategy to increase it for all Police and civilian per .
For example, the Ministry of Interior, in collaboration with decision- \& can
execute Resolution No. 7 of 1998 to create a Police Consumer Corpoﬂévo give as
few items as possible to security professionals in general, and palice officers in
particular, at the smallest profit margin possible. It should also work’in collaboration
with partners and other ministries to ensure that wage pay mt Felayed and that
salaries are linked to the cost of living. Salaries must b intai ewBroved to
support economic stability. The responsible au@& includin eIM@; of
Interior and the sovereign ministries, should?& ror@ rien@.bf many
countries that have established and built ecw and p:{od Ive prq@:{that play an

important role in improving the exi eanomic Si n, @wkas the Algerian

experience addressed in the study o onsﬁd&a 9@7 which shed light on
N,

the role of the Algerian Police%)n in'ihe precess zﬁgeonomic development. In

addition to the Egyptian e N th[ onShan rsha (2015) indicated to the
L0y g th

en
role of the Police insti improvi lota nomy.
4 ¢ &

The last imp Wn om y is s @uﬁfic implication where it will also
i e

provide a scientific “additi aé’of organizational culture, leadership

¢
frameworks %job atisf

"
administfative'sciencg, .an Arab&ibrary still suffers from a clear lack of sources

Y-
deam&ith these topics, @c’ularly the role of organizational culture in the

r %hhip between leadership frameworks and job satisfaction. Where the researcher

!
ioﬂ’, @ hese are considered pillars of modern

opes that this study will fill some of the gaps in this field and open up new avenues for
searchers to conduct additional research in this field. In addition to exploratory and

confirmatory factor analysis, the Structural Modeling Equation was used in this study.
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It differs from other statistical tools in its ability to measure all independent, dependent,

and mediator variables at the same time and to identify causal relationships b?!m

these variables. (’}

5.5 limitation and directions for future studies ?

Although the current study revealed significant iflm and positive
igs

relationships between the measured variables, certain li de'serve attention.

ires tho police
g

officers in the West Bank of Palestine, possibly limiting, respondents’ b’li@fully
St% ive.@ﬁs lies on
— '

tions,é\enhance job
reo@he study's design

Data collection occurred quantitatively through questi

express their views and perspectives. Addition

the application of leadership framewor
satisfaction among Palestinian oﬁicer% est Bank:

heavily relied on closed-ended que{'%s in the\estwn
requirements of statistical anal)%/ is imi @@stricts respondents from

ire, tailored to match the
&

ﬂo@nt in assessing job satisfaction

d co%éder adopting qualitative data-gathering

view&ﬁh police officers to gain more detailed

!
tisfa 'orf'chei(}(;%. These interviews should also validate the
NN
?'new% by police officers and assess the alignment of
organizational culture with th t@éder context of the Palestinian police establishment.

ing a qualitative technique can lead to a more comprehensive investigation and

d It a broader range of responses from participants compared to surveys.
Another notable limitation is that it narrows the perspective to the viewpoints of
the study sample, which comprises police officers. However, in the broader context of
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the Palestinian security institution, there are other stakeholders who are also part of the

Palestinian Security System alongside the Palestinian Police.

(=]

To enhance the generalizability of findings, future research should c@hsin
a population that is not restricted to a specific institution or group of i Is. In the
current study, the sample consisted of police officers in the West B%T)f Palestine;
however, future researchers should gather data from SN‘I'[S in various
governmental or security institutions. Many other govern | secrrity institutions

interact with the police in similar situations. By includi sign i(!%ﬂ\raesentation

X
from diverse institutions, researchers can validate @Nstency nd sitte@;f the
results. This approach would lead to a mor ehm{ rstaanFg of job
satisfaction issues and other study variabl e acq@?e?conclusions
and generalizing the findings across a\&a

The study methodology was %r key c ? identified by the researcher.

N,
This study focuses solely on %sal r@latio hips ngﬂ?een the variables using
mediation analysis. The }stuj/ cluged oﬁ}izational culture mediation
g

analysis. It has been i that organi atibnabulture mediated the relationship
4 $ &
atis

between leadership eworksi

The researcher Tdentifi dy rc'j%bdology as a significant limitation. This
H\ P (?
study specifi cused on m‘?niﬂgJ ausal relationships between variables using
\
ib rticulér\

mediati% sis, Wi emphasis on the mediation of organizational

cultAhas been highlight@ét organizational culture played a mediating role in

té&ionship between leadership frameworks and job satisfaction.

Q For future studies, it is recommended that the researcher conducts further research
n the subject of organizational culture and its impact on the relationship between

leadership frameworks and job satisfaction. To enrich the study model, additional
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personal and professional variables, such as gender, educational attainment, experience,
Police rank, and workplace, should be incorporated. These demographic variab?ﬁn
lead to varying perspectives on the research topic. While this may present.c ges,
the prospective researcher can address this by administering proportionaﬂ'égtionnaires
to a diverse group of participants. It would be ideal for future studies\to explore other
variables that could act as mediators between the independent %}p@ndent variables,

and consider using the variables from the current study as erator variables instead

of mediators. .\d‘

Additionally, future studies should conduct @zed analysj fﬁe_g\ﬁgzn:ive
system and retirement system in place within ur% i and@gernment
institutions in Palestine. Furthermore, a cmx rewar, Vz~d incentives
among the Palestinian police forces a Qt@security a

This will provide valuable insig»ﬁ,‘sto tr&t&en

N
structures in influencing job sati Witﬁ‘ln th &nstit@ns.
In conclusion, this \co S hou@‘uduct the linkage of study
variables to the spiri% nsior};mj};l u@' various spiritual theories like
Transcendence Th Self-A|c on %&fyy Existential Theory, Mindfulness

Theory, IntegralyI heory, Th ys@Experience, and Religious and Spiritual

!

¢

Developme %)ries B c&p@g these spiritual frameworks, a more
% NN

compre% nderStanding,of thessubject matter can be achieved.
Yv

ies %Id be conducted.
O

y(%‘f different incentive

%

é xnclusion
: The aim of this research is to examine the role of organizational culture in
ediating the relationship between leadership frameworks and job satisfaction in the

Palestinian police force. In his study, the researcher used major theories (theories of job
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satisfaction, the theory of Bolman and Deal, the theory of Dennison and Mishra). This
study evaluates leadership frameworks and their impact on the components

satisfaction (wages, material incentives, and morale) to reflect material ne@ch IS
one of the components of Maslow's hierarchy of needs theory ise, the
organizational culture used as a mediating variable to determine Wlatlonshlps
between the independent and dependent variables has a m%ﬁ. impact on the

This research provides valuable theoretical and tical pMes on the
@

relationship by mediating it in part.

Palestinian Police Institution, a central security entit e West Ba It’ur@ores

the four pivotal leadership frameworks that, a s% ings, @ence job

satisfaction levels. Moreover, it highlw e m‘por OQZ’E. tivating an
rfor@&e of the police

organizational culture that boosts b ction an

officers. In essence, the study acM its %’ tiv §<§Valuat|ng the role of
leadership structures in detern%ollceﬁob lsfacggé?measuring the effect of
organizational culture on jO t|o : ing th tlonshlp between leadership

L’e, le nlng the intermediary role of

frameworks and org% I cult
organizational cultufe,in co@l ader ﬂustrategies with police officers' job

satisfaction. NG
J_l c,)(.z
D) &

176





