CHAPTER 2
LITERATURE REVIEW

The aim of this research is to investigate the role of orw;nal culture in

2.1 Introduction

enhancing job satisfaction among civil police officersgin Re?ine by providing

suggestions and recommendations for improving w di pIQ'tiq effective

leadership frameworks. The literature review aim§,to explore the g' ifl'cane' of
S

(.)
that co‘gtr utes to in@sed job

seek; tlsaéentify the

of thii goal, along with

establishing an appropriate incentive and wage sy

satisfaction among Palestinian police officers. Additio

suitable leadership framework that facili achi

an organizational culture that alignfme jecti nd _q\nQuences employees'

performance and service quality. % Py "': 7 c,}
9 Q—

ntial terms d toﬁl&éatisfaction, organizational

In this chapter, various

N
culture, and Ieadershit fra%works, Ialon vyitho‘.l% associated theories and the

research'’s theoretical framework UQQ eSufdy's objectives.

The Iiterat&/ W @de i@/ed identifying relevant studies with
D o
similar varial% 0s€ used_I }1 r&%’fch. The identified studies were carefully

evaluated Qx quality, validity, reliability. Gaps and limitations in the existing
’
literat acknowl dgeg, @reas requiring further research were highlighted.
Thesreview served as a basis#‘br shaping the research design, establishing a strong

ical foundation, and justifying the research questions and hypotheses. Moreover,

Opositioned the current study within the broader body of knowledge, showcasing its

contribution to the field's existing understanding.
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2.2 Police Apparatus YV

It is an apparatus affiliated with the Ministry of the Interior, headed by@’ector

of Police, and under the supervision of the Minister of Interior. Its functionis limited to

defending the homeland, serving the people, protecting society, maintaining security

and stability, preventing crime, and apprehending its perpetratqrs.Molice apparatus

includes several departments (public investigations, liai icial' police, guards,

iquities Mxplosives
L ]

engineering, traffic police, reform and rehabilitation ¢ , drug gontrol, sﬁe@olice

central operations, crossings and borders, tourism an

forces, family and child protection unit, securi inf@ ales@gn Police

é\‘?

College (Odeh 2016).

2.3 Job Satisfaction Cf) ﬂ>\yY \{\
”‘%‘ ' &

4

Job satisfaction is a com

interpersonal  support, i % jol a teri%, monetary compensation,
professional growth iti plo :eht\%bility, and working conditions

&
(Tarvid, 2016). Th ntion o[ \I'oy es is ly tied to job satisfaction, leading to

increased produetivitysand ' rno tes within an organization (Kasemsap,
¢
2017). Additi , job Satisfa '0( e@passes the positive sentiment or attitude that

NN
an emp% {ds tQW ‘Fir job@aying a crucial role in both employee retention

N/ 3
and izational success (GQ@@, 2018).

\Phaddition, Supervisor behavior, with both positive and negative impacts, is a
d ificant factor influencing the level of job satisfaction among the workforce,
volving communication elements such as eye contact, facial expressions, and body
language (Mahmood, 2018). job satisfaction significantly impacts organizational
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commitment, with highly satisfied employees demonstrating increased commitment

and going the extra mile, resulting in improved organizational eﬁectivenw

efficiency (Thangaswamy & Thiyagaraj, 2017). (’)

Furthermore, Job satisfaction is viewed as an expression of peo tisfaction

with the job more than others, with satisfaction and dissatisfactioaning from

different variables: motivating factors and hygiene factors. Sa 'SW is linked to job
K of

conditions such as working conditions, wages, security, i s'upervision, and

dari et W). Yousef

oy
(2017) considers job satisfaction a critical concern f intaining Il}ft@ning

relationships with others, rather than the job itself (

and high-performing workforce, increasing e in% ontiqlx‘working
for the employer. Peng et al. (2016) add that j satie{act redu@;{ychological

fatigue and burnout, defining it as an i@s feelings tth@%b and its various
A

components. (') T
>K &
In summary, job satisfacti@nei degﬂee towhich <@f‘;i:ldividual's psychological
and material needs are met@adernﬂ#/@ﬁts from their organization,
fostering feelings of r% value,fand

rrﬁing}rong connections with superiors

S’ ¢ &,
and colleagues. &gob j::?a is éatiated with increased motivation,
ro

engagement, anK tivi ? to i@éved job performance, reduced turnover,
¢
and enhanc &g)rizati na'lv%nﬁtn@t. Conversely, low job satisfaction can result
NN
in disen t, degreas yodu ivity, and a higher likelihood of employees seeking

alterpative job opportunities.

N

e%&e well-being and organizational success, influenced by factors explained in
heori

es like Herzberg's and Maslow's, and employers strive to create positive

Q\/en these reasons, job satisfaction is crucial for

nvironments to retain talent and boost loyalty.
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2.3.1 The Importance of Job Satisfaction YV
Job satisfaction holds significant importance in an organization, @from
various researchers' findings. Ali and Anwar (2021) emphasize that workers'
satisfaction is crucial as it serves as a measure of individuals' effective mlgh overall
satisfaction leads to desirable outcomes comparable to thos achieved when
organizations increase wages or implement reward and inc mra’ns. Conversely,

dissatisfaction contributes to absenteeism, work accidents, d IaWover, and
L ]

Yw
workers to_form @ns to
2%' he @tance of

managers' satisfaction, as it mfluences cision- mat ffectu@ess and goal

achievement. On the other hand, Kocﬂ\%@eber 20 un@high satisfaction

complaints about working conditions, potentially le

defend their interests. Additionally, Toropova

ratings might result from a lack of @&)I over '&ons It is essential to
S

ensure job satisfaction among fflceﬂ by identi f)(/g he elements that hinder

their performance. This ca e a |e\1 motl% enabling environment that

addresses wage and ir%e once‘r‘ # bﬁ/ e@tlng leadership frameworks that

raise levels of j atlsfact|o mplementatlon of an appropriate

organizational cultureNAdd e ch of wages and incentives is extremely

important, EE(&@JOSH ere cu%‘s ecurlty and societal stability.

4
Dlmensmns of Jo@t’lsfactlon

he current study highlighted the notion of job satisfaction and, in pinpointing
% s and incentives as crucial factors influencing job satisfaction, it relied on
slow's theory and Herzberg's two-factor theory. Amin (2021) highlighted

physiological aspects, including wages, as one dimension of job satisfaction. The
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second dimension encompasses "motivators,” which are elements fostering job
satisfaction and inspiring employees to perform well. These motivators enc%
purposeful work, appreciation, responsibility, and opportunities @wth,
achievement, and advancement (Alshmemri et al., 2017). Herzber 8 theory
emphasizes the importance of meeting self-needs and incentive requirements for the

development of one's full potential (Azlisham et al., 2021, M et al., 2021).
S t

Fauziyana et al. (2021) state that Herzberg's theory 0 key factors

fl
influencing job satisfaction: the recognition of incenti nd t Wnt of self-

@

psychologic Ieje@slike
the féundational @rs of job
satisfaction. According to Smith (1969), ‘satisf i

component of overall job satisfaction, med by (Ju t aI@lO)

In addition, Sulaiman et aI.Q%), Mall\mﬂ(Z &E\Prasetio et al. (2019),
N,

and Mondy & Martocchio (201 achgd a cansensu t job satisfaction may be

needs. Zaid et al. (2021) argued that Herzberg highli

appreciation and salary, alongside incentive fa

N
divided into two main as Y ivVE an Waghese studies emphasise the

ian onzn ﬂndi@ual'sjob happiness.
‘&
The connecbw\bethﬁes andg,/satisfaction is frequently explained
through the conﬂgémtilit : 'omit‘bgm‘u denoting an item's perceived ability to
¢
fulfill an in '\g@'s ne dst:rq%si\"ezs@ch?s theory, elucidated as the theory of utility,

NN
posits t% actioff i 'yed no&ﬂy from wages but also from non-financial job

asp ch as incentives (St& et al., 2019). The assumption is that a higher wage
a%\ndividuals to allocate more resources to satisfy their needs, ultimately leading
0 heig

htened satisfaction (Silva, De Keulenaer, & Johnstone, 2012). Previous studies,

crucial impact of finangi

chas those by Cheung & Lucas (2015), have established a correlation between wages,

wage satisfaction, job satisfaction, and life satisfaction, emphasizing the significant role
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of an individual's wages relative to others in contributing to job satisfaction. However,
the impact of wages on job satisfaction may be contingent on contextual factQrs;
suggested by Carr & Mellizo (2013). \
Designing an incentive program, including non-monetar tives, is
challenging for mutual benefit. Organizations need substantial Wment in a
comprehensive reward structure to retain valuable employee input. This study explores
moral incentives' impact on job satisfaction, identifying &?k' formal praise,

recognition, and continuous feedback. The findings hasi W positive

@

, ricc@ their
ain@ﬁ, 2023).

cruugo: satisfying
in(@‘e that incentives

r)@, 2021). In addition,
N

internal desires (Anwar & Surarchi . The re

significantly positively influence j isfac@i%
hom@

Bambarandage and Priyankara @centives have a stronger

relationship with job satisf. %han

have a significant imp% ploye; job :}ti'sf@n.
Pay satisf%an es‘; I
how individualsseva hei erati@/relation to their expectations and needs.

Researchers Aﬁ@ the jequit (ﬁeléﬁa the discrepancy model to examine how
%v NN
individuals, perceives thei o@ing valuable insights into the fairness and

conm&e of remuneration V\@%eir contributions and expectations.

ectﬁob satisfaction as a whole. It relates to

Qi 2.1 Incentives
The incentive system and job satisfaction are critical issues for every organization,

necessitating the recruitment of competent and qualified human resources and efficient
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organizations to attain organizational goals and elevate the company's status. Incentive

systems are essential in formulating and implementing strategies and policies t i

to reward individuals fairly and consistently in line with the organiza@yj\alues

(Demir, 2020). Incentives significantly impact employee productivity;“particularly

when hiring skilled workers capable of efficiently achieving enterpri&!cﬁs (Anwar &

Shuker, 2015). Human resources are strategically crucial to a (Nation's success,
¥

as they contribute to achieving security objectives. Iden ctors that motivate

employees and encouraging goal attainment have “hecom tWrities for

X

organizations (Edirisooriya, 2014). J _\‘-}
Incentives can have counterproductive ef vers'ka‘&'mployee

S

K, andéfsgs. However,
ren@"&entives, such as

behaviours, complaints about unfair wage dﬁw on,

some progress has been made in uwaing how

performance pay and earnings-rel ages, C \ y{}rpact employee well-
N,

being and satisfaction (Ogbon al., 2)17). mancie(gpewards, as identified by

terp@ive outcomes by increasing

Linz and Semykina (2012) }30 hL

revenue risk, diminishi 'Zrinsic oti ti(;n,@ld lowering employee morale.
4 ’ &

Mamdani and Minhajis study (1 \fSU dthgaw financial incentives can negatively

affect employe{ to anizaé( Anwar (2016) defines incentives as

¢
encompassi Q@ matgrial &o@(j?ieals, serving as a focal point in modern
NN
organiz% cludihg w ? pricé\,and rewards as tangible benefits. Incentives are

extr@ewards, either mo 6@7 or non-monetary, designed to motivate specific

b Mral actions. Empirical evidence suggests that monetary incentives possess the

3 tial to crowd out individuals' intrinsic motivations (Chell et al., 2018).
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According to Al-Saka (2013), incentives come in various classifications and play
a crucial role in motivating workers, increasing production efficiency, and enw
job satisfaction and morale. (’}

According to this research, incentives in the study refer to a%aﬁon of
material and moral benefits offered by the Palestinian police to its Wyees. These
incentives aim to increase job satisfaction, enhance performaﬁi fulfill the needs

l

Mamdani and Minhaj (2016) emphasize that matertakincen 'VWe various

@

rticulafly si iflcg@they

s% i atorIQ/erproved

ives aI@hclude cash or
in-kind awards for excellence, early anee, and a

ce @Ork schedules, as
well as discretionary or in-kind %ds g@?e
s% hofs

and aspirations of police officers.

forms depending on the sector. Monetary incentives

help meet essential needs, promote health, and

performance and continued dedication to w

@ees upon retirement.
5. 0
Additional material allowance

S ing, a:mspzQ fon, and healthcare, may

also be provided. \ J ¥$
Moral incentive e;'ned byt Nargurd a&b@uedda (2021), do not rely on

’ 4 ’ &
monetary rewards EN'Qtead ;Ii} meaguch as appreciation, respect, letters of
thanks, praise, awardswfor e ; hor@ﬁards, training courses, and exceptional
N 1SN 3
'

promotions otlvate worker (_/
NN
A% 2016) jes twc&?pes of incentives: internal and external. Internal

Yv
incej& are derived from t\he\)ﬁature of the work itself and include factors like

i%Xdence, utilizing skills, and performing significant tasks. These incentives have
ng impact on performance and job satisfaction. In contrast, external incentives
rovided by the organization, such as wages, financial rewards, promotions,

appreciation, and praise, serve as external motivators for employees.
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Youssef (2021) describes positive incentives as those that reward workers and

fulfill their needs, motivating them to increase production and improve their

through behaviours that align with these incentives. Naroura and Guedda ( \rthe

=

explain that positive incentives involve appreciating employees' efforts,‘ﬂ)ﬂ/mg them
in management decisions, ensuring work stability, regulating k hours, and
enhancing working conditions. \)

Negative incentives are methods used to influenc malf' behaviour by

threatening to withhold certain privileges, such as sala ucti sWular work

. o s
hours or dismissal for not meeting specified perfor levelsi(N r4 8_4\631 dda,
4
%y
Y.

2021). \
Anwar and Shakurr (2015) highlightﬁKsi?;ificaﬂce 'ncenti@#m enhancing

employee productivity, especially w iring skilled ers @ffble of efficiently

achieving organizational goals. Edir@siya (20 Was Qi}hat identifying factors
A N,
that motivate employees and %gin '{hem uachi goals is crucial for an
\ \{o

organization to achieve its%’i 5.1 %\

At the individ ely financial i centi have been found to enhance
4 F &

\dep nde@kading to greater self-motivation and

employees' sense of éfficiency zin

better work perﬁ@e (L

¢
drive impro h)duc on,i O\éti@j(,?oyalty, and a sense of belonging among

NN
worker rqab & Khlasi 920) 4\
X
.&aida (2016) identifies@étors that influence the effectiveness of an incentive
N

al., 26‘1}% At the organizational level, incentives

S \hemphasizing the importance of direct recognition and appropriate sizing of
incentives. Stability in granting incentives and avoiding favoritism is also crucial. As
r the incentives system in the Palestinian police, it was referred to in the Palestinian

Security Forces Service Law No. (8) for the year (2005) in Article (74). It states that
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“the executive regulations of this law determine the incentives system for officers who
provide services and an excellent job.” YV

The implementation guidelines of this law, which remain unde@ and
unapplied, delineate a reward system for non-commissioned officers individuals
delivering exemplary services, tasks, or research that enhances work methodologies and
elevates performance levels or achieve outstanding wor M. To date, no
comprehensive study has evaluated the Palestinian police m ,factoring in the
criteria and principles for awarding these incentives. on isWs‘tudy, the
old signifi t‘/al_@‘gr'the
drj{ nel\bgfows the
atTria Its in@:g\s and reach

researcher posits that both tangible and intangible re
Palestinian police institution. Having passio
institution with a competitive edge, empowe"q{i}

its envisioned objectives. \)

2.3.2.2 Wages

Wages play a vital ro s%plot walrds an @/e as a significant motivator.
age st

When a company has naged y emb( can lead to increased employee

4 ¢ &
motivation, prod%am@ﬂ n. H \Qever, if wages fall short of workers'
!

expectations, they mayadesi alari %anagers should take this into account as
¢
improving &)n effective bJost(-aj loyee motivation and productivity (Sobaih
NN

&Hasa% 0). J’b_)‘, V{%\

mdition, Sabari and C\ i (2019) emphasized that financial return is a crucial

Nﬁ\ant in individuals' decisions to opt for public jobs. It significantly contributes
@ b satisfaction and fosters genuine interest in the job.

Moreover, Employee satisfaction is closely tied to wage fairness and can serve as

a motivating factor, especially with salary increases, as highlighted by Andavar and Ali
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(2020). Unequal pay for the same tasks can lead to frustration among workers. Vrontis

et al. (2019) found a strong correlation between job satisfaction and wages, fi?iul

benefits, and fair promotion opportunities. Hence, managers, directors, a \smn-
makers can focus on enhancing job satisfaction to improve overalf&pizational
performance. On the other hand, Choi et al. (2021) view wages as an elw'ent of external
satisfaction received by individuals for completing required W%Ee" mpassing moral

and material rewards, and promotion. According to Par t al. (2016), wages are

defined as a sum of money that covers not only the workees basi nw also those

X

of their family beyond mere subsistence. I _\‘-}
The researcher defines the wages proced the_rem on thg&ﬁe police
officer receives from the Palestinian Mini Finaaice, ordiné[’gqhe services

provided by this officer in exchanwhs/her wo t@lestinian Police
Institution. Cf) \T ,<\
. @ . N

Qargab and Khlasi (202 rize wages»into t groups. The first group

includes cash wages, whic

&
ne (daily{A/veekly), and wages in kind,

id i
provided as services ow like r}lsin a'gél macal treatment. The second group
consists of the bw, detir i y qu@tions, experience, and job title, the
total wage befo% tion ,\H&net @é after all deductions like insurance and
pensions. T % group c‘o riés &}(e'?]ominal wage, which is the actual amount
NN

receive% rk, apd.th ‘efal Wagé,\representing the purchasing power of the cash
Y-

Wagﬂ'ﬁeeting various need@’

\bri and Chalabi (2019) emphasize the significance of wages in determining job

atisfaction as they are vital for individuals' livelihood and overall well-being. At the
ocietal level, wages play a pivotal role in promoting happiness, stability, and safety for

individuals, and they contribute to increased production, purchasing power, market
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recovery, and job opportunities, ultimately leading to societal progress and
advancement. Mahmoudi and Hussein (2016) emphasized that wages play a cru?ﬂe
in motivating workers and increasing their productivity. On the hand, @} and
Khlasi (2020) further highlighted that decreasing wages can result in negative
social consequences, including bribery, embezzlement, and the misumositions for

illegal activities. V

The determination of wages is influenced by sevi thors, including age,

education, marital status, gender, and occupation (Xie, . Hi hWion levels
L ]

can lead to better networking and increased human c , positivel ¢cti_@/ages

(Barany, 2016). The gender pay gap is relative fo% ple tLuyTncreases

as men and women age (Polachek, 2019). @ccupation

ay a ;@Vigcant role in
or@rage (Helland &

,'z@‘rviduals with family
N

wage differences, with certain jobs ing }ss than o0

Drange, 2017). Marital status ca@s affect\'ge_\x

responsibilities may prioritize f r work (Xie 2). Additionally, factors

such as employee achieven’%peri[ ,
impact wage levels (Q hlasi, 2020) ! 0’

, and the nature of work can

4

s '3 &)
Examining&s and i|1 as t o dimensions of job satisfaction,
underscore the Kd as i 'ed sy&%rf of tangible and intangible rewards. By
¢
leveraging wtrati e an fi‘gcat-js ategies and liaising with the pertinent
NN

governr% partment ere's opportunity to enhance and ensure sustained

3

a ch measures would te job satisfaction levels among Palestinian police
&y

o%% consequently allowing the police organization to realize its objectives.
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2.3.3 Theories of Job Satisfaction
Maslow's hierarchy of needs theory is a prominent framework that explcw
satisfaction by addressing the individual's immediate needs to fulfill de@ough
financial capability and moral support via incentives. The theory categ eeds into
five levels, akin to rungs on a ladder. The fundamental needs start \Wysiological
requirements like food, drink, and clothing, followed by safety needs for security and
protection. The subsequent levels encompass social nee XZI

c,ve, and esteem

needs like self-respect, and the highest level repres self an, which

| | | _ 4
pertains to reaching one's potential and accomplishm ohd et al. 151; @an &
Zhu, 2017). \c‘ .\,"("

Amin (2021) explored Herzberg's -factor t hich @3;63 two key

(<

dimensions for building job satisfactiN rst dimensi foc@ on physiological

aspects such as salary or wages,@h)oerform\e,\Wor

i onditions, and self-
X

development. The second di invo rs ('t’ed to the interpersonal

relationships among team miih! andit tio@ with superiors.
) h} |
. : :IQ/

Self-
Actualization
achievement and
creative

Esteem Needs
prestige, confidence and feeling of
accomplishment

Love and Belonging
intimate relationship and friends

Safety Needs
security, safety

Physiclogical Needs
food, water, warmth, rest

(7.

Source: Radwan and Zhu (2017)

Figure 2.1:Maslow’s Hierarchy of Needs
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Table 2.1 also sheds light on the factors that motivate job satisfaction and the factors

that undermine job satisfaction according to Herzberg's Hygiene and Motivatorw

ineory —\g}

Table 2.1: Herzberg's Hygiene and Motivator Factors

Satisfiers (motivators) Dissatisfiers (hyg@ctors)
Achievement Company policy
The job itself- interesting and fulfilling Supervision \)
work Level of Salary
Promotion Interperson ns '
Responsibility Workin

Recognition for good work (achievement)

Opportunity to grow in knowledge and
capability
| Solrce: 681' (2013)

M bines slowsflve

categories of needs into three main cat Mn eﬁ:e'

Radwan and Zhu (2017) propose that Alderfer's t
atedness', and 'growth’.

Q such as food and

Existence needs to encompass physm%l nece&tlz
water. Relatedness needs to inv ogre |on£ m|1$r|ends and colleagues.
4]

Finally, growth needs to re ividu d ork&te productivity or creativity.

Figure 2.2 show ain c’tego fer s theory that emerged from
Maslow's theory (Need Cat orle
EX|stence Growth €—>] Relatedness

Source: Radwan Zhu (2017)

6’ IFlgure 2. 2 T ree \tegorles of Alderfer’s Theory
a i& researcher examlnesd"gﬂoom s theory of motivation based on the studies by
(2012) and Bagga & Parijat (2014). Vroom's theory posits that employees are
3 ivated when they have the expectation that their actions will yield desired outcomes.
For more clarification, Figure 2.3 indicates the conditions of Valence and

satisfaction theory that led to improved performance.
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EFFORT [y * PERFORMANCE ¥ *  OUTCOMES

I | A

| I \

] 1 0

| I )

| | 0

| 1 |
EXPECTANCY must be INSTRUMENTALITY must VALENCE must be high.
high. Employees must be high. Employees must Employees must desire or
perceive that if they try perceive that if they perform at want the outcomes they will
hard, they can performat a high level, they will receive receive if they perform at a
a high level. certain outcomes. high level.

\ ohrcqgoor (2013)
®
_ Y
Figure 2.3: Valence and Satisfaction, Theor | _{q

~—+

Y-—
This study emphasizes Skinner's (19% he f motivaq'm through
reinforcement, which corresponds with o@/io

sed ﬁes, especially

the expectation theory. Within the realm offincentive t S a&d@o contentment, the

reinforcement theory pinpoints%ﬁns ho%i hatéb%ltter preferred actions,
o
en re s and th §8t\;rgeted actions (Al-Baida,

N

2016). Y' :
In addition, this study ighlights’ bﬁs(@ce Theory of David Ricardo as one

of the significant@neo@d to jobSatisfaction. This theory proposes that
N
wages should c Setat a level su '(:idnt et the basic needs of the worker and their
q |§ )

family, squod, drink, lo . If the wage exceeds the subsistence limit, it
’ 4

impro:s ing conditions, vﬁile wages below the subsistence limit led to deteriorating
c

establishing a direct connecti

E——

&

)
itions. Additionallﬁcb?e behavioural theory suggests that wages should fulfil

liv

needs identified by Maslow, Herzberg, and others, including physiological

Ods, security, food, and shelter (Bendewald, 2008).



2.3.3.1 The Impact of Job Satisfaction Theories on the Theoretical Framework of

the Study Yv
Understanding the impact of job satisfaction theories on th@ktlcal

framework of a study is pivotal for shaping the comprehension of emp ell-being
in an organizational context. The incorporation of job satisfaction theories, such as
Herzberg's Two-Factor Theory or Maslo Theory, is foundati rw examining and
interpreting the factors that influence job satisfaction. The &Z sist researchers

in identifying intrinsic and extrinsic factors contributin mpl eWntment or
23

dissatisfaction at work. By integrating these theorie

T
the theoreti allf@vork,
researchers gain a structured perspective for tKﬁt' dyn@?:s of job
satisfaction, and guiding the formulatio

(Shafagatova, 2023). \ )

Numerous studies have explo e critical'topi $f' ,Q\hsfactlon recognizing

N,
its paramount significance in m.%al developroent an(idjﬁlmlzmg human resource
A{T 0

performance. This specific stu I e& ing job satisfaction among
xplori

Palestinian police offi

incentives, and wa ﬂe rese

emphasizing th ul ent

V. Lgds '(-@mes related to job satisfaction,

s &
\r*id ntifig@y factors influencing job satisfaction,

olog@énd material needs through salaries and

n
(J‘-)

mcentlves
NN
A them rporath; Maslow's needs into three categories—'
eX|s ' ‘connection,’ and th'—underscores the role of wages in fostering

h% ed satisfaction and |mproved performance (Alderfer, 1972). The expectation

Q y posits that employees are motivated when anticipating positive outcomes from

eir actions (Vroom, 1964). Reinforcement theory, aligned with the expectation theory,

advocates for supporting desired behaviors through appropriate incentives to enhance

36



service quality (Skinner, 1953). The subsistence theory underscores the vital importance

of wages in improving living conditions and meeting physiological needs, aligni

behavioral theory (Skinner, 1953). (’}
In line with job satisfaction theories, the connection between job ction and

organizational culture is a widely researched topic, with various¢dimensions of

organizational culture influencing job satisfaction. T Mability within
in

organizational culture emerges as a significant factor a

job' satisfaction, as

indicated by studies such as Liu et al. (2019). The ability ofindivi uwpt to their
oy

work environment, including considerations of @ustme ts inl; @ation
u

stages, has a notable impact on job satisfactiv; g este iri@hter and
Y.

Shvartsman (2018). \) 0\ %\
Sabuhari et al. (2020) found thaw&tional cu ad@on is essential to

mitigate the impact of HR erxibﬂujn em@;\p%rf r@te. Additionally, the
N,
alignment of an organization's r%/ith &; cult ecplay%@rucial role in influencing

job satisfaction, as emphasized b sai’( orn %al. (2015), and Dobrini¢ and

Fabac (2021). When a% ation"s‘ ;@}éﬂe@its mission, employees are more
&
likely to achieve theimgoals an(i \erie ce jcgomentment.

tionﬁﬁllture, particularly involvement and

The dimepsionsr of '
'ogs isfaction. Individual involvement is highlighted
NN

oustgli 4) assmeeting psychological needs and contributing to

” i&@ ¥

positive @rganizational outcomets}{/hile consistency, characterized by coordination and

N

c%\kection, has positive effects on employees, as suggested by Denison et al. (2014)
ndvSa

¢
consistency: ;Waml impa

6 pta et al. (2021).
However, the impact of consistency culture may vary in different contexts, with

Imran et al. (2021) pointing out potential limitations and negative associations in certain
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cases. In summary, previous research consistently demonstrates the positive impact of
organizational culture dimensions on job satisfaction. Understanding an organiw
mission fosters confidence, adaptation, and involvement among @}shyees,
contributing to enhanced job satisfaction and overall performance imp nt
Regarding leadership frameworks and their connection to Satisfaction
Theories, the appropriate organizational structure is contin Mhe surrounding
context and considers the personal interests of emplo 9?\;he'r individual or

collective. Recognizing and satisfying individual ne con ibwincreased
23

satisfaction and performance, while an improper s

dissatisfaction and decreased performance (AK

On the social aspect, organizations

among employees and with the erﬁa

characterized by a set of ideas, beli@j\

in enhancing employee satisfac%
In understanding the m

through the leader's s% attributes. tréng@ader fosters portability for team

4 ’ &
members, meets theifmeeds, e@x Iianﬁ.&nd ensures job security, contributing
& din

to the institutionis competiti r@(lon (Vuori, 2018).

’ J (Q
Conce e symboli rzﬁe@ , studies emphasize the urgent need for a
symbol %&

for institutional culture.

OSitIV%OYCi:ﬂ relations

Qt’tive leadership,

NN
its ghara 'p'stics% experiences in instilling beliefs and ideas that
Providing support and addressing employee needs within
Ry

t Mework leads to increased job satisfaction and improved performance (Bolman

6 llos, 2011).
Several studies have explored the relationship between organizational culture and

leadership frameworks. For instance, Zeynep et al. (2014) investigated the correlation
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between four leadership frameworks and organizational culture, revealing the human
resource frame as the most favored leadership style alongside the symbolic fra i

a predominant mission culture in primary schools. Bolman and Deal (199@uced
distinct assumptions for each organizational approach, comprising the sﬂ'ﬂ&g&l, human
resources, political, and symbolic frameworks, emphasizing the impostance of leaders

adeptly utilizing multiple frames for effectiveness. Silver (Zogimﬁ;easized the need

for intentional leadership development in nonprofit orga

i tojaddress diverse

ires Weadership

improvem plﬁn@‘ging

e He\éf olic@ership in
Y.

shaping organizational culture and climatefemployingemyths; metap@:, stories, and

rituals to inspire followers. On the o %@ Isik (20 ote@\ while symbolic
models reflect organizational value@5beliefs, Vy @ok rational aspects of

N,
operations and face challenges %dividﬂals d sheiré?e same values, hindering
cohesion. Despite the pot%;\fial IelN S influ organizational culture, the
a ea

difficulty of culture c ins a es‘s.'{b\/e (2023) suggested that school
4 $ &
leaders ought to @ a so\l.i?st ral Iﬁexship approach with a firm focus on
human resourcw men | a fa@éﬁle organizational culture. This approach
¢

aims to enh &Bb sat fa:i‘%e?g izational commitment, and self-esteem levels
Q' NN

among % ired tgdche £ {\

inally, this study seek@i’dentify factors contributing to job satisfaction and

staff backgrounds and leadership experience levels. This

development into the organizational culture throug

various frameworks. Garcia et al. (2022) highli

Gy

h \lmss among Palestinian police officers, emphasizing the improvement of wages
@ the implementation of an effective incentive system. Additionally, it aims to
xamine the impact of leadership frameworks on job satisfaction and explore practical
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programs to enhance financial conditions and employee motivation within the

g
3

Leadership frameworks are crucial in steering organizational aghievements and

Palestinian police institution.

2.4  Leadership Frameworks

direct decisions, strengthen team unity, and encourage inn

impacting employee outcomes. Successful leadership strategies act as‘roadmaps that
oz Oft'n, managers

don't interpret situations correctly. This means leaders doptiva rspectives
L ]

Yv
to better understand their challenges and determine t ropriate le riﬂ@
responses (Holmes & Scull, 2019). 4 \T

ng _
co ending
ctu@human resource,

Bolman and Deal emphasize the impertance of ﬁam

leadership, with four distinct leadershi amaidentifie 5

political, and symbolic. These frame'gwificant \mp?Ie g@\)erspectives and
jﬁv N,
behaviours (Vuori, 2018). The%zl fralline p eives(f/{ggnizations as

hierarchical systems with e;%s' d rI nd processes, emphasizing efficiency,

planning, and control t i orga'rl' atio a'l'éoaQPhotonopoulos, 2021). In

contrast, the humwrce fril
needs, encourag% parti

!
¢
metaphor of y (V
compet%k orgahi

ori, 2 8)'.'Tl6}) litical frame diverges, emphasizing power,
eng negotiation and infl@ (Fleming-May & Douglass, 2014). The symbolic

es on.aligning human and organizational

! and(féét'ering teamwork, symbolized by the

"
| pol‘i&. Leaders in this frame form coalitions and
f &ews the organization as a cultural system with shared meanings, and leaders

G s catalysts to sustain the culture through rituals and ceremonies, represented by

e metaphor of a temple (Fruehauf et al., 2015).
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The study highlights the adaptability of leadership frameworks to the work
environment and employees' characteristics. Effective leaders inspire confidewmj
loyalty among employees. In addition, Applying the Bolman and Dea f\rame
model can help decision-makers in the Palestinian Police enhance jo isfaction by

addressing officers' needs and providing practical incentives. Q

N\

The current study focuses on identifying four Iead?qv frameworks and
explores the role of organizational culture as a mediator b thesd factors and job
satisfaction. Table 2.2 clarifies the differences between th r leadershigadrameworks

a'] N
and their application risks, based on Saeed et al.’ y (2014) of ahipbeal's

b &

? 4
\ Y
@%X)u‘ L @ip F@ﬁjv;rks
s O

theory.

Table 2.2: Bolman and Deal's T
Framework WhN mean? K ~ Dangers
leadership g -~ 9 Y
Structural ~ Referring to effic and tiveness,Sstructural ~ Stagnation
framework  leaders take appropriaté degisions about tK%' personal and
affairs and can ue their_ambitjors a als related tyranny

to organizatm goals h cogrdination and
oversight. Y.san analyze, i ues%ﬁ problems in a
critical@manngr. They always ﬁt to using the
approp%s iplines, and 9/% the tasks that lead
to raising and i %re elev, performance and the
d@f Iabqr to'tacrease tée’vels of performance.

The human foCuses ivid&s’Human resource leaders Lack of
resource V. sogial relati nshipéwn strong relationships in the content or
framework kplage. T yo' d at they can to achieve substance.

anizational goals gh purposeful work that raises
% he leyel of ag sati ion. They recognize human needs
and seeketo create Epmpatibility and conformity between
. 5 the individual a(ﬂ}the organization.

P% Emphasizes an “atmosphere of competition. Political A power
ork leaders pursue organizational goals through negotiations game for

‘é and conflict resolution. They always seek to create self-
alliances. They believe in the diversity of individuals and interest
interests and create an atmosphere of competition for

access to scarce resources, even if this leads to the
creation of an atmosphere of conflict.
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The It indicates meaning. Symbolic leaders value themselves The
symbolic and pursue their organizational goals through interpretive "Christ"
framework  rituals and ceremonies. They understand that symbols kno
give meaning to individuals and provide vision and
direction toward achieving an organizational goal. They

recognize loneliness as a strong culture and message. 3
Source: Saeed et'al. (2014).

2.4.1 The Relationship between Leadership Framework X:atlsfactlon
Several investigations have explored into the rela nmtween leadership
frameworks and job satisfaction, yielding valuable u& ari etdal. (2022)
found a positive association between intrinsic an $ job satisfac r}anch)cg-'ous

leadership frames. Particularly noteworthy is the s correlat on servefl-between

Nacult ﬁ?‘mbers who

hi

intrinsic job satisfaction and the Human leadefship f

predominantly adopt the symbolic fr e@}g
dthing to other frames.

helr ¢ rp
Ne\ Y
h the human re gf_ke and symbolic frames
4]
nt fra rthem%r'e, faculty members under

N
department chairperso emRylng multipl ram hibit notably elevated levels of
on

intrinsic, extrinsic, and overall job ﬁ's "%@ﬁng (2005) also observed that leaders

perceived to use @Ie K@ leadetship provide more satisfactory leadership

for faculty m A ditio nn@ryz (2019) underscores the effectiveness of

er Ievéj§ of intrinsic and

overall job satisfaction compared

Regarding extrinsic job satisfacti

outperform the structural predemi

applylngg, an"r ource fra ork to enhance job satisfaction within the

Internﬁon

Department, sup&.}ﬁa by empirical findings. Furthermore, Jimenez
( references Bolman an\beal (2003), highlighting the interdependence of job

015 action, employee engagement, and team effectiveness on factors such as individual
[

IIs, attitudes, perceptions, needs, and relationships with leadership and colleagues—

all of which are addressed by the human resources framework. Furthermore, the study
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by Balyer and Ozcan (2017) explores the impact of organizational climate,
characterized by structural, human resource, political, and symbolic frames, ont

job satisfaction. Findings suggest that a positive organizational cIima@vely
influences teachers' job satisfaction, particularly in terms of struct#*d human

resource factors. This implies that when schools foster a positive atmasphere, teachers

47

tend to experience higher job satisfaction. Lowe (2023) suggested that school leaders
ought to combine a solid structural leadership approach ;rm iocus on human
resource management to foster a favorable organization Itured Thi oach aims

to enhance job satisfaction, organizational commitm d selfzest I}v@nong

en th@rsychologlcal
wh@ﬁlere addressed in

newly hired teachers.

Table 2.3 shows the extent of th Ia nshi

material, and social requirements and @he indivi

the theories of job satisfaction and man re\'ce fr Vv\)rk as one of the four
"E z N,

main leadership frameworks th%ddre's’sed it cu@ study.

Ta bI?..Mod sof i @
Author(s) ' Néeds/iotives at Work
Maslow (1943, 1954) Hiera hEnfnc%d%physmloglcal safety,
P\be ngin

\ eem, self- actualization)
Herzberg, Mausper, an "wo- tor t R
Snyderman (1959); tors/sati

Herzberg ( i ;gi r sibility, advancement, pay, Hygiene
rs/disSatisfiers: company policies, supervision,

ter nal relationship, working condition, pay

McCle 61) J Thr eds: achievement, power, affiliation

Hack a Oldham £ Threg critical psychological states: meaningfulness of

( k responsibility for outcomes, knowledge of
sults

\b\ce and Nohria Four drivers: D1 (acquire objects and experiences that

%Z) improve our status relative to others); D2 (bond with
others in mutually beneficial, long-term
relationship); D3 (learn about and make sense of
ourselves, our love ones, our beliefs, and our
resources)
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Pink (2009) Three drives: autonomy (people want to have control
over their work); mastery (people want to get better
at what they do); purpose (people want to be pa

something bigger than themselves)
Source: Bolman ans 017)

Also, in their examination of the structural framework, Yilmaz et al. 1) define

it as encompassing organizational structures, committees, policiesWhierarchies.
They emphasize the importance of aligning the structural fr with individual
employee interests to positively influence job satisfactio verz'll performance.
Akoglu et al. (2022) caution against adopting an inapprop structura ework, as

N
it can disrupt the work environment and lead to_instability, résulti ’n @eased

satisfaction and performance. Yv \j("

4
NN\ v
Bolman and Deal (2017) underscg@%ke)rlsks"ﬁlssom ted restructuring,

emphasizing the need for a new struct ligns con ently@h the institutional

environment and objectives. Kat iﬁ.-)\ al. @3%30 @e positive effects of
0 ve,
formalization and centralizatioﬂ%e ack and job s@;‘action among export sales
X

managers. Orgambidez annygo [2 1 ote Sng connections between job
W

satisfaction and structu%) erm.g

to creatively addr w cha\l’ei?(;rifﬁ d Heinrich (2021) demonstrate the

potential of r@fram nd%@éﬁr’y of Change (ToC) tools in addressing
¢

challenges Q Ee' egration sg',e compassing both structural and human resource

aspects.

@D

t,p L;lﬂlif/b(mhen employees are empowered

75

eir discussion of or \z’ational frameworks, Yilmaz et al. (2021) examined

2/

the ical and symbolic dimensions. They highlight the political framework's focus

fluence and power dynamics, urging leaders, as emphasized by Bolman and Deal

&

2017), to exercise authority wisely to avoid hindering individual and organizational
effectiveness. Leaders are encouraged to prioritize common interests, collaboration, and
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inclusivity, positively impacting job satisfaction. The symbolic framework, according
to Yilmaz et al. (2021), explores the motives and purpose of organizational m ,
relying on meanings and beliefs constructed from past experiences. Bol@Deal
(2017) note the importance of symbolic leaders in inspiring and motivat&ers, using

symbols to create happiness and contentment within the organization.q

The four frames identified by Bolman and Deal are t ural framework,

human resource framework, political framework, and sym ame'vork, which are

described in detail in Table 2.4.

L 4 \Y-
| N O
Table 2.4: Dimensions Organiz Culture Mod S

?
Erame Metaphor Central Y-II magag;‘o-/ Leadership

concept eaders! 4 Ghallenge
Structural Machine Efficienc Soci Iffe structure to
task, technology,
x O and environment
Human resource Family Needs, skills, Emp er& Align organization
ationships \ A and human needs
Political Jungle Develop agenda
and power base
Symbolic Theatre Create faith,

beauty, meaning

2.5 OrganizationJK

O
251 The @to Ofgani gi'oeil"!:ulture
Or %o'nalfbt}yis a re@fvely recent topic in the administrative field,

s
reflecting the'ideas, knowledge

RS

t definitions of organizational culture. Belias et al. (2015) view it as a series of

values of a society. Various writers have provided

udes and behaviours adopted by employees in an organization, influencing its
S

ctioning. Piwowar-Sulej (2020) defines it as deep levels of shared values and beliefs

among organization members. Knoll et al. (2021) describe it as a set of beliefs,
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expectations, and values shared by members and carried through generations. Balaji et

al. (2020) highlight it as a set of core values, guiding the organization's policies %

~+

employees and tasks. Neelam et al. (2015) state that it includes rules and s@& tha

govern employee behaviour. Each organization possesses its own cuItufE&jch can be

positive if aligned with the organization's goals or negative if contrmy. Multiple

sub-cultures may exist within a general culture, reflecting vari tMtween different
X

departments. Organizational culture is multidimensi 'nultilevel, and

incorporates various cognitive and symbolic layers (Be tal., OM
"y

ulture] co isies@ core
nd%ft ave .Q/\%Tved and

engagé\?z:dopting and

u@s as it fosters a sense

According to these explanations, organizati

components of values, expectations, beliefs,

matured over time. Additionally, organizat

promoting behaviours that align with wa
Organizational culture is crucﬁ“s an organi '%'s

N,
of belonging, loyalty, and identi g WS'rkers t«sup%‘?unity among employees

and helps them adapt to the %em]r e (Salﬁzom). Today, organizational
illar

culture is considered a i of organiz ioﬁal@cess, and having a strong culture
4 ’ &
is not enough (San, Wkié iﬁt&k, 201 gﬁlplays an essential role in supporting
organizational % en 'es (Q‘Ij\ﬁ'l'arazin, 2019), and is instrumental in
¢

dealing wit nstant ¢han aﬂ’d hallenges in the organizational environment

NN
(Upadh% mar J2 irin s&l. (2020) referred to the importance of passing
k3

organizational culture to new @Bers as a correct way of thinking about organizational

p Shs Organizational culture also fosters competition and differentiation among
rganizations, sustains the organization, and guides employees' attitudes and behaviour

obbins & Judge, 2015). While organizational culture measures employees' perception
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of the organization, job satisfaction assesses their feelings about the organization's
expectations and rewards (Robbins & Judge, 2015) YV

Reidhead (2020) highlights that a supportive organizational culture ntly

enhances employee satisfaction, providing a competitive advﬁ& for the

organization. Arifin (2015) underscores the importance of establishing an effective

organizational culture to support human resource management and itate continuous
&

improvement. The long-term growth and employee co c'f an institution

depends on its culture, as it influences employee retentiomand pérfo . Sirrullah
oy

et al. (2020) conducted a study using Structural Equatien Modeli n' @ that

organizational culture positively impacts job-sati tio%’ tu@ositively

influences employee performance. Organi

seen aé;get of value
systems that can benefit an institution,wamployee erst@he organization's

core functions and fostering onalw job ﬁtﬁn. (@ﬁhwaite et al., 2017,
N,
Belias et al., 2015). ‘% o 4 Qc_')
\m &

Overall, the significance o gar] on cult@ managing human resources

is evident, as it fosters%, elongigﬁ‘iébsbsfaction, ensuring organizational
stability, attractlnw profi , and gmtalnmg the organization's identity in
a supportive environment th ages @‘(ive competition.

c
=
@

25.2E %o'foug onal \ture

archers have faced oh%l-fenges in defining the components and elements of

E\x o
0 tional culture, due to their diverse backgrounds and the lack of consensus on
heWnature of the concept of organizational culture. The components of organizational

ulture can be identified as the following:
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organizational values, which are shared agreements on what is desirable or
important in the workplace, such as equality, time management, and respect fo?vs
(Goktiirk et al., 2017). (‘}

Organizational beliefs: which encompass shared ideas about wor ocial life,
including participation in decision-making and motivation toward ach goals (Al-

Aon & Al-Dulaimi, 2022). \’

Organizational norms: unwritten principles follo bz em')loyees for the

benefit of the organization (Mahmoud, 2018). \d
X
Organizational expectations: representing the itten psyc g’ca_@htract

between individuals and the organization, guidi al % suppg/mPaais &

T
Pattiruhu, 2020). \/ 0\ {\
Organizational trends: which r&;able positi ne@e evaluations and
o

emotional inclinations toward specificsobjects 0 i ,ékSaati & Al-Khafaji,
3 5. 0
[} )

"~

2014). % 4
\m &
The organizational CL% hilt a tini@lice has a significant impact
on the job satisfactio e officers, i flle by three main aspects: ethical
4 ’ &

values, behaviouKioms arl \m , %material satisfaction related to wages
he el j

and incentives v satise}a‘fon is closely linked to the officers'

psychologic nd social w -bﬁn@rectly impacting their performance and

N
behavio% ately, Pve O@izational culture fosters the achievement of the

poligmltutlon's objectives. >
S

N

Q 5.3 Types of Organizational Culture
Organizational culture is multifaceted and varies based on factors such as the

organization's values, goals, and the nature of its operations. Different organizations,
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depending on their sectors, adopt distinct cultures. Bureaucratic cultures, characterized
by their hierarchical order and clear chains of command, are prevalent in stablewﬂt
driven enterprises (Al-Muhailbi et al., 2014). In contrast, creative cultures, ster
ambition, risk-taking, and innovation, are commonly seen in technd%lrms and
businesses operating in highly competitive landscapes (A¥z'am, 2015).

Reinforcement cultures cultivate a sense of camaraderie and {Emmphasizing the
I

value of their employees (Ahmed, 2009). Individualistic

| ov'ls employees to

r
ing rgiWchles and

atif & Ju 10}Q}rask-

collaboratively steer the organization's direction, esc

prioritizing the collective needs of its members (A
op imizi ourcgg('~ 0 ensure

oriented cultures emphasize achieving objecti

n othe Vzn~d a weak

organizational culture, marked by a Ia\ ;trat and cohési nes@ong its members,

impedes robust decision- makmg( iga & ?Ol A@‘Dmerous factors shape
an organization's culture. Th%ude '&s hi ry, rlng its evolution and
leadership ethos; ownershi e,nT pu cor te local or international; the

size, influencing man t nd communi atfo Ies, and technological adoption,
4 .‘
where advanced t @en\hv;pr or|t|z hnlcal proficiency in their cultural
makeup (Atalla &
e
.- S

|n ga ? ulture

chers mvestlga |r‘|:'j the relationship between organizational culture and

N,
atlonal variables employ two main methods of measurement. The first method
ualltatlve involving an internal perspective where the researcher immerses

mselves in the culture, observing and experiencing involvement to gain an in-depth

understanding. This approach provides insights into the internal nature of the culture.
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(Creswell & Creswell, 2017). The second method is quantitative, utilizing
questionnaires to assess specific dimensions of organizational culture and exam
relationships with other organizational variables. The quantitative appr(ﬂg}ns to
identify the fundamental dimensions characterizing organizational While it
yields valuable results for studying specific aspects, it may lack the Wnity for in-

There are numerous models which are used to me

depth understanding and development (Heale and Twycross, 2%15\) 2
g

anigational culture,

including the Competing Values Framework (CVF) by “Kim Came nd ert
l/[ N

Quinn, the Denison Model, and Schein’s multi-la, approach/(Ili @017).

In addition, Instruments like the Organ al Q@ nvenI*e;,;Yy~ (OCl),

Y.
Organizational Culture Assessment Instr CAB’\ Cultare G urvey (CGS),
Q
Organizational Beliefs Questionnaire 3), Corpor, Cu@ Survey (CCYS),
A
Denison’s Organizational Culture C«a and m‘o‘)g'e m the Great Place To
6 )

Work Institute aim to delve i shared.beliefgfand VQ@S of a collective but often

K\

don't consider how the cult elatf with, other crucial organizational components

(Nold, 2012). C—) p '_' %0

This stud Med @m Qéﬁlizational Culture framework. The
&
questionnaire %r'ma‘m’? or @ing data, with the intention of assessing

¢
'
the facets ganizational culture as @ined in the Denison model and understanding

their relw p Wit‘j tisfaction and leadership frameworks. The study opted for

: > N
a \ tive methodology,@smermg it apt for meeting its goals. Table 2.5
sho

es other pertinent quantitative research that has employed the same

Oznizaﬂonal culture dimensions consistent with this study.
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Table 2.5: The Independent Variable with Its Dimensions with the Dependent
Variable with Its Dimensions

Variable Study Criteria
The Abane et al., 1. Involvement.
organizational (2022) 2. Mission co
culture 3. Adaptation A
4. Consistency
The Hosseini, S. A. 1. Involvement. z
Organizational  (2014). 2. Mission V
Culture 3. Adaptation
4. Consistency X
The Kirin, S., 1. Mission !
Organizational ~ Gavri¢, G., & 2. Adaptation .\d
Culture Kirin, S. 3. Consistency. ®
(2019). 4. Involvem (high upg ,an@)@?gh
mixin AW
The Denison and 1. Organization. al g (dut ization;” team
Organizational Mishra (1995) direction, and cafa%iFe evel nt).
Culture 2. dapm creati ch‘ﬁ?é customer
N Qé onal ning).
: i i Iea@ategic direction
ctives).
i@greement, harmony,
The Sadry, A.
Organizational ~ Zeerak, S
Culture Popalzai,

(2022) Y-

J
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2.5.5 Organizational Culture Theories
Organizational cultural theories encompass a range of frameworks and YV
concepts that explore the role of culture within organizations. These theorl(s'}
emphasize how shared values, beliefs, norms, and practices influence dﬂ%wee
behaviour, decision-making, and overall organizational performance. he study of
organizational culture aims to understand how culture shapes zation's
identity, communication, and functioning, and its impact o %y.

ee satisfaction,

engagement, and productivity. Researchers and scholars have de IWOUS

@

Yw
ional cultur elﬁir@

ive @theswe
work environment. Table 2.6 shows the m

i of o@hzaﬂonal
culture. \:' ,

models and approaches to analyze and measure orga

organizations identify strengths, address challe

Table 2.6: wtlon@th r@
)

No Thetheory Ownst the theory

1 Valuetheory (Al- Sak 1anl &(.and trends dominate the
2013 S
)T ’Z %et of forces that control the
i erhcn}ofindividuals

4 re responsible for determining the
\ pat(&;us of culture
2 Culture Sh IalNl, f'gﬁhlzatlonal culture is characterized by
Spirit 01) rolllng the personalities of leaders and
Theory | orkers in the organization.
Organlzatlonal culture is a set of values
that members of the organization consider

their frame of reference.

A

3, Interact with (Bahr & "El- 1. Explains how the members of the

e Ajeez, 2012) organization deal with those around them.

2. Explains the group's values, the degree of

cohesion, and the way it deals with leaders
or employees.

4  Behavioural (Shah et al., 1.1t studies human  behaviour in
theory 2021) organizations.
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2. 1t links the understanding of human

behaviour to three factors: psychological,
social, and cultural factors. %
h

5 culture (Al-Shalawi, 1. It expresses the experience gainety, Whi
temperament 2001). consists of a set of feelings an ons
theory that affect the behaviour of the employees

of the organization.

2. Experience develops thr ining and
accumulation of skills.

3. Culture tends to bewin harmony with
individuals' general yalues'and attitudes

6  Symbolic (Daskalaki, 1. It assumes that ul&ﬁa set of socially
theory 2016). constructed fact

2. All culturesggi

w

. uding 0|'pora culture,
are socially co ctedifra S.
. It consider§,the ease with whigh in(ﬁw@l’éls
are involved imthe institution's life,
I -
4
2
2.5.6 Dimensions of Organizational Culturetaccording.t Deni%ngﬁd
Mishra Model \/
There is a multiplicity and difftwa/iews on me@ﬁ\s of culture. This

difference may be due to time and % or acc ?o @ure of the society in

& >
question in which the study co : 4 é}_
Using the Denison @ish eo helgblarify the key aspects of
organizational culture% ure, es f‘ b \»@Tul framework to compare the

similarities and dlfwes t@h flrﬁmd facilitates integrating data from
different sourc@ syntheSizi 'te('fjfrdings. Also, keeping this framework
¢
throughout S@Apr essh sﬁr@anageorganizational culture beyond the due
NN
diligen% (Denis 0, 2015&

nd Mishra's organiz@él culture Theory identifies four primary dimensions:

wn
@ =
<

%

=

De
i Xnent, consistency, adaptability, and mission. While involvement and
onsistency are internal factors contributing to an effective organizational culture,

daptability, and mission are regarded as external factors (Akpa et al., 2021).
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Involvement culture helps the top achieving companies develop their firms
around team members, facilitate harmonized activities, and empower and invol i
employees. Managers, executives, and employees are committed and feel a@ense
of ownership toward organizational values. This involvement trait forMAduster that
emphasizes the organization's ability to respond to organizatio changes and
flexibility in the business environment for future team directi nwuningsih etal.,
2019). q?. :

An organization with a mission culture has a robust'sense of ut.ﬁh.@dtions with

23
clear goals and vision. When the mission changes, dif aspects of QC 3{99 how

transformations. The organization that scores hi m% re V\Q‘/ﬁ?andle its
external business environment by achievin bility. (B?nis etal. ).

Adaptability culture observed i oranization

rea@ﬂange to analyze

ys attention to them.

N,
This trait forms a cluster with a @es on flexibility and CM

(Denison et al., 2014; Fey mn,

This consistenc i ceivedlin o ar‘iza@ns with highly committed team
4 f &
members, a distin/ci&t:tice ofI i sines (enhancing consistent behaviours with
core values, andea cleawcod
géticm,j d a high level of conformity to balance the
NN
stability% orkfer tran@ent communication. (Bagga et al., 2023).

sion refers to an or, ﬁ%iation’s purpose and direction, and reflects a focus

twééélid roles and guidance. This trait acts as

e mto the organization and on stability. Consistency refers to shared values, and
6 ient systems and processes; it reflects an internal and stable focus.

Involvement concerns the personal engagement of individuals within the

organization and reflects a focus on the internal dynamics of the organization and on
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flexibility. Finally, adaptability refers to the ability to understand what the customer
wants, to learn, and to change in response to demand; the focus of adaptaw
external and flexible. (Tan, 2019). (ﬁ\

involvement means participating in building the potential of wor g, terms of
responsibility. As for consistency, they explained that it depends on‘the strength and
durability of the organization's internal culture in terms of concern¥or human values.
The mission is also significant in the fact that progressiv Yzati ns have a clear
sense of purpose that determines long-term trends. A deSiked or nw‘culture IS
s[ru_c{u:z;nd

stable and flexible in its vision, values, and missio elasti¢ in

operations; it should focus on external adaptati

the customer and market and satisfying

2005). \(ﬂ

In this study, the four di

consistency, adaptation, and mi%

theory stands out from ot b hox,/
0

employee satisfactio verall i
4
ieSon. rgani

dimensions. The di &Qof th
of researchers a@ 'the s&%&t, the growing interest in its impact on

organizatio mplayees, and 'rhed}‘zBing components and manifestations across
- - oro
different/Societies and’ ?tlonsé\

A L 9
N
N

N
\C-j
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External Focus
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ADAPTABILITY g ssn:m )\
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=
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Internal Focus

\"
Figure 2.4: Dimensiomalzational
&

X
2.5.7 Relationship betwee@atiﬁrhure Job Satisfaction
The importance of stm t %’Z/ip \-&Meen job satisfaction and
organizational culture%\igr: in \Eﬁ slud@ Through a review of relevant
research, it becomwa nt }ls{ag tatio‘. one dimension of organizational
S m'b Liu C}@a (2019) found a connection between

!
personal co es, [OC‘IEH aﬁtati&ﬁ) and job adaptation in nursing education.

Diriwae%%g Shya VS'J O®iscussed the effects of wage changes on job
b4

satisfag' nand highlighted thg:)p&;ntial for employers to align the timing of wage

\
Mwith the adaptation period. However, Sabuhari et al. (2020) discovered that

Flexible Stable

~~ AS
: Mobley et al. (2005).

culture, is relat job

nizational culture adaptation did not fully mediate the effect of HR flexibility on
ployee performance. Ternes et al. (2018) and Marques-Quinteiro et al. (2019) also

emphasized the impact of the adaptation dimension on job satisfaction, pointing out that
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organizations with strong adaptive cultures can effectively respond to customer and

employee needs. Yv

Another dimension of organizational culture, mission, also in@ job
satisfaction. Tsai (2011) indicated that leadership behaviour is of@Ndified to

accomplish the organization's mission, affecting employee job satisz. Korner et

al. (2015) emphasized that mission, strategy, leadership, and h&ma source practices

are vital determinants of organizational culture. Organizati itha st,ong culture that

ir goal aWience job
@
, indicating that a

n cané?;g to higher
ted @ mission culture,

aligns with their mission can help employees achieve

satisfaction. Dobrini¢ and Fabac (2021) highlighted t

the organization's mission and vision on emp

@D
o

culture promoting positive values emb

satisfaction levels. Similarly, Belias awalios (201
which prioritizes customer service, @)to incﬁmg

self-confidence and accountabili ork perfor. amce.é}c_')
Organizational cultur. '%nsi(r
play a crucial role i%gcing j

4 ’ &
emphasize the im&:e of indivi nvogmnt in satisfying psychological needs
iti

and achieving p& rgamizati ' out s, which are closely correlated with job
¢
satisfaction. inath (2020) afso f:)uQc_Ij('tRat job satisfaction arises from involvement

N
and cor@n} t, asdndividuals fu!é?[ their needs, interests, and aspirations through

nsistency, as a dimension of organizational culture, holds significance in its

@ iation with job satisfaction. Studies have consistently addressed this topic,
dicating that consistency culture, characterized by coordination, character, and
arrangement, benefits employees by providing clear direction and identifying
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appropriate behaviour elements. Organizations with a consistent culture tend to exhibit
high levels of internal promotion and job satisfaction (Denison et al., 2014).
Sapta et al. (2021) found a positive relationship between consistency culﬁ%m job
satisfaction and motivation in rural banks, Imran et al. (2021) explainedﬂ;sgnsistency
culture might have little influence and a negative association Whierarchical
performance. \)

By considering previous studies on the relations menl organizational
culture dimensions and job satisfaction, it becomes evigdent t twmensions

[ ]
vement. er}tzifi%:?h the

mission of the organization boosts self- e,{ ada,@ﬁon and

involvement in organizational policies, Ieadqw ighe\jo tisfacj@ggvels among
employees. This awareness helps Eoyas know re ré‘eek support and
contributes to consistent and eﬁecti@jforman\ﬂ% Wi d(éhvironment.

o >

“ &
e &
2.6  Hypotheses Develo e}N IAj $

This study com

positively impact job satisfaction and performance

&

ses that outline the relationships

among independ%:pende jary variables. The examination of
relationships aw epe
E ‘

through the g relationshi

1-Leadership"Fram r ?nd Jc&atisfaction
inudin et al. (2022) rved an increase in satisfaction among Malaysian
¥ i
p &nic department heads through the implementation of human resource
eadership, specifically addressing administrative issues. Similarly, Al-Omari et al.
022) emphasized a strong connection between leadership frameworks and both

internal and external job satisfaction, with a focus on intrinsic job satisfaction and
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human leadership frameworks. Moreover, the behavior of supervisors, encompassing
both positive and negative influences, significantly shapes the degree of job sati?ﬂh
within the workforce. This influence extends to communication aspec@hding
elements such as eye contact, facial expressions, and body language ( d, 2018).

Contrarily, numerous studies have suggested a lack of reIWip between
leadership frameworks and job satisfaction, as evidenced by Vys of AOGLU et

al. (2022), Bakoti¢ and Bulog (2021), Al-Shanti (2017) e (2016), Abu Sultan

(2016), and Al-Malhi (2016). Hence, the hypothesis is late aw

* X"
Hypotheses 1 (H1): Leadership Frameworks has @am effect olj s@ction

among Palestinian police officers. 4 N
\
& D
Leadership Framework \ 6
% \ \]Q‘\e‘Satisfaction

Structural
Framework

Human
Framework

Political Moral fflnd
Framework _ Materlal
incentives

Symbolical
Framework

)
2.5: The Independe}f‘:{/ariable with Its Dimensions with the Dependent

Q
? Variable with Its Dimensions
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2- Leadership Frameworks and Organizational Culture

Zeynep et al. (2014) investigated the correlation between four Ieaw
frameworks and organizational culture, revealing the human resource fram@most
favored leadership style alongside the symbolic frame, with a preddﬂ'&t mission
culture in primary schools. Bolman and Deal (1991) introduced distinmetions for
each organizational approach, comprising the structural, huma rMs, political, and
symbolic frameworks, emphasizing the importance of lead m

Lrilizing multiple

frames for effectiveness. Silver (2022) emphasized the for i tweadership
L ]

Yv
development in nonprofit organizations to add@vrse staff kdrg@? and
inglea

leadership experience levels. This requires em (@ elop@ into the

Mg var, frameworks.

Garcia et al. (2022) highlighted w of symboh Ie@hip in shaping

organizational culture and climate, ying m\s,n%ta g@stories, and rituals to

inspire followers. On the othe%lsik
S

reflect organizational val n be] $
operations and face ch%cmn individ Is'do@share the same values, hindering

'3

'3
cohesion. Despite l&&)tentii ers @uence organizational culture, the
difficulty of cul@ﬂge i 'wea@%é. Hence, the hypothesis is formulated as
j ‘

2 9
Q- &
Hypoth% 2): Leade Jp Fra@orks have a significant effect on organizational
Y-v
ficers.

cult@ong Palestinian pol@f
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Leadership Framework Organizational Culture YV

e
Figure 2.6: The Independent Var'zm i I0RS, & e Dimensions of a
@jev
0

3- Organizational Culture a\ atisfaction A<$
Numerous studies ha\Tored lhe relationship.between organizational culture
and employee satisfaction, Reidhead's 92'0 résearch revealing a direct impact of
organizational cul Mob sjtis%n, eméﬁzing the role of a supportive culture
'S

iAI&())’arious organizational cultures are linked

Structural
Frameworkd

Human
Framework

Political
Framework

symbolical
Framework

in enhancing @ nte
0 o
to distinct Is af employeeysa 'sfac,@p, influenced by the specific values and norms
they e aniciJ{vrgz, 2@\. The satisfaction of an employee in their job is
N4

clo nected to the organi»z&ﬂonal culture of the company. Isac (2021) underscores
importance of a strong organizational culture that unifies members, offers
avioral guidance, empowers individuals, and significantly contributes to the overall

Job satisfaction of employees. Similarly, Sirullah et al. (2020) found a positive and

significant influence of organizational culture on job satisfaction, leading to improved
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employee performance. Supporting these findings, studies by Ternes et al. (2018) and
Marques-Quinteiro et al. (2019) highlighted the impact of adaptation?m
organizational culture dimension on job satisfaction. (ﬁ\
Denison et al. (2014) underscored the importance of organiza ulture in
responding to indicators from customers and competitors, fostering internal
improvement, and addressing employees' needs. Korner et al. ( OMntified mission,
strategy, structure, leadership, and human resource practi svital ’ieterminants of

organizational culture, promoting employee goal achi ent and™y tisfaction.

Ly
Dobrini¢ and Fabac (2021) further emphasized @itive imp Oﬂ e@yees'

awareness of the organization's mission and vv.g jo% n, L@Eting the
- &

values embedded in the organizational visi

However, Alvi et al. (2014 gua against si@tant impact of

organizational culture on employe(pbsatisfac\ggg ﬁ@*that highly satisfied
N

employees might prioritize pe%tisfa@tion er o@?zational loyalty. Salama
(2022) stressed the need t %sh L ganig'@hal culture aligned with the

génﬁb attract talent. In contrast, Paais

Palestinian Police Inst foster Imoti

S

d &
and Pattiruhu's (2020), study ff ignigm influence of work motivation and
organizational culture“en e 'b sat?)%ﬁtion. Hence, the formulated hypothesis
¢
is as follow: % 4 (j')

\
Hypoth%tS): Qfgani P’onal Iture has a significant effect on job satisfaction in

org ons among Palestini@dlice officers.

3
N
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Organizational Culture Job Satisfaction Y*

Moral and
Material
incentives

4: Organizational Culture mediate th

frameworks and job satisfaction among fficersé\v.

Djoman (2021) showed thatwa an ana of @Ership style and
organizational culture's influence o(’pssatisfact\srgg,gp jq"g\employee motivation
%d 2
(!

as a metric. This quantitativ iscovered sa mote y association between

leadership style, organizati \clure a 'j@isfaction. So, organizational

culture acted as a me in"the im bcf}eﬁd&}hp style behavior on nurses' job

’
non @023) contended that leadership

nal é’(bre, job satisfaction, and employee

!
'es"by@?nggolan et al. (2023) and Dwesini (2019)

satisfaction. Kon &
significantly influen 0
#

—*

performanc rthermore,
N

highlight t diatifi ‘gf orgaﬁzational culture, underscoring its impact on the

conm& between Ieadershi@d job satisfaction. Similarly, Aristana et al. (2023)

Mings prove that transformational leadership does not affect employee job

atisfaction but positively influences organizational culture. Meanwhile, organizational

ulture fully mediates the relationship between transformational leadership and

employee job satisfaction. In addition, Tsai (2011) and Subuhari et al. (2020) indicate
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the mediating role of organizational culture in the connection between leadership
frameworks and job satisfaction. Tsai's (2011) observations reveal that off|C|aI

adjust their leadership behavior to align with the organization's mlssm(%vm of
adaptation recognized as a dimension of organizational culture. Th| ation can
influence employees' job satisfaction by shaping leadership behavi Wred toward
achieving the organization's mission, consequently elevatin ob isfaction levels.
Similarly, Subuhari et al. (2020) identified an indirect effec gm

},uman resources

flexibility and employee performance, with the enhancement of rw linked to
L ]

_ : o
tation) rec |z'ed_@ne of
nggﬁs at SQ@'I leaders

ought to combine a solid structural Ieaderaw roadi withya flrm,@cus on human

a higher level of satisfaction. This link is mediated b

the dimensions of organizational culture. Lo

resource management to foster a favo nization tur@‘l’is approach aims

sejﬁesteem levels among

Icomm
newly hired teachers. 0
" &
Conversely, Sow et al. (2 nd z[ |an of leadership style on job

satisfaction disappear% rgan tional c,‘ul factors were considered. Their

to enhance job satisfaction, orgamz

""J‘/

findings imply tr&lthcare || S srgld strive to transition from externally
to

oriented culturs\ ance=j 'sfact <<1-|ence the hypothesis is formulated as
follows: "
Hypoth e 4) Orgal Ptlon ulture acts as a mediating variable between

Ieadj& frameworks and satlsfactlon among Palestinian police officers,

e?*ng the dynamics among these factors.
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Leadership Frameworks  Organizational Culture Job SatisfactiQ]

Structural Mission
Framework <

/\

Human
Framework

>

b X

i
N

()
X
|

Moral and
Material
incentives

<«
&,

3
<
-~

Political \
Framework

Symbolic
Framework

N
-

2.7 Underpinning Theori ‘

This study aims %rXs: the‘; eor |<;,7J zgadation for the study by exploring
job satisfaction th Mnd th'air\’ectior@rganizational culture and leadership
frameworks. Mﬂw‘s ierzir rfeeds(g‘.MS, 1954) is examined, which classifies
individual £@into physio glc@afety, love/belonging, respect, and self-
actualiz%%:rzbgrg(g}l) @?ses on factors like motivation, achievement,

recognition, responsibility, p@ss, and salary in relation to job satisfaction and

disSatisfaction. The equity theory by Adams emphasizes the relationship between

devements and inputs in evaluating incentives and benefits. Victor Vroom's
expectation theory of motivation highlights the role of employee expectations in
achieving desired results and goals.
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Following the identification of crucial factors impacting job satisfaction from
these theories, the study explores four elements of organizational culture
mediating variable) and their role in mediating job satisfaction an@ship
frameworks among Palestinian police officers. according to the theory oﬁ'&nizational
culture by Mishra and Denis (1995), The organizational culture dimensions, namely
involvement, consistency, adaptation, and mission, underscore importance of
employee engagement, responsibility, belonging, and loy &:%

'jimensions also

address the coherence and relationships among employe d their wt with the

"AX
organization's goals through strategic plans and the@ive imple taﬁo_r{%‘those
4
%y

plans by skilled and capable employees.
ctural@;gn, political,

eco <<evident that job
© J

QD
>
o
(%2}
<
3
o
=
=
~
QD
o
(@]
o
=
=
>
(o]
—
o
98]
=
3
QD
5
)
@D
~
N
o
|
\l
~

rk tj:@\:gh the organization's

satisfaction is closely related to thesﬂegershim
w%w '(L,Iear i

culture. The humanistic frame

5. 0
Sa nnec(tzg{o job satisfaction, while
the relationships between *:}kr t]reﬁgjorg%nd job satisfaction through
organizational culture ppare‘rl ij}l 0-
j &

In the structéwal fra \e lo
consideration o@erso i '
which is inf Sﬁ@byt organizational culture.

&k &
| human fr, lea

ocus on meeting the physical and psychological

3

sts designing the organization's structure,

neeQemployees, ensuriq@écent wages, establishing incentive systems, and

f%r positive social relationships within the organization to enhance job
a

6 faction.
The political framework takes into account the prevailing organizational culture

when making decisions, providing a stable work environment that supports employee
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satisfaction. The strength of managers, their ability to protect the organization, and the

ability to compete and forge appropriate alliances, provide a stable W

environment for employees (Bolman & Deal 2017). Maintaining the work @ment

is a source for the worker to obtain his/her salary and thus his/her a meet his
material and social needs, which leads to raising his level of satisfacti

The symbolic framework revolves around the motives a se\ngbgf purpose of the
organization's members, with leaders promoting a vi at z'ligns with the
organization's unique capabilities and mission. This fo support andfelevates job

| S
f organi ionab%lture in

od\s anthjob sati ion, with the

satisfaction for employees. Yilmaz et al. (2021)

Overall, the study emphasizes the im

mediating the relationship between leaders

2

humanistic framework showing the m |gF1)' icant infl on@%atisfaction.

In the end, the researcher sees@%gh thi\s’}\g;sgt t@structural framework
helps shed light on the current of tﬁ‘e Pal tmiarigl\ce Institution. While the
human resources framework_is lie ﬁ%Ze @ositive outcomes of police
involvement and reter% raise I\eir vel obbb satisfaction by providing the

4 ¢ &
capabilities that m Wm ab'e M thi&physical and physiological desires. In

ame\@(s are seen as enhancing the internal and

!
external reléfi&y the Palesti n‘Bo ice institution to create an organizational culture

NN
goals rga@on.
&

67



2.8 The Conceptual Framework of the Study

Organizational
Culture

Job
Satisfaction

Leadership
Framework

Structural Framework 7 Involvement -

Human Framework H Consistency |E
Moral incentives

Political Framework Adaptability

Material incentives

Symbolic framework || || Mission

\l
Figure 2.9: Con@fl Framem ﬁ tudy
@
The study's main go 0

explore t r‘élat@i}Ehlps between leadership

frameworks, job satisfacti n|z 10 aI g@:re among Palestinian police

officers. It aims to u% d hovx, hes \‘ar&/ impact each other, especially

considering con 'qu out Ipw es a effectlve incentives in the police

institution. By Wl g,thes ples @study will propose recommendations to
( ¢ P C)

enhance JCQ' tion} includ gthe(_doptlon of suitable organizational culture that

suppor @I e Ieaﬁe am@ks. The research employs four main hypotheses,

H1 e study examines the relationship between leadership frameworks and

estinian police officers' job satisfaction, focusing on specific leadership dimensions
and their relation to wages and incentives.
H2: The study examines the connection between distinct leadership dimensions and
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organizational culture facets among Palestinian police.

H3: The study examines the relationship between organizational culture a?ﬂy
satisfaction among Palestinian officers. ('}

H4: Organizational culture acts as a mediating variable between Ieader#!%meworks
and job satisfaction among Palestinian police officers, examining the @ynamics among
these factors.

Ultimately, the study seeks to provide valuable insights int Yi;‘artion, leadership

frameworks, and organizational culture within the Palestimian poli e.?o‘cgdowever, if
A
necessar oc’if@ns to

e g% e stu@gought to

ns ering\the vant@z?ons.
\) ®)
2.9  Chapter Summary Cf) \ ,<\
N
The second chapter of v.% prO\ﬂdes heore{(/ c'7context, focusing on the

concept of job satisfaction%mzat[ Culture, leadership frameworks, and the
Palestinian civil pOliC%l raturf‘ v\/J'gcgverb'opics such as wages, incentives,
&

dimensions of lead W'eramei ructu uman, political, and symbolic), and
'rg%i

the results are counterproductive, it is possible to ma
the study model and to conduct more tests to a

achieve by diagnosing the study problem

o))

-9

dimensions of re (involvement, adaptation, consistency, and

!

¢

mission). Pr \%@rese ch_o h! re@‘t-i?nship between leadership frameworks, job
% NN

satisfac% orgahizatienal cultare is analyzed in terms of context, methodology,

samﬂ&ols, and results, hig I@}t’lng the significance of these factors from an Islamic

p S&ive.

Q The theoretical framework is established based on the foundational theories

relevant to the study, exploring their concepts and relationships with the research topic.
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The chapter also presents the proposed scheme for developing the theoretical

framework. The next chapter delves into the research methodology employew

sudy -\(,}
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