CHAPTER 4

ANALYSIS AND FINDINGS %\

4.1 Introduction
This chapter discusses the data analysis findings from the™previous chapter
(Chapter Four), as well as the assumptions and concept Zewirk presented in

Chapter Two. This chapter begins with a brief overvie the tuwh aims to
[ ]

leadership frameworks and job satisfaction in t

This chapter focuses on the thesis's k porte@;z; discussion

of the practical effects of the Ieadersh@v thi@%pter analyses the
limits of the study as well as prosp@jﬁ researc\raag p@y summary concludes
f S
N

the chapter. q Q&
XS
4.2 Data Analysis [ D} l 0’
4 2
T (Y

The data an;@ocedllre siderg important part of any research. The
researcher used4wo statistic eto 'h(éfyze the collected data from respondents

¢
in this rese : Oathe e han SJSS(\_/;?sion 26.0 was utilized for data entry, coding,

screeni nd¥describi 13 data“i\;?\addition to testing the normality of the study
variﬁAThe descriptive staf&&’s of the studied variables include means, standard

2% s, skewness, and kurtosis for continuous variables while counts and
& ntages were used to describe categorical variables. Furthermore, this software was
sed to report the coefficient of internal reliability Cronbach’s alpha for each dimension

of the study instrument. On the other hand, AMOS software version 26.0 tests the
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research hypotheses based on Structural Equation Modelling (SEM). Accordingly, this
software was used to conduct confirmatory factor analysis (CFA) as well ?ﬂh
analysis to assess the reliability and validity of each construct, test hyp@y\j&, and

study model, which incorporates latent and observed variables (H l., 2017,

Thurasamy et al., 2018). Q
4.3 Response Rate z '

Indeed, every researcher is targeted to achieve the fighest s.s}blgﬁ)onse rate

"a X
questionnai eb@t the
p tenti icip@ﬁ'from the

T

totabs HoWwever t@mmber of the

re V\@‘l3 questionnaires
deemed not valid for analysis due t(%n te r\ns?s ﬂ@\questionnaire’s items.
The researcher believed that %abo& 10% of t}é;Q:a‘}aestionnaire’s items not
answered by the responde@ gel e major @ems for studied constructs.
(Abu-Qasim, 2017). T a total 'of 3 réspoﬁ!ents answered the questionnaire
4 ¢ &
completely formin respo s‘e N 89.%JMble 4.1 illustrates the distributed
questionnaire togthe stady partici i &
( ’ J (.)(J
Q ble Il: ?et ils 0@ Distributed Questionnaires
[
4 ) ¢ L A < Number %
Distgib estionnaités ¢~ 400 100.0%
$ guestionnaires 369 92.2%
n

S
ed questionnaires 31 7.8%

as much as he/she can during the process of distributi

data. In the current thesis, the researcher appro

guestionnaires for final analysis 356 89.0%
alid questionnaires for final analysis 13 3.2%

99



4.4 Descriptive Statistics of the Demographic Variables
Table 4.2 shows the descriptive statistics of the demographic a

characteristics of the participants of this study. Of the total 356 participant(%bw
298 (83.7%) males, and 58 (16.3%) females. The majority of responden@&more than
10 years of experience (n = 254, 71.3%) while 64 (18.0%) and 38 (1Whad 5to 10
years and less than 5 years of experience, respectively. wan one-half of
respondents work in the middle region of the West Bank %5?.1%) while less
than one-third of them work in the northern region of th st B kko\di% 28. 9%)
and 16% of the work in the southern region of the W nk (n=75 h' @ty of
respondents had Bachelor's degree or lower (n % pa@ ants had
chto e deg : 3, 0.8%).

In terms of Police rank, 1.7% (n wabrrgadier 8% ( 7) were colonels,
and 47 (13.2%) were lieutenant co . There E ( ;@ﬁ majors, 16.3% (n =

N,
58) captains, 17.7% (n = 63) %tena S, a 5 ((7(/ second lieutenants. In

addition, there were 26 (7. %0 \Efl asl S, @econd assistants, 19 (5.3%)
nt

S, 1‘3 3.49 &)rpals and 7 (2.0%) conscripts.
To conclude wese i stat |t can be seen that the Police ranks

indicate a futur ruc aI d o th ease in the number of officers as a result
of periodic n acdordln 0 ﬁe Ej%e system. Therefore, without the application

Masters' educational level (12.9%) and ver

first sergeants, 15 (4.2

of an ap opr retme W an enrng the door for conscription, this will lead to

a fu aI imbalance because very possible that the nature of the task performed
b ice officer does not correspond to his Police rank. Moreover, the current study
@ ed that females in the Palestinian police are less represented as compared to their
le counterparts. This is owing to a lack of Police training for females in comparison

to males, as well as the fact that the requirements of police work in general, as well as
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the nature of police profession, indicate to male superiority over females. Furthermore,
the presence of specialized departments, such as the Central Guard Departmentw
Department of Maintaining Order in Ramallah, which is located in the eg}\/\/est
Bank, explains the West Bank's high percentage of police officers as ed to the

southern or northern West Bank. Ramallah, on the other hand, is regarded the

political capital since it houses numerous ministries, as well as the*eConomic capital,
;Zm

these data that the

exp iewicating a

f service offered t@‘gns.

necessitating a 24-hour security presence. In addition, it is

majority of police officers have extensive professi

significant improvement in performance and the qua
ng a‘y i offj@g for self-
. v TR 5, ol

|cateﬁ, whieh will to improved

performance and work quality thrm\' nu@ﬁ of experts and

researchers who will put their expﬁ%

evservice of the police

i

institution.
Table 4.2: Bolman and De ’% Fr odel fo@aming Organizations
Variable gories! } ! @ount, n Percentage, %

b 4
Gender \-u./ C;Q 25988 ii%g;

Years of rs <$ 38 10.7
Experienc NS 64 18.0
Ve 254 71.3

103 28.9
O

& [ V§ 196 55.1

75 16.0

Nional Level Bachelor or less 307 86.2
Masters 46 12.9
Q Doctorate (Ph.D.) 3 0.8

Table 4.2, continued

Variable Categories Count, n Percentage, %
Police rank Brigadier 6 1.7
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Colonel 17 4.8
Lieutenant Colonel 47 13.2

Major 50 14.0
Captain 58 16\
First Lieutenant 63 %
Second Lieutenant 25 :7.0

First Assistant 26

Second Assistant 11 1
First Sergeant 19 Ygs
Sergeant 15 V 4.2
Corporal 12 3.4
Conscript 7 2.0

45 Preliminary Data Analysis | _\t'}

This section will highlight and illustrat i erw i nchblllty as

measured by Cronbach’s alpha and normalitysassumpti

to correlations, and multicollinearity Mall variable asu@ﬁh this study.

\ é
451 Internal Consistenc lllt ?Cro
The internal consiste e b111 assessed oefﬁ01ent of Cronbach’s

alpha for each constru% own i # l3 results revealed that Cronbach’s
ershi

alpha of the indepe varlal' mework was 0.955 showing higher

internal conS|st thls t T scales of leadership framework (i.e.,

structural, n oI|t| aI s I had internal consistency coefficients that
\

ranged 841 tof0 sho hlgher internal consistency reliability as well.

&or the dependent V&Kﬁg'é of the job satisfaction construct, Cronbach’s alpha

\1 5, which indicated higher internal consistency. Furthermore, the Cronbach’s

d for wages, moral incentives, and material incentives dimensions were 0.896
0.929, and 0.936, respectively indicating higher internal consistency of these

dimensions as well.
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The results also showed that the mediating variable of the organizational culture
construct showed higher internal consistency reliability as the value of Cro?’:
alpha was 0.926. Moreover, the dimension of this construct also showed hi@}ernal
consistency reliability whereby the Cronbach’s alphas of involvement; sistency,

adaption, and mission dimensions were 0.757, 0.877, 0.875, and 0.700¢respectively.

N

To sum up, it can be seen that the items of the study instrun?ghowed a high and
reliable internal consistency measure, which is in line with e of humb regarding

scale reliabilities that recommended that showed that a “alue of Cr: ch’s alpha

N dnS
greater than 0.70 is considered acceptable (Nunn 978; Oluwataye; 2012),

4 b &
“Table 4.3: Cronbach’s Alphas Reliability Qocfficiegts-or €ach &Q%fruct
No Study variables
1 Structural Framework
2 Human Framework
3 Political Framework
4

Symbolic Framework
Leadership framewor I
dimensions

Involvement

Consistency i

Adaptation %

Mission .
ahaylture in alti S 0.926
ives %

Organizati
dimensi&
9  Moral m%;h | O 9 0.929
10 Mater% is® Pgp & 1 0.936
11 W @) 8 0.896
J &facti n bnylt é\\ 29 0.915
% ions b o
0

0. .2 Normality Assumption

At every step of data analysis, it is important to assess the normality assumption

o0 ~N o ol

of the studied variables. That is, the variables being studied must be normally
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distributed, which is the fundamental assumption of the multivariate analysis. The
sample size of the current study is 356 which is greater than 200 indicating tw
departure from normality could not affect the results. However, a sampl s less
than 50 or 30 participants could affect the results if the data variables @& from the
normal distribution (Hair et al., 2010). Therefore, this study utilized Rg? ample size
and thus the effect of the non-normality of the data was reduc

Before modelling our structural model and impleme &J tre current study
needs to evaluate the normality assumption of all varia measurl constructs

because the SEM is based on utilizing the parametr tistical' mo In’g &@oach

Various studies demonstrated that showing the f s aII@ébles not

ohal@ge: al., 2019;
ues@%veen -2.0and 2.0

are considered normally distribute amples i ves @200 while skewness

values between -3.0 and 3.0 are%e as rf'orma dlstrl@d for sample sizes larger
than 200. The skewness \thj y ang@m -1.44 to 0.174 which is
Z:m tion of

permissible as meetin%&

must be ranged fro 10 to 4| S gestgbj/ Kline (2011) or from — 7 to +7 as

deviated from a normal distribution (A\NW

Mohamad, 2022; Yusuf et al., 2017). ef;}, skewne

ptio Mah@'Furthermore values of kurtosis

Céf

suggested by HKt (201 rne ) to ensure the normality assumption of
the variable wver, abac m{ anJ idell (2013) state that deviation from the

% N
normall% wness.an rtosrﬁTen do not make a substantive difference in the

na s hen the sample SIZ\ more than 200. Table 4.4 shows the estimates of

,q

o))

s% s and kurtosis of the studies variables in each construct, which showed that the
& ality assumption is not violated. Furthermore, the sample size of this study is 356,
hich is greater than 200, and thus normality assumption is not violated (Tabachnick

and Fidell, 2013).
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Table 4.4: Assessment of Normality for All Measured Variables
Study variables Skewness Kurtosis Y_

Structural Framework -1.438- 2.905

Human Framework -.796- -.OOt\
7

Political Framework -.780- 5
Symbolic Framework -1.128
Involvement -1.112 2.54
Consistency -.974
Adaptation -974 95
Mission 11137 S\ 2508
Moral Incentives -1.442 3.321
Material Incentives -1.602 i 3.960
Wages 0.174 .843
[ \Y.
| S
4.5.3 Correlation and Multicollinearity 5 4 \/Y*

Multicollinearity refers to the case %co (&r\ &variablesthave almost
similar observations and thus lead t({gvariate re tior8§tween them and

hence redundant variables. In other words, i owwt Wictors are dependent
(Awang, 2015; Tarka, 2018). Accordi a Hair . (20 G%t is vital to ensure that

to
o
the explanatory variables areN gly‘%zj. T\-hh%‘ore, the presence of high

correlations among ind@lependent variables will lead*to inconsistent and unreliable

S

results. Therefore, itwp ar|1 ';e the siqﬁﬁcance of multicollinearity between

independent variM ens%z:t IS pra@is not existed before conducting SEM.
t

Oy ]l (O .
Acorrelatlon&j two ihde ytent\%ahablesthatdo not exceed 0.90 indicates that

this pro %5 noj,ebi.ﬂ rw,ga\if it is higher than 0.90 the two predictors are
b
d

consid dundant (Awang, aﬁ; The current study assessed the multicollinearity

N
using the correlation matrix between independent variables as shown in Table
6. The results showed that none of the variables are highly correlated as the bivariate
r

relations did not exceed 0.90. Therefore, the multicollinearity problem did not exist.

Table 4.5: Bivariate Correlation Matrix between Independent and Latent
Variables, and Mean and deviation
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Variables Mean SD 1 2 3 4 5 6 7 8
Structural 341 0.75 1

Human 347 085 0651 1
Political 339 079 0594 0709 1
Symbolic 344 068 0576 0668 0.756 1

Involvement 378 064 0444 0459 0482 0533 1

Consistency 393 079 0577 0695 0751 0730 0.606 1

Adoption 324 066 0579 0730 0746 0681 0527 0.784 1

Mission 359 078 049 0525 0540 0535 0564 0607  0.638 1

Note: 1 — Structural, 2 — human, 3 — political, 4 — symbolic, 5 —i volv%ent 6 -

consistency, 7 — adoption, 8 — mission

4.6 Exploratory Factor Analysis

This thesis aims to assess the relationship between depeqdent
J <

variables as well as examine the mediating eff orgamz iorf@l’ culture, on the

relationship between leadership framework and isfa erefo ploratory

ps QFE\ en the study

factor analysis (EFA) is employed to eNe relatio

variables. Indeed, EFA is used tomvesMoatt rns underlying a set. Per se, EFA

can explain how various items a ct t eac 'ﬂ'rother and thus develop
new theories. By using EFA estigatok.can eter&f&he questionnaire items or
questions that did not pract elor;; to ro construction and that should
be eliminated from th%tlonnal % ly, the direct and indirect effects,
correlations, loadi g, thel 5|g ifica Cg the relationship between variables
significance o Mble are a qlal \n detail. Hence, EFA was performed to
evaluate t uct |‘r'1 extractlon method of principal component

factor :une roét (I(nekt al., 2019).

e initial step before‘@wductlng EFA, Kaiser-Meyer-Olkin Test (KMO) and

%& s Test were performed. Accordingly, the KMO test is used to examine the

anlmg adequacy and sufficiency and whether there are sufficient items that can form

and predict each factor in the questionnaire. The values KMO test ranged from less than

1 and more than 0 such that values that are closer to 1 are considered as accurate for an

106



acceptable factor analysis accuracy. According to Kaiser (1974), the minimum
acceptable value of the KMO test is 0.50, while values ranging from 0.70 to (Ym
considered acceptable, and a value greater than 0.90 is considered out@ and
better. On the other hand, Bartlett’s test is used to assess whether the ed items

under each factor are highly correlated. A value of less than 0.0¥ considered a

significant indication of highly correlated items underlying gach factor (Hair et al.,
2010; Kline, 1994; Tabachnick & Fidell, 2007; Osborne e Z4). '
Table 4.6 shows the results of the KMO and Bartlett®s,test o th.e\hq[dams of the
'Y
study instrument. The results showed that the value Ois 0.92 h’cr_l\fg?igher
of

measure the study factors. Bartlett’s test of'the

than 0.05 showing that the variable%afficient e

reasonable factor analysis results. cq \
R A
Table 4.6: - eyer;%lkin id“Ba@f’s Tests
¥

Kaiser-Meyer-Olki 0.929

Bartlett's Test of % 19518.301

Sphericity 2211
.000

& NG
\ o ! (J
There %EF plays sig'ni@ t role in the current thesis to investigate the
NN
interrelationship amaf ms @dership framework, organizational culture, and

job ﬁ&:tion that are used @(ract the group of items that have acceptable normal
rities to justify their grouping together as one factor. This process includes
imension reduction and compressing of items into a smaller set to form the factors of

adership framework (structural, human, political, and symbolic), organizational

culture (involvement, consistency, adaption, and mission), and job satisfaction (moral,
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material, and wages) with minimum damage of information and fed the seeds of the
basics of SEMs (Hair et al., 2010). Yv

The current thesis employs EFA using factor component analysis (F@hﬁ the
Varimax rotation method on the items of the constructs of Ieaderﬂkmework,
organizational culture, and job satisfaction. It is used to explore theRe.ﬁelationships

between a set of items and classify each item to which factor i M The number of

factors was assessed using the eigenvalues and then the i rotz'tion to evaluate
the loading patterns of each item into each factor. Beside a lett’s tests
"y
were used to assess the sampling adequacy of o@onduct princi a’ c@bnent
s b 4§

analysis (Hair et al., 2017).

N\

Hair et al. (2010) proposed specific gtideli stow\sses hat e referred to

3

when conducting factor analysis. Firstw value m gr@‘than 1 to identify

the number of factors. Second, the%factcﬁi% 5{;& higher than 0.50 to
cné 6o a:ﬁ'.%\

ensure practical significance. utoff point of 0.30 such

&
that the factor loading less hﬁo nr e move(iﬁbm the analysis. Third, there
were no items that ha\%- ading';‘ f hi 'e;r‘thsh)SO. Finally, any item that has a
&

factor loading of&@an of \sg e re&&éd from the analysis and each factor
ast .

must contain at i

¢
of EFA for &%onst ct, | '@}c?amework, organizational culture, and job

satisfacti % J'v)‘, Yé\\
)\ N

x Exploratory Factor Analysis of the Leadership Framework
: The leadership framework consists of four dimensions defined as a structural
amework, human framework, political framework, and symbolic framework. This
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section will show the results of the EFA of each dimension followed by EFA for the
leadership framework variable. Yv

The results of KMO for each dimension, namely structural, human, ;@} and
symbolic, showed high sampling adequacy as the value of the KMO exc*the cutoff
value of 0.50 as indicated in Table 4.7. Furthermore, Bartlett’s tesW statistically
significant since the p-value was lower than 0.05. These re%m- wed reasonable

l

Furthermore, the principal EFA results displayed able w evidence

@

Yw
e larger than U @r the
structural framework dimension, the factor explai .2‘@ Ian%Ee in this
T

4% of,@total variance
am@!’k variables also

scannable justifications for the use of EFA.

of the presence of only one factor that had an eige

dimension. The human framework dimensi Is

in this variable. The political fram E ad

explained 65.1% and 67.9% of the @sariance\he - Therefore, we conclude that
N,
the findings revealed that therea one &)mp at Witt{:?] eigenvalue higher than

&
1 and explained more than ‘?‘\héooegt[ var nce.g\rindings also showed that the
factor loading in each ion was greater than 9@ as well as there were more than
3 ’ &
din

three items in each ension 19 4.7.

tor @tor Analysis of Each Dimension of the
imFramework

No. 1 Mens A7 Factor

|
e ershﬁw\m)@\ : Cozmpone?r:t i

| framework >34
e Palestinian Police*leaders attaches great .903

I&importance to good planning and clear
timelines

LFQ2 The police leaders have an exceptional interest .862
in the details of the work mechanisms

implemented in the police institution
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LFQ3 Police leaders seek to develop and implement .865
clear collaborative policies at the internal level,
institutions, and other ministries

LFQ4 Police leaders use logical analysis and careful .861

police organization

Human framework

thinking to achieve the strategic goals of the (’}

LFQ5 The police leadership shows a high sensitivity 8
to the needs of workers and strives to meet them
LFQ6 The police leadership is showing great support %

and concern for the workers
LFQ7 The police leadership is distinguished by good WB
listening to the members and accepting their

input and observations
LFQ8 Police leadership supports good business and .8M‘

motivates employees \Y'
LFQ9 The police leadership is constantly strivin 8 J _\‘-')
respond to the requirements of the worke 2
6

LFQ10 Police leadership builds trustamong e S \j’("
through open and collaborative relationg';?)s *\\ e
Political framework K Xy <0
LFQ11 The police leadership is h&ﬂ ed by 4 806
sensitivity and professional skilhef ashigh level @)
LFQ12 The police leadership is distinguishe th A .830
ability to negotiate and to obtainyt Y A
)

needs that flow into the development of
organization f)ij“ é}'
LFQ13 The police leadershipwis distinguis y itQ .853
ability to end a i rgan atio@
dysfunction
LFQ14 The police I%i IS I ld17>ts .858
ability to confrontd ternal{ i

weaken t 'ﬁﬂgution
LFQ15 Policel s have the ad ageo(ﬁ/ingthe .674

supportsf those w che @ authority
who @r ide/the’ polide eStalblishment

e/

Component

Table 4,7, continued
% ‘X
No. (Q 2V J ifemed> Factor

. N i
riable: Leadersfl@amework 1 > 3 2
S bohframework N

Police leaders have an influential and strong .806
personality

LFQ17 Police leaders have the ability and foresight to .807
learn beyond current realities to create good

opportunities for employees of the

organization

110



LFQ18 Police leaders have a strong sense of 873
preserving and enforcing the mission of the

institution

LFQ19 Police leadership is characterized by \ 8
maintaining  organizational values and (’)
aspirations that lead to achieving the goals of 3

the organization and its employees

Eigenvalue 256 2.719
Percentage of Variance (%) . 4 651 679
KMO Measure of Sampling Adequacy 0.833%0. 0.861 0.777
Approximate Chi-Square 4814.2 592.4
p-value .000 0.000 0.000

l

Wgadershlp

s 0.950 andthe p

S co{ at thglx-are four
_ o
plamid 72:4% of@btal variance.

Table 4.8 summarizes the results of th %&he leadershi frar@%rk variable. That

is, human, structural, political, and S%Iic frame\k%ge
N

and 4.1%, respectively of the %Iaine’c‘j varignee i Q;aership framework. This

elucidates that the four \5)

ns

framework and thus w ntained'in t Cf: x
P o'((JQ

Table 4.8: RWm@xpl

For robustness check, EFA was also performed

framework variable and showed that the KMO val e for

components with eigenvalues greater than d

aﬁ}d 55.8%, 6.7%, 5.8%,

thﬁa}ne construct of leadership

%ﬂry Factor Analysis for Leadership
k
N T

No. (ﬁ\ ] 1 { (.\':"' Factor

. . Component
Variable: h S ¢
arlab)e@fs Lpira rkss . ) 3 2
Struc flameworkd” ¢ o~

LF The Palestinian Police_';leéders attaches great 792
portance to goGds planning and clear

timelines
The police leaders have an exceptional interest 798
Q in the details of the work mechanisms

implemented in the police institution

FQ3 Police leaders seek to develop and implement 778
clear collaborative policies at the internal level,
institutions, and other ministries
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LFQ4

Police leaders use logical analysis and careful 667
thinking to achieve the strategic goals of the

LFQ5

LFQ6

LFQ7

LFQ8
LFQ9

LFQ10

police organization Yv
Human framework ‘\

The police leadership shows a high sensitivity .658

to the needs of workers and strives to meet Aj

them
The police leadership is showing great support .704

and concern for the workers \,
The police leadership is distinguished by good .72

listening to the members and accepting their Q

input and observations

Police leadership supports good business a 6 ‘\d
motivates employees . X~

The police leadership is constantly striving 810 i (,}
respond to the requirements of the work A
Police leadership  builds  trust 702 \T

employees through open and collabarative \ X~
relationships é
s S

Political framework ,.&

LFQ11 The police leadership is M@rized by U 576
sensitivity and professionalsskill of a h \lmkew AN

LFQ12 The police leadership i uish e & 599

LFQ13

ability to negotiate to ‘obtai e Q-

needs that flow intMe\ veIN theA‘O

organization N
s% is dis

The police leader Jnguifeql b .644
ability to en eIimin'at opgamizational
dysfunctio \& (Z_é}/

No.

f&\ @‘4.8, Ete@nued

,\ 5 T Factor

7 b go
Variable: ;ahip Iraﬁeﬁ,{ Component
S

1 2 3 4

lice Xea'ggjjp is%ﬁ?ﬁnguished in its 671

ability to confr ntinter@aonflicts that would
eaken the institution&)

Police leaders have the advantage of having the .649
support of those with influence and authority
who are outside the police establishment

mbolic framework

LFQ16

Police leaders have an influential and strong 0.777
personality
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LFQ17 Police leaders have the ability and foresight to 0.678
learn beyond current realities to create good

opportunities for employees of the organization g
LFQ18 Police leaders have a strong sense of preserving \Q 27
and enforcing the mission of the institution %
LFQ19 Police leadership is characterized by A 0.625
maintaining  organizational  values and
aspirations that lead to achieving the goals of
the organization and its employees
Eigenvalue 10.599 It 1.106 1.07

KMO Measure of Sampling Adequacy
Approximate Chi-Square
p-value

Percentage of explained variance (%) 5.?7 58 4.1
Percentage of Total VVariance Explained (%) .4

(<

e results eE r each dimension

Y A
e

as well as for the organizational ¢ Q!)e sh ;
@
Table 4.9 presents the r of the EFA fof each ension. The KMO values

The organizational culture includq‘v diméﬁsio that involvement,

less than 0.05 and Nowed'ade\y foréﬁucting factor analysis. The principal
_ &
Brap: 0

wed@t each dimension had only one factor or

component fa alysis res
2 ’ ? (..)
componentswith an eige vaz at exceeds one whereby the total explained variance

%han%. . More

ding lower than (}&D It is important to note that the mission dimension

was al the findings revealed that none of the items had

4

af
item no. 37 is removed since it has a factor loading of 0.406 which is less than
. Therefore, the mission dimension had 4 items, which explained 57.6% after the

removal of that item.
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Table 4.9: Summary of the Exploratory Factor Analysis of Each Dimension of the
Organizational Culture

No. ltems Factor o ?
Compor@t

Variable: Organizational Culture

1 2 3 3
Involvement

0CQ20 | make decisions based on the availability of 645
the best information. Vi

0CQ21 | feel that I can make a positive impact in the 823
work | do.

0CQ22 | work with my colleagues as a team. 93
0CQ23 | feel good about constantly improving my S EN '
skills from the police force.
Consistency * o~

OCQ24 Leaders' practices align with the decisi I 829 ' (,}‘
they make. A

OCQ25 There are clear values that govern th f 4 6 \T
the police force. \ N~

0cQ26 The leaders work to fi tion?\ .82%
commensurate with the diff at occ <<
between members of the ap[;&

0cQ27 The police institution ha%ability \mg ,<\.858
consensus when proble rise at . c}

OcQ28 Work-related actiony%ried out ingasy- <" 819
to-implement ways.\ \; \"Q

Adaption '“\ S‘

0CQ29 The way thi ar%one is very ijFSﬁ 808
easy to chan% 2 2

OCQ30 New and improved hys\t do v@ are .836
continu& ted.|w\ (?

\ ) o L e Gontinued
No. % " =t s'_&_,l Factor
bl % nizafi 'é Itur@é\ Component
\"ad 1 2 3 4

In the police insti ‘on, failure is an .823

pportunity to imp%\/e and develop work

\ mechanisms
: Q32 Innovation and risk taking are encouraged and .844

rewarded

CQ33 All employees of the police force are fully .786
aware of the mechanisms of work in the police
force.
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Mission

OCQ34 The police force has missions that serve the 7
community. &v
OCQ35 The objectives of the policing institution are 3
set in accordance with the urgent needs of (q
citizens. *
OCQ36 The objectives of the police force are clear .824
OCQ37 The objectives of the police force are specific. Remo% (.406)
0OCQ38 By improving performance, the police force V 602

seeks to bridge the gap between it and society
by gaining public satisfaction.

Eigenvalue

3.350 3.360 2.303
Percentage of Variance (%) . 67 .2 57.6
KMO Measure of Sampling Adequacy .760 10.85 66 &27‘08
Approximate Chi-Square 50 3 87 $5

p-value 0.0 0. QQ.O 0. 000

‘o-/ \/
The findings of EFA of all items%)mg tﬁ? or |zat| culture were

shown in Table 4.10. It seems that N value w 93@d the p-value of

Bartlett’s test was less than 0.05 sh the adequac Xf mfp_hg and thus the factor

S
analysis can be conducted. Fur@, t pe age (@e total variance explained

was 58.3% with all compon?,m thar gen Iuesﬁer than 1. The factor loading
was all more than 0.50 item no. 37, i}hl@een removed, and then we report

?
the results from ence, lt Its w %&'ﬁonflrmed with the individual EFA
findings. There e, t fo |0ns equdatmg the underlying construct of
organlzatlo re a aI 0 hé:n ‘qﬁe utilized in the CFA.
Table 4. lo‘}esult afy of@e Exploratory Factor Analysis for Organizational
cﬁ Culture
~—
Items Factor
Component

le: Organizational Culture 1 ) 3 2

olvement
\)CQZO I make decisions based on the availability of 56
the best information.
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0CQ21 | feel that I can make a positive impact in the
work | do.

0CQ22 | work with my colleagues as a team.

0CQ23 | feel good about constantly improving my
skills from the police force.

539
634

543

Consistency

OCQ24 Leaders' practices align with the decisions
they make.

OCQ25 There are clear values that govern the work of
the police force.
OCQ26 The leaders work to find solutions

commensurate with the differences that occur
between members of the apparatus

The police institution has the ability to find
consensus when problems arise at work.

Work-related actions are carried out i -
to-implement ways.

Adaption

0CQ27

0CQ28

0CQ29 The way things are done is ver
easy to change.

OCQ30 New and improved ways
continually adopted. A

OCQ31 In the police instituti i 754
opportunity to imp&
mechanisms

OCQ32 Innovationand ri % ar .750
rewarded YL

0OCQ33 All employ e poli .686
aware of the mechanis
force. ié i

!
able 4.
No. , 2 si(\SJ Factor
i . Component

Vani&'gamzatlo al JU&R' . ) 2 2

&' SI0 ~
The police force has missions that serve the 501
community.

Q35 The objectives of the policing institution are 718

set in accordance with the urgent needs of
citizens.

OCQ36 The objectives of the police force are clear .670
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0CQ37 Removed

The objectives of the police force are specific. (.352)
0OCQ38 By improving performance, the police force Removed
seeks to bridge the gap between it and society \
by gaining public satisfaction. %
Eigenvalue 8.439 1.543 % 1.05
Percentage of Variance (%) 46.3 8.6 6. 4.9
Percentage of Total VVariance Explained (%) .
KMO Measure of Sampling Adequacy 0.936
Approximate Chi-Square 18.6
p-value 0.000

l

7. .

4.6.3 Exploratory Factor Analysis for Job Satisfaction ' "}
The job satisfaction construct comprises dmpn on thatxg-pe moral

\ffsn illus %'s the results

isfaction construct.

incentives, material incentives, and wage incentives. Thi

of the EFA for each dimension as We|®0b

Table 4.11 exhibits the results

~
incentives, the KMO value was ? eh is h| er th@ 50 and the p-value of
catl

ewdeﬂge for sampling adequacy and

s n SQQarater As for moral

Bartlett’s test was less than

thus for factor analysc ility. T fln ng showed that there is only one
ensi

component of this d|

the total variance/‘b@‘actor l

than 0.50 to e%\lter al teli IJ!)'/ 'Iq'rg results of the material incentive dimension

showed &( MP y 927, é:&rch is higher than 0.50 and Bartlett’s test was
gnificant since the.py- . . )

staﬂsUEll % alue is less than 0.05, which gives strong evidence

0 Ilng adequacy to carry out factor analysis. There is only one component with an

valu Q"gj:e ater than 1 and explained 64.5% of

of alkitems under this dimension were all more

envalue higher than 1, which explained 59.0% of the total variance. None of the
Qms had a factor loading less than 0.50 showing evidence of internal reliability.

Similarly, the KMO was 0.902 which is higher than 0.50, and a significant Bartlett’s (p-
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value < 0.05) of the wage's variable showed the adequacy of sampling and thus the
factor analysis can be conducted. The results also showed that only one compon

extracted with an eigenvalue larger than 1 and had explained 62.0% of %\Mnce.
The factor loading of almost all items greater than 0.50 indicates strong%ce of the

internal reliability of this dimension. However, item no. 67 (JSQ67) ha% factor loading

of 0.141 and was removed from the analysis because of low f tming.
;h

‘Table 4.11: Summary of the Exploratory Factor Analysis
Job Satisfaction

No. ltems o N :
Val iable: JOb SatiSfaCtiOH ' v-.

Moral incentives Y' NN
JSQ39 As a police officer, I am looking forw 779 B0
y

receiving honors and badges f utstandin
work H
JSQ40 As a police officer, | amN g forwar

Di,nension of the

receiving a letter of thanks and app \a\?f S

your outstanding work re) \&
JSQ41 As an officer in the poli rce, § oki@ 875

forward to receivin cellenee Award. &g,

JSQ42 am looking forward as ffi ohce{érce 510
olice 847

to get an exceptio motion
JSQ43 | am looking fo as an/officgr in th
force to get the"honoring ¢ ony

ficer (n_/ e police 790

JSQ44 | am Iook% ard
force to get t andi‘iacy the tra%iﬂng courses

JSQ45 | am for offi@m the police 780
forctt&qgt the n

1oh f&rgsenior leadership
.

pos
: | ) duaN;
? a 11, continued
N #
1" 4 »
No: ltems Factor
Vaxiable: Job Satisfaction N 1 Comp;nent 3
I am looking forward as an officer in the police 573
force to attend conferences for the police force to

gain experience and knowledge.

SQ47 Asan officer in the police force, I am looking for 810
authorization from higher authorities to carry out

tasks

(/

118



Table 4.11, continued

No. Items

Variable: Job Satisfaction

Material incentives

JSQ48 As a police officer, you are looking for rewards for
work assignments.

JSQ49 As an officer in the police force, you are looking
for specialty bonus grants.

JSQ50 As a police officer, you are looking for a housi
allowance.

JSQ51 As a police officer, you are looking
transportation allowance.

JSQ52 As a police officer, you are looking for ual 82 O
bonus payable. i _\c,)
re 16oking & :

n

JSQ53 As an officer in the police force, yo i
for an exceptional salary award. ? . \
S

JSQ54 As an officer in the police, she 4@oks forw

taking care and improving the wor iro
JSQ55 As apolice officer, you Ioo%r to gettin
health services you need

JSQ57 As a police officen
rewarding compensati on

JSQ58 As a police offic arelo ing forwarthfo a

JSQ56 Asapolice officer, you ar@%ing t%? :
club % Sl c.}

provident fung-that'gives loans at .
JSQ59 As a police offi he aspires to imp nt the
early retirement law withi ‘?a iv#neéw
|

ofessignal experience.
dhe, police institution is

Wages incentive e
JSQ60 My sﬂg"ﬁ
com ﬁnq‘rae ith

olice institution s
i i
JSQ61 The y | get fr

and meets my ne
JSQ62 41 feehthat my mo Az/sal IS commensurate with
fort | putdnto yvaTk

JS The wage | get is enough’'to make me do my job to
Qﬁh QU

e fullest
There is a similarity to the salary of the unified

cadre that works in the police force
65 There are incentive wages in the police
establishment that encourage me to do more to get
it
JSQ66 My wage increases as my performance increases

119
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.893

.907

879
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Table 4.11, continued

No. Items Factor e
Variable: Job Satisfaction Compo ¢ 3
JSQ67  Irregular salary payment date affects my social and Re a

professional status (0.1
Eigenvalue Y;BB 4.947
Percentage of Variance (%) 70.7
KMO Measure of Sampling Adequacy O 927 0.902

Approximate Chi-Square 3192.6 2054.6
p-value é 00 ]0 000 0.000
To ensure that the items are adequately loadedim,each dimensio f pe med
EFA for the total construct of job saﬂsfacﬂon&ts Sr ardle?.of their
at the s?ii?hated KMO
value exceeded the cutoff value of 0. 0= ‘192
statistically significant since the p-\é} I \{.bQ Fu_r{hermore, the findings
showed that there were three co‘n% of ghis construct \M.étlgenvalues higher than

1 and explained 70.0% of the tetal*variance. flrsggéfhponent contained 5 items

(JSQ39, JSQ40, JSQ4]CSQ SQ4A’ JSQ IJS%@ with factor loading exceeding
em |nc i

rﬁ‘@ﬁhe second component contained 8

component and the results were shown in Table

and %rtlett’s test was

0.50, which formed th

items with a f oa in han and formed the material incentives
dimension J QE‘A%IéQSS JSQ56, JSQ57, JSQ59). Finally, the
third co 6 te th@(or loading greater than 0.50 (JSQ60, JSQ61,
JSQ6 JSQ65 Q66) an\,ﬁvo items with factor loading less than 0.50 (JSQ64,

J QQLthat is removed from the anaIyS|s The last component formed the dimension of

e incentives. Accordingly, the first factor explained 38.9% of the total variance
Oile the second and third factors explained 18.7% and 12.9% of the variance,

respectively. These results confirmed the findings from the separate EFA for each
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dimension explained above. Therefore, the three factors assessed the same construct of

job satisfaction and will be used for CFA.

Table 4.12: Results of the Exploratory Factor Analysis for Job Satjé‘s!l,ﬂ\

No. ltems

Variable: Job Satisfaction

Moral incentives

JSQ39 As a police officer, I am looking forward to
receiving honors and badges for your
outstanding work

JSQ40 As a police officer, I am looking forward

receiving a letter of thanks and appreciation for
your outstanding work [ (_}
JSQ41 As an officer in the police force, you are g 76 SN
forward to receiving the Excellence Award. > b &
JSQ42 am looking forward as an officer in t&pol' oved Vz‘:/
force to get an exceptional promot *368) ,é\
JSQ43 | am looking forward as an oﬁi% e poli 70 <<
force to get the honoring cerw O
JSQ44 1 am looking forward as an officemin the poli , &
force to get the candidacy f training % A
JSQ45 | am looking forward as ‘am, officer é palic c}lﬁ
force to get the nominaii ior leadership <
positions \n &
JSQ46 | am looking forward asan offi $ emoved
force to atten 'ng%ﬂeren&s i (.416)
force to gain ienee and agé. 5
JSQ47 As an officer in t pm% dooking 717
for authorization from e horitg.m carry
out task;é \\ng P
Material incem"%i “\\J, (Q_V
JSQ48 As a% ffiger?you-are looking for rewards Removed
f rk<@ssigniments. \(_J (:427)
JSQ49 %ice?i (Dt_rgol'ce té’ce you are looking Removed
%ecialty borus g'rantss'(' (:364)
JSQS a police officer, y@é looking for a housing Removed
allowance. (.486)
J As a police officer, you are looking for a 746
transportation allowance.
0 Table 4.12, continued
No. Items Factor
Variable: Job Satisfaction Component

121



JSQ52 As a police officer, you are looking for annual .798

for an exceptional salary award.

bonus payable. ? ’
JSQ53 As an officer in the police force, you are looking 713 c\

JSQ54 As an officer in the police, she looks forward to
taking care and improving the work

.75&
environment.
JSQ55 As a police officer, you look forward to getting \,

the health services you need
JSQ56 As a police officer, you are looking to build a Yw.723

police club
JSQ57 As a police officer, you are looking to get 121
rewarding compensation upon retirement. \g
JSQ58 As a police officer, you are looking forwardgo a Re d* X

provident fund that gives loans at soft facilit
JSQ59 As a police officer, she aspires to imple

early retirement law within fair privil " s \T
Wages ? ‘\\' {4

JSQ60 My salary from the police Won Fﬁ 870
commensurate with my profe% erienee,
inSt

Or

JSQ61 The salary | get from the po itution i .888
sufficient and meets my needs A

JsQe62 | feel that my monthly s W@Vt A .898

JSQ63 The wage | getis en do my Jobé}' 879
to the fullest

JSQ64 There is asimilariwm ry ofith uni@‘ Removed

cadre that works i ( 0- (.436)

JSQ65 There are incentive i tﬂe(dgolice 778
esta_blishm that enclo etogmore to
get it
JSQ66 My wage increases for increases .765
JSQ67 Irreg%r)gi)a)?m (?!e dffects my social Removed
angwprofessional status () (0.174)
Eigenvalue P | @ 10888 5109  2.224
Perce of Variancel(%%) & 38.9 18.7 12.9
Percentage of Total Variance E(X?lained (%) 70.0
K& asure of Sampling Adequacy 0.928
oXimate Chi-Square 8223.1

Q‘vaaiue 0.000

4.7 The Confirmatory Factor Analysis (CFA) of All Latent Construct
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This section is devoted to explaining the results of the CFA of all constructs used
in this study. The approach entails a procedure that should be carried out first to w
all measurements of the latent model, validity, and reliability of t@ured
constructs. Such a CFA procedure ensures that the measured constﬁ*assed the
construct validity, convergent validity, and discriminant validity (AsRvTet al., 2019;

Rahlina et al., 2019). Accordingly, indicator reliability wai Md using factor

loading (i.e., standardized regression weights), construct r il Waf assessed using
composite reliability (CR) and Cronbach’s alpha, and comstruct alM assessed
"X

using a couple of fit indices described below. The rgent yalidi Wa&ﬁ&ssed

§ @ y cajﬁéting the

d w'n? ac struct.éﬂsaiscriminant

using Average Variance Extracted (AVE). Th

mean of the squared loadings of each item associ

validity was assessed using the Discrimipant )alidity in um@ (Henseler et al.,

2015). The discriminant validity aeﬁjnent IS \Nb_Ltggc ﬁ(}rno items are highly

N,
correlated or redundant. A threa%torre?atlon igher than’0.85 considered any two

exogenous structures are %ed r y rreI@and hence multicollinearity
i

problem exists. In ot% S, dis‘s min n}lvalﬁ'ty ensures that the problem of

&
multicollinearity j{uj)t em@ 015{§ahlina etal., 2019).
Concerni lit ' of @‘ﬁonal Cronbach’s alpha coefficient of
reliability, w iabili (eR i(s?n adequate reliability measure using SEM.

NN
There i icators through which the proposed model is accepted or

ﬁ& f th ddg.dh lled model fit indi The |
reje t of the study , and they are called model fit indices. The latent
N
c% t is considered valid if its respective fit indices attained the following three
| fit categories, which are Absolute Fit, Incremental Fit, and Parsimonious Fit
yrne, 2001, 2010; Hair et al., 2010; Jackson et al., 2009; Kline, 2015; Meyers et al.,

2005; West et al., 2012; Yuan et al., 2016; Schumacker & Lomax, 2016). The most
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commonly used indices of model fit and their respective benchmark values are given in

Q‘Z’

Table 4.13.

Category Index Level of acceptance
Absolute Fit RMSEA RMSEA <0.1 (ideal < By

Index 0.08) rsetal.,
Incremental Fit GFI GFI > 0.85 (ideal if > , 1997; Segars
Index 0.90) Yﬁ‘ld Grover, 1993
CFI CFI > 0.85 (ideal i entler, 1990;
0.90) her, 1994
TLI TLI > 0.85 (idea w 2010
0.90)
NF NFI > 0.85 (i el aﬁd_@mtt
0.90)
Parsimonious Fit CMIN/df CMIN/ (|dea Ier 1\{? Hair
Index if <3.
Note: RMSEA: Root Mean Square Error4ef Approxi : GFI odness of Fit
Index; CFI: Comparative Fit Index; TLI: Lewi NFI; med fit index;

df: degrees of freedom. \
C 1 A
Figure 4.1 shows the struct%f pa e ment model for

“« Q-
the latent constructs used in tN was gﬁducted with 5000 re-

N
sampling with 95% Wed #) le @als Pooled-CFA was
onstr

conducted on latent ¢ ts, % dhetitems retained from EFA as

shown in the prev SS m@

tstu
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Figure 4.1: The Pooled-CFASffucture of the Measurement Model of All Constructs
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4.7.1 Construct Validity of Latent Construct YV
Construct validity for the measurement model of the latent construct@tudy

was assessed using the fit indices displayed earlier in Table 4.14. The ms of CFA
revealed that the model fit indices of RMSEA (0.059 < 0.08), GFI ((¥5~> 0.90), CFI
(0.934 > 0.90), TLI (0.923 > 0.90), NFI (0.924 > 0.90) and t Mf Chi-square/df
was 2.655, which is less than 5.0 indicating that measu nmodel achieved the
construct validity of leadership framework. The covarl of the Wg pairs of
6, e17); (e16,e19), ‘2(;17,

% Iatedéﬁ}% level
of significance and thus reduce the chi-squw tatisti IN) a;@;z\;vn in Figure

4.2. Hence, leadership framework con& foa ctors are@ttural framework

(LFQL, LFQ2, LFQ3, LFQ4), huma@jurce fra\vo%( @LFQ?, LFQ8, LFQY,
N,
LFQ10), political framework (%F ﬁ LFQ13, L}-‘?, LFQ15), and symbolic

framework (LFQ16, LFQl%S,I uch @he standardized regressions

(i.e., loadings) of these.i derlying th méaa@ construct were all greater than
F 4 ’ &

0.50 as shownin T %14 z@ 2. é./

Table 4.14:Model Fi or ruct Validity

error terms (el, e2), (el, e3), (e5, e6), (e5, €9), (e8, €9

e19) to improve model fit indices since these

N e > G
Cate dex (_} Level of Did the result
% ) N acceptance meet the criteria
it

Absol dex & A é“ 0.059 Yes
Increfe Fit GFI X~ 0.915 Yes
In CFI \c.}’ 0.934 Yes

TLI

NFI 0.924 Yes
onious Fit CMIN/df 2.230 Yes
C

0.923 Yes

MSEA: Root Mean Square Error of Approximation; GFI: Goodness of Fit Index;
FI: Comparative Fit Index; TLI: Tucker Lewis index; df: degrees of freedom.
* Only most commonly model fit indices were reported.
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LFQ11.0 1

Material

Incentives

Wapes
Incentives

JSE2

JSQE3

JS0E5
JSOGE

(44

b 40

A7
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S

5047
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JS0A1 H

%F\;gure 4.2: The Result of Pooled-CFA of the Measurement Model of All Constructs

AT

&

As for the mediating variable of organizational culture, the CFA showed that all

items under each measured latent variable have loadings higher than 0.50, except item
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no. 38 (OCQ38). It should be noted also that item no. 37 (OCQ37) was removed from
the EFA process. Therefore, the measurement model of the construct is valid.

4.2 shows the results of the CFA of the organizational culture. Th(%cher
considered the covariance between the following error terms (e26, 9277,';“e32, e33)
as they are highly correlated to improve model fit. Thus, the Imonstruct of
organizational culture has four factors which are involve eNQZO, 0CQ21,
0CQ22, OCQ23), consistency (0CQ24, OCQ25, OCQ26, r&:o Q28, 0CQ29),
adaption (OCQ30, OCQ31, 0CQ32, 0CQ33), and mission(OCQ 4,5(@,‘0(‘:?36)

in the final model. All items underlying each com have factor Io#di_@ﬁat IS

higher than 0.50 as indicated in Figure 4.2 and 14

used in performing CFA. The findiN that all “items ir@ﬁed in the
measurement model were statistizﬁubsignific\n t K ctor loadings
N,

exceed the cutoff value of 0.50%ayedqn Ta &4.1210 thermore, we take

the covariance between the@ng lr erms (e§>53), (€51, e52), (e52,

e53), (e57, e59), and (% becau

model fit. The re wf thel

exhibited good s{'isht vakh
q ; ¢

acceptance 1a (i.e.

the érehtlyhly correlated to improve

&
We(ghat job satisfaction constructs
'ce th ‘s%ﬁmated model fit indices met the
ee' tt@}(?]reshold value) for each index as
NN

€., EXc
exhibit% le 4£%J;gefores& latent construct of job satisfaction has
Y-

thre cales, which are t ec%'réral incentives subscale containing 6 items

(%XJSQM, JSQ43,J5Q44,JSQ45, JSQ47), the material incentives subscale
ontaining 8 items (JSQ51, JSQ52, JSQ53, JSQ54, JSQ55, JSQ56, JSQ57,
Q59), and the wages incentives containing 6 items (JSQ60, JSQ61, JSQ62,

JSQ63, JSQ65, JSQ66). All these items have factor loading greater than 0.50 as
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shown in Figure 4.2 and Table 4.14.

4.7.2 Convergent Validity and Composite Reliability of Each Con@

For the AVE was used to evaluate the convergent validity of the onstruct.

A value of AVE that is larger than 0.50 indicates that convergent validity is attained

(Awang, 2015). To assess composite reliability (CR), the CR vMould be greater
5,2

than a cutoff value of 0.6 for CR to be achieved (Kashif et ?16). Table 4.15

illustrates the AVE and CR values of all constructs obtained fr m.BEthe results
‘X

revealed that all AVE and CR exceeded the thre values o 5[) @0.60,

respectively for all constructs measured in t nt stuJy. refoQ‘}fﬁe items

measured their respective underlying const&% 0\ g
(? &
e

Table 4.15: The Average Variance Ex (AVE) an ompc@ Reliability (CR)

Construct Cronbach’s
Alpha
Leadership framework
Structural framework 0.806
i
Human framework \II: 0.813
\ 0.
(') Fo10l ¢ p.s1
‘< k, ) )Tat\lgé.}ls, continued
% 4 s ““.Factor CR(> AVE (> Cronbach’s

\YToadings* 0.60) 0.50) Alpha
Political\framework LFQ11~"  .766 0.867 0.570 0.930

\ LFQ12 .780

LFQ13 .829

LFQ14 812

LFQ15 0.553
mbolic framework LFQ16 .691 0.827 0.545 0.738

LFQ17 .681

LFQ18 .808

LFQ19 .766

Organizational Culture
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Involvement 0CQ20 554 0.768 0.503 0.709
0CQ21 719
0CQ22 695
0CQ23 717 Q
Consistency 0CQ24 812 0.847 0.578 N
0CQ25 684 %
0CQ26 758 A
0CQ27 789
0CQ28 0.755
Adaption 0CQ29 742 0.876 0.587i 0.766
0CQ30 801 \,
0CQ31 763
0CQ32 798
0CQ33 0.719
Mission 0CQ34 0.562 0.783 553 | 0.743
0CQ35 0.854 Kd
0CQ36 0.783 , >
Job Satisfaction N
Moral incentives JSQ39 733 6 61 786
15041 851
15Q43 0.836 Y- \" \,‘T
JSQ44 0.771 X
15Q45 0.7 '1 {\
15Q47 0. &
Material incentives JSQ51 K 0.922 0 0.773
15Q52 7
JSQ53 72 \? &'\
15Q54 870 N
quss‘é 70 O 4 Q::)
J15Q &
JSQ5 Q\
5 0.676 0.822

Wages incentives CJ

915

N E
A QQ w0

* Factor Iead@uthe tandar z;d rag;;eélon weights

473% |m|n;z

\
nb\_/J ity a@ng Each Construct

current study evalua@q e discriminant validity to ensure that there are no

r t or correlated constructs. That is, two pairs of constructs are considered

0 icates if they are substantially correlated (Hair et al., 2010). The discriminant
a

lidity index is estimated by putting the square root of the AVE in the diagonal of the

correlation matrix between the constructs while the off-diagonal entries are the bivariate
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correlations between the two constructs. The criteria for ensuring discriminant validity
of each construct are that the square root AVE must be greater than the inter-c
correlations, and thus we can conclude that the model had achieved |\inant
validity (Awang, 2015). *

The results of the Fornell - Larcke discriminant validity are shown in Table 4 .16.
The finding indicated that the square root of the AVEs on th dMls of the matrix
represented by bold values are greater than the bivariate co metmeen constructs
represented in the corresponding row and column valueS&Lhese results.s ‘ested that
‘Cﬁﬁ}‘lg%;
ity (Flair et al.,
2017). Moreover, the exogenous constructsyhavea cc:TeIa that@g;s than 0.85
(Awang et al., 2015). Hence, the stud@strated th e di@‘uinant validity of

A

all constructs was achieved. Cf) \Y &
S

@
‘Table 4.16: Summary of the @am alidit Iﬁﬂez&@!’ All Constructs
SF HF P F |I§5 AC* MC MRJ MTJ WJ
LF  0.806 %‘ Y
HF .804 0.81
93

constructs are strongly correlated to their respective

Fornell & Larcker, 1981), and therefore show

PF 785 .788

SME  .795 .7@5)\;24 :
IC 563 Ag’ 57 | 6687 709
. 7 . .

e
Q(*C//v

707 733 .743
MRJ

6 85 .

%399 30 84,5355 301 .399 .242 .786
MTJ /. 166 .. .1505\.292 143 .143 086 .641 .773
MWJ, ™ 405 V336 .36 .091 .393 .423 .157 0.079 -.073 .822
Bo n

tries are the square @Vof AVE.
NG N

4.8% Structural Equation Modeling (SEM)

MC
J

According to Hair et al. (2006), analyzing the SEM entails two important steps,

which are standard model assessment and evaluation of the structural model to
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determine the value and direction of the relationships between all latent constructs. In
this section, the structural equation model and its assessment using model fit I

and the coefficient of squared multiple correlations to investigate the t\f the
relationships between latent variables using job satisfaction as a depenoﬂ%&riable and
leadership framework as an independent variable as well as check thWation effect
of organizational culture on this relationship. The results of th% eses testing will

l

The current study implemented the SEM using tatis 'cwe AMOS

also be explained as well.

'YX
26.0. Indeed, SEM is a useful tool to identify rement err #ng\%t the

measurement model through CFA and struct de% ousl@ng path
al facto i

analysis, which makes it superior to conve and @!’ession models

(Kline, 2016). Moreover, the SEM ty@luatesth i en@ﬁty, validity, and

reliability of every single constrLﬁﬁ well a\ae e r@el fit and parameter
estimation simultaneously (Ha%, zofb; Kline,
N

&
approach can assess the di iI' ct effects @ge between dependent and
independent variables,%zon, to asses 'glt pothesized structural model and

testing the hypothe bout t

>
016)- Furthermore, the SEM

N

bserved and latent variables (Byrne,

7
¥

2016; Hoyle, 2042; le e
¢

N

4.8.1<{h’§0nfw Factsb«nalysis (CFA) of the Pooled-CFA
Yv
Str@ Model >
S
\e current study needed to evaluate all of the measurement models of latent
onstructs for unique dimensionality, reliability, and validity before performing
odelling the structural model and executing SEM (Awang, 2015; Hair et al., 2017).

The measurement model demonstrates how every construct is measured.
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The theoretical framework of the present study contains one exogenous construct
(i.e., leadership framework), one endogenous construct (i.e., job satisfaction),
mediator construct (i.e., organizational culture). Figure 4.3 illustrates th@tical
framework of the measurement model, paths, and hypotheses that Willﬂ&ed in this

study.

A
Figure 4.3: The Resear?hq ewor Stugiﬁ’éths and Hypotheses

~
Z |
The hypothesis of the current st s&n@g In Figure 4.3 is described in Table

method%'sed to test each one of them. Every
construct explainéehand is@% afr ork presented in Figure 4.3 was measured

using a setfoflindiCators in th’ q sie\&dire resulting from the EFA and confirmed by
C

eﬁstruxztv As mentioned earlier the exogenous construct

the C ery sin

>4
contal ur latent variables §u%ﬁ that each latent variable has a number of indicators

‘é\/n previously in Figure 4.2. Likewise, the organizational structure was measured
Ong four latent variables such that each one had a number of items in the study

instrument resulting from EFA and confirmed by CFA as presented previously in Figure
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4.2, respectively. Similarly, the job satisfaction construct was measured using three
latent variables whereby each variable has a certain number of indicators in thw

questionnaire as found earlier in EFA and by CFA in Figure 4.2. (’}

Table 4.17: Hypotheses of the Current Study

No. Hypothesis Y

H1 The effect of leadership framework on police officets’ job Satisfaction is
statistically significant.

H2 The effect of leadership framework on polige > organizational
culture is statistically significant.

H3 The effect of organizational culture on poli

s’} ljsati action is
statistically significant.
thi linkag ‘bet\Ween

H4 Organizational culture significantly medi
leadership framework and officer’s jo@ﬁon
Each construct was then measured using pooled

imputation in AMOS 26.0. The scien@re

provide a more efficient measurement o propose

address the identification problem %\orﬁa‘%yz
9 Q—

indicated that all constructs% ed Med &(a certain study should be
N

evaluated together at gnce.\Figure 45 presents th?pooled-CFA model that was

'S
! &
The results&mF c!f the easu@nt model illustrated in Figure 4.3 are
N
shown in Figtc’&nd ontain

(}drl
seemed th@ or loadings excee e threshold point of 0.50. The model best fits
4
the da éﬂ@ (it i

all mode dexeS{Passed their respective threshold criteria exhibited

&Y

earlier In"Table 4.14. Further}rore, the problem of multi-collinearity does not exist

(0)

4

b4
by e:fyming data

that podled CFA could

14}.:)‘|\})reover, Awang (2015)
measured and assessed in this study. ¢

ings and correlations between constructs. It

%e the correlations between any two constructs did not exceed the benchmark of

05 (Afthanorhan et al., 2017, 2019).
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Figure 4_4;J he Latent ndru@%ﬂlong with Their Respective Items
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Figure 4.5: Summary of the
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Measurement Model Assessment (Pooled-CFA Model)

0 The resulting pooled-CFA model was assessed for its reliability and validity.

Reliability was assessed using indicator reliability measured by factors loadings and
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using composite reliability (CR). Construct validity was assessed using model fit
indexes (CMIN/df, GFI, CFI, TLI, NFI, RMSEA) as well as convergent
measured by AVE, and discriminant validity measured by discriminant v@udex.
The process of model assessment is detailed in the following subsections:
X
4.8.1.2 Indicator and Construct Reliability (Pooled-CF M)
The current study measured indicator reliability bas %(:o

r'loading. Factor

loading for every indicator should surpass the cutoff potag,of O. WI., 2017).
L ]

Construct reliability was measured using CR and t ernal gonsj ndy _@Eﬁty
coefficient, namely Cronbach’s alpha (Hair et al Kl i% ekar:@/% Bougie,
2012). Accordingly, CR must exceed 0.60 0£0.7 c@hqz;bility while
the acceptable reliability coefficient o m t su@ the cutoff value
of 0.70 (Gefen et al., 2000; Kashif ; Kh ,the factor loading, CR,

Cronbach’s alpha, and AVE ar%ed i
The findings showed%l inr' r loading that exceeds the
threshold value of 0.% gestediby air' e (2017). This indicates that all

'3 F &
indicators meet the ﬁwem@ atorg ility and have much in common to
capture the con &

rthe onb@ alpha for each construct was higher than

SK g
the accepta e%@e of 0.70.i ic&‘tine_t} t the indicators captured the construct and
; NN
i

reflecte rintgr ister&eliability (Hair et al., 2017; Sekaran & Bougie,

201&5 was also confirme @*fhe CR that were all greater than the threshold points

0 Kline, 2016; Hair et al., 2017).
\Table 4.18: Factor Loading, Composite Reliability, and Average Variance Explained
V' of the Pooled-CFA Measured Constructs
Cronbach’s
Factor CR AVE
Construct Items loading (> 0.60) A'(';)QS)P (> 0.50)

137



Leadership Structural 0.891 0.948 0.932 0.820
framework framework

Human framework 0.942
Political 0.873 i
framework \
Symbolic 0.914 %
framework *
0.942

Organizational Involvement 0.923 0.954 0.837
culture Consistency 0.961
Adaption 0.863
Mission 0.910 \&!
Job satisfaction Moral incentives 0.822 0.891 0. 0.732
Material incentives 0.863
Wages incentives 0.881 1
|
NY.
\‘Z"
4.8.1.3 Convergent Validity and Discrimi I|d|ty( ol -CI!A‘?ModeI)

The convergent validity of the current c ructs I

using the AVE index. To ensure COHV%NWI

threshold value of 0.50 (Awang et al. , 2 A E w

0" this Study \éstabllshed
g

AV %t exceed the

sent Qn Table 4.18. The

results showed that all latent co n tlae C @el attained convergent

validity.

Moreover, the discrim d’y of the 5 FA model was established by
the discriminant validity m% base nJII rcker criteria that ensure that there
are no redundant na s in lhe madel. |ngly, the square root of AVE must

\
surpass all pai orr lations e twe two constructs. Table 4.19 presents the

square ro on the diag aI n bolded text and the off-diagonal entries are

’
the co§ betwee oﬁten\/&onstructs The findings showed that the square root

.

of ceeded the correlations between two constructs either in the corresponding
‘é column indicating that constructs are strongly correlated with their respective

Olcators as opposed to other model constructs (Chin, 1998; Fornell & Larcker, 1981),
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Hence, the current study showed that discriminant validity of all constructs has been

achieved. Yv

Table 4.19: Result of Discriminant Validity by Fornell-Larcker CQ(-}

Leadership Organizational

Latent constructs

framework culture isfaction
Leadership framework 0.906 ?'
Organizational culture 0.782 0.915
Job satisfaction 0.561 0.462 0.856

\g

Furthermore, the construct validity was also configmed by W indexes,

which were attached to Figure 4.5. All model fit indexes exceeded the thge on\\IQmes.
As such, RMSEA was 0.053, which is lower than 0.08, the inc:.e nt o!e‘lz”ﬁ:i)ndices
of GFI = 0.913, CFI = 0.924, TLI = 0.914, and NFI = 0. \B*WQ all hi than 0.90.
Finally, the CMIN/df = 2.091, which is I@/S 0 :)a It, V\QC nclude that the

model presented in Figure 4.5 achie al,_ indi &g:)construct validity

requirements. ) 0>7 c}&
‘% ‘&
',}j Q
sSessme

4.8.2 Structural qu?n'Mod IA i ypotheses Testing)
After ensuring the validity and'reli Ii&éijwmodelintheCFA,theresearcher

can now perform &hd t sllthe hypothe ostulated in Figure 4.4 and detailed in
B

Table 4.10 as@&that heme U}dﬂ odels of all latent constructs utilized in the
current st@e validated
’
C

compile t atent constru

=2

an 15, Hair et al., 2006). This study must then

7

intothe hypothesized framework of the structural model
S

an&(ec e SEM to estimateﬁe regression path coefficients, standardized regression

oefficients, coefficient of multiple determination (R-squared) as well as the

Orresponding t-values using bootstrapping approach with a sample of 356 samples
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replications and 95% bias-corrected confidence interval (Awang et al., 2017). Hence,
the researcher can investigate the proposed hypotheses of the current study. Y*
Figure 4.6 shows the results of the estimated standardized reg \path
coefficients obtained from implementing the SEM. On the other hand, 4.7 shows
the results of the estimated regression path coefficients from the samm.
a

N

[ Consistency |

Figure 4.6: The Estimated nda’ ress ath Coefficients of the
V~Stru turalMod I%
> 3/'1 e\

Figure 4.7: The Estimated Regression Path Coefficients of the Structural Model
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4.8.2.1  Assessment of Model Satisfaction using R-squared
The findings of this study revealed that the measurement models perfm{ ell

based on the evaluation of path coefficients, as shown in Table 4.20, with (e@quared

value of 0.678 for the model of organizational culture, implying that the leadership

framework can significantly explain 67.8% of the variance in @nal culture.

The R-squared for the job satisfaction model was 0.447, how\at organizational

' tisfaction. As ayresult, the

adequate p eMﬂi air
.G

4 \/‘Z“

Table 4.20: - R . W
able 4.20: Results of the Coefficient ffM A pleg‘e%matlor@uared)

Endogenous Exogenous \ N
construct construct \fExBI:{gatlon
Organizational Leadership 0.678 67.8% of the Variance in
culture framework \Q izati culture explained
% >§/ lea ip framework
Job satisfaction Organization 0.447  44.7% \faaj nce in job satisfaction
culture \ Igsﬂ by organizational
Z N
4 2

4822 Assess %Qf Reqre\l\Dath %e«‘ﬁcients
’%V

The curre esta assts}(gent path coefficients using the estimated

' S
regression S%HECM ts est af:zd (from the structural model shown in Figure 4.6.

culture substantially explained 44.7% of the variance i
models demonstrated moderate explanatory power a

etal., 2017).

NN
ws &h |y1ated andardized regression path coefficients from

Table
exo constructs on the e \énous constructs along with their respective standard
er E), critical t-values, p-values, and bootstrapping confidence intervals (BCI). It
do Id be noted that the researcher interpreted the results based on the standardized
egression coefficients and judged the statistical significance by a p-value of less than
0.05 and the critical value (t) that must be greater than 1.96. The findings showed that
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that there is a statistically significant and positive effect of leadership framework on job

satisfaction (8 = 0.264, t = 9.103 > 1.96, p-value < 0.001). That is, a one-point i

9

in the leadership framework score will lead to an increase in average job s@n by
0.264 points. Therefore, we accept the first hypothesis (H1) and ad our first
research question. Hence, we conclude that leadership framework h¥)§itive effects
on job satisfaction among Palestinian police officers. \,

The current finding of this thesis is congruent with Xr:vil)us studies (Al-
Omari et al., 2022; Lian & Tui, 2012; Menon, 2014; Zainudip et al. Zw‘example,
a study by Zainudin et al. (2022) showed that of N;ala ' nlp@;nic

department who practiced human resource le hﬂ\&d d skj\lE-'in using

human resource leadership to elevatew ction\ le by.éb;!':rolling the

administrative problems confronting t mhnic dep ent.@\her study by Al-

Omari et al. (2022) indicated that t}‘ﬁayere sign\ant%o k@\'elationships between
N

intrinsic and extrinsic job sal%s anﬁ ship (é-?ueworks (i.e., structure,
human, political, and syﬁih? L
significant factor that ploye
NG
The resul@iled \Qis a dicect and statistically significant effect of

¢

O —

T ;Jti@ion (Lian & Tui, 2012; Menon,

2014).

organizatio re onjjob.sa fitiw =0.319,t=9.667 > 1.96, p-value < 0.001).
NN

This resilt eludidated’t average score of job satisfaction will increase by 0.319

poi a one unit increase\(a\)drganizational culture. Thus, we accept the second

h Nsis and answered the second research question. Hence, the study concluded that
& izational culture has positively affected Palestinian police officers’ job
atisfaction, which is in line with previous studies (Dobrini & Fabac, 2021; Korner et
al., 2015; Marques-Quinteiro et al., 2019; Ternes et al., 2018). For instance, Ternes et
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al. (2018) and Marques-Quinteiro et al. (2019) concluded that the effect of adaptation
as an organizational culture dimension on job satisfaction was evident. Anothe

conducted by Korner et al. (2015) revealed that mission, strategy, structur{%&ship,
and human resource practices are all important factors of organizatﬂ!&ulture. A
strong culture in an organization helps employees achieve their goa&rﬁtasks while
remaining satisfied in their jobs. Furthermore, Dobrini and Fa CN) suggested that

employees' awareness of the organization's mission and vi cisitive impact on

their job satisfaction. Perhaps this reflects the organizatten's cul r('e,\uhd promotes
oy
positive values that are embedded in the vision and . I _\‘-}
Furthermore, the findings of this also that lea fra@\./'vork has

.727,%‘2%926 >1.96,
e %core goes up by
'

significantly and positively affected organizw ultulr\e B
p-value < 0.001). This indicates that \N leadershi

one unit, the average organizatio%ulture s\e\Will iuq\ease by 0.727 units.

jgy S
Therefore, this result led to th%ance'bf thezthird Qf@hesis and answered the
third research question. H@ s:T con uded%@}t leadership frameworks has
al

positively affected organizati culture a nd PB@tinian police officers.
4 F &
s liter

This result is congruzw sever|a evi él(u;e (Bolman and Deal, 2017; Garcia et al.,

2020; Mahat et al,, 20 ey

\ "
focused on thewance f taki
making '@&y sjru tuchh ng@l\wat may be an early and important intervention to

alf) 2014&:%* example, a study by Mahat et al. (2021)

!
care ({(jalctural and human leadership frameworks by

change the negative organizational re. Moreover, the results of the current study were
c Wt with dramatic and institutional theory, which are covered in the book by Bolman
al (2017). These two theories demonstrated how organizational structures and activities

Qh as planning, evaluation, and decision-making are frequently more important because they

demonstrate the value of what is done. Besides, Zeynep et al. (2014) explored the
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correlation between four leadership frameworks and organizational culture. According

to the findings human resource frame is the most preferable leadership style besides ¥

AN

symbolic frame. Mission culture is the dominant organizational culture of the gimary
\'

schools. And there is a relationship between LOQ and organizational culture.,

Additionally, Garcia et al. (2022) emphasized the significancWe symbolic

framework and its role in shaping organizational culture and cligweaders who use

myths, metaphors, stories, tales, rituals, and celebration bo’ically motivate

followers in institutions to get things done.

[ ] \T
"Table 4.21:Summary of the Results of Standardi gression itie.h‘@and
b 4 %

Hypotheses
IR

Hypothesis Path ®) SE % val @ﬁ 5 > Result
H1 LF—>JS 0264 0.0 %Z . 207 321  Supported
H2 OoC—JS 0319 0.033 67 . 0.000

0,@8 0.781  Supported

0.24@ 0.452  Supported
H3 LF—->0C 0.727 0% 26.926 \‘90?
—

LF: Leadership framework; OC: orga al dﬂ] re; JS¥ job saﬁ?;ction; SE: standard
error; CR: critical t value; BCI: b onfidence i rual;t{}-l wer limit; UL: upper
limit A
*: regression weight or regression path coeffi %\
Z N
'] ’ &
f ect ()

4.8.2.3 Assessment o ecii

The curre\@rch
¢

!
influences th&@onsh p betvigen” Ieac-fjé%hip framework and job satisfaction among

. %v ihe ? N\ _— .
police offic Pale'otl e ;1) ot@l’he effect of organizational culture as a mediator.

To Qa ootstrapping app@a with 356 re-sampling and a 95% bias-corrected
\

c ce interval was executed (Hair et al., 2017). Scientific literature established that

t ediating effect exists when the indirect effect (i.e., a x b) is statistically significant
a

iretal., 2017; Nitzl et al., 2016).
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Table 4.22 shows the mediation analysis results and Table 4.22 details the
bootstrap analysis of the mediation effect. The findings of this study demonstrawﬂn
there is a significant indirect effect of leadership framework on job satisfa@ough
organizational culture (a x b= 0.232, t = 4.258, p-value = 0.026 < 0.05)7"Which means
that organizational culture has a significant mediating role on the linkage between
leadership framework and job satisfaction among polic M in Palestine.
Considering that the direct and indirect effects are statis %

igni'icant, the study

concluded that organizational culture has a partial mediatien effegt o lationship

"X
between leadership framework and job satisfactio@e 4.8 shows do@e for
testing the mediation effect. \f \/‘r

This finding is consistent with variw;iou fin S (K&. Oh, 2017;
Metwally et al., 2019; Sabuhari et al., @rini & Xéni

& Cetin, 2022; Pradhan et al., 2017)®5xample,\w?b ,@\2011) which showed
N,
that officials usually modify the%shi ehavieur to&@nplish the organization's

mission, which may affect loyee j, isfacti n.é%uhari et al. (2020) found an
indirect relationship b man r‘s ourc ile'xibhy and employee performance via
&

adaptation to org/a{i&nal cll \SS Wellég.an effect of efficiency on employee
ob sati

u, Z@Tsai, 2011; Tore

performance vi sfacti ledi g variable.
¢
Furth e, Shirini _a J(erc’b (2022) confirmed the importance of
N
organizatiopal“eulturg’as a ?jiato' influencing the relationship between leadership
Y-

andjg&;\tisfaction. That is c@énizational culture had a significant and positive
N

influenee on the relationship between transformational leadership and organizational
tiveness. Additionally, Tore and Cetin (2022) showed that organizational culture
Ily mediates the effect of authentic leadership on organizational citizenship

behaviour. Similarly, Metwally et al. (2019) demonstrated that ethical leadership
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increases employees’ willingness to change mediated by an effective corporate culture.
Furthermore, Pradhan et al. (2017) emphasized that organizational culture m
transformational leadership and psychological empowerment. A study by @d Oh
(2017) showed that organizational culture significantly mediated ationship
between emotional/core leadership and organizational performancefincluding work
satisfaction and organizational commitment). Nonetheless, Al- Mni and Hassan's
(2021) showed that there is a negative influence of organiz %

u'e as a mediating

role on the relationship between leadership framewor jobjsa nb
L ]

ecause
Yv
it emplgyees and d_r{v}them

culture can sometimes generate consequences that i

from succeeding, which is not congruent with thi

Table 4.22:Results ﬁw

Hypothesis Linkage Dirget Indir
a x
H4 LF - OC —~JS 0.232*
p-value 0

LF: Leadership framework; anizational lure; JSSJob satisfaction; S.E.: Standard
error; C.R.: critical t valdgie; BCI: bootstr bcﬁ:ﬂpce val; L.L.: lower limit; U.L.:

Partial mediation

Upper limit. 2

*: Significant at 5% level ofgignifi Cg 40
2\ IK} &

Table 4.23:Bootst ! Re;uﬁ\wof Mediation Analysis

Hypothesis

efﬁ\nsr,p “ ﬁ: (J‘g’EJ C.R. P- L Result

ect effect i t value
| ) RS ) LL UL

> 0€ 448" 5 0.23%. 0062 4258 0026 0208 0.426 supported

LF: Leadership framework; OC: anizational culture; JS: Job satisfaction; S.E.: Standard
; critical t value; BCI&gétrap confidence interval; L.L.: lower limit; U.L.: Upper
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Organizational culture

73

Leadership framework 56 Job satisfaction

- The indirect effect a =.73 (Sig.)

- The indirect effect b = .32 (Sig.)

- Total indirect effect a x b= (.73 x .32) =.23 (Sig.)

- The direct effect ¢' =.26 (Sig.)

- The total effectc=¢'+ (ax b) =.26 +.23 = .49 (Sig.)

- There is a mediation effect because both a and b are statistically significant.

- The mediation type is partial because the direct effect (¢) is also statisti'call},r significant.

Figure 4.8: Testing the Medlatlo% of tlonal %JR:

4.9 Chapter Summary _\

The current chapter be a a Iy5|s @erwew response rate,
description of the data coIIecte n prellml ata amﬁifsls including reliability test
as well as checking mo ption tjllty, -colllnearlty, and correlations.
It then focused on of h‘g sm’ onstructs. This was followed by

implementing CF@ Ia@oles a@wcklng the measurement model for its
sl 2
reliability an% y. The resulti ruct was used to build the pooled-CFA

measure e n chegked'its b||ity and validity as well as assessment of the
struct I el. The easuren{ﬁf model evaluation process included indicator and

e

reliability and construct analysis. In the meantime, the structural model was

9

C cts

0 uated using the estimation of the path coefficients, and checked its performance

ng the R-squared coefficient of multiple determination. The mediation effect was
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also assessed and the hypotheses testing was also addressed. Finally, a comparison of
the study findings with previous research was also reported.

The next chapter summarizes and discusses the findings of the stn@&ud in
this chapter, which indicate the most important studies that supporte onfirmed
the direct impact of leadership frameworks on job satisfaction, as well as studies that
agreed with this study regarding the direct impact of organiz icwlture on raising
the level of job satisfaction, and also dealt with many st QYZ

d'smonstrated the

mediating role of organizational culture in the re ship bghgedeadership
L 4

Y-.

frameworks and job satisfaction. l _\C}
Also, it discusses the scholarly input ribution cuu@zf body of
literature, the study's implications and soméwgotential limit S, andé\TJggestion for

itatio 4‘
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