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Abstract:

This study aims to identify the impact of leadepshiyles on job performance, in high
schools of Jijel's province, which is consideredttas most important function, that classi
the human resource as primary resource. We usdltovfthe descriptive analytical metho
and put a questionnaire as tool for the study.

The study population consist of (3452) employeles,questionnaire was distributed to| a
sample survey, reaching (345) individuals, and weteeved (268) questionnaires, using
(SPSS) to analyze data.
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I-Introduction

It is known that the subject of leadership, is arfethe most important subjects in
communities and organizations’ life, and where ¢hare work groups and work teams, there
must be a leader who should drive their force enghrfect way, not only to achieve the goals of
these groups and teams, but also to achieve tlamiaegion’s goals. The purpose of this study is
to explore the effect of leadership styles on erygds’ job performance, more precisely, the
study focuses on four leadership styles: autogrdémocratic, transformational and transactional
leadership, and try to see whether they have diposir a negative or no impact at all, on the
employee’s job performance, in high schools of'dijerovince.

II-Literature Review

II-1- Previous Studies:

During our research, we found some studies haviagame subject of research.

II-1-1- Study of Haruni J. Machumu & Mafwimbo M. Ka itila®:

This study is titled*Influence of Leadership styles on Teachers’ job s#faction: A case
of selected Primary Schools in Songea and MorogorDistricts, Tanzania”. This study
reports on the kind of school leadership stylet thest suits for promoting teachers’ job
satisfaction in primary schools in Tanzania. Thalgtemployed cross sectional research design
with sample of 200 teachers from 20 selected psirahools in Songea and Morogoro districts,
Interviews, documentary analysis and questionnaigs used to collect data.

Results of the study are:

- head teachers’ leadership style is a criticalalde in teachers’ job satisfaction in primary
schools. As a result, the current teachers’ jolsfsation is high in best performing schools and
low in least performing schools since democratadership style promotes high teacher’s job
satisfaction.

- Democratic leadership style is the best styleeafiership that could enhance high teachers’
job satisfaction in primary schools.

- Findings of this study equally revealed that kess whose head teachers practiced
democratic leadership style by involving them ircidi®n-making concerning school matters
were found to be satisfied with their promotiorjaif satisfaction.

Recommendations of the study are:

- School head teachers should imbibe more of deatiodhan autocratic leadership styles in
their school administration in order to enhancénh@nchers’ job satisfaction among teachers.

- School authorities based on Regional Educatianeofind District Education office need to
develop strategies to deal with the needs of tihesehers who experience less job satisfaction.
Proactive attention to this should demonstrate gmegness on side of school administrators to
address teacher and thereby reduce ineffective gheachers.

- School head teachers should avoid much use dfceatic leadership style in the
management of primary schools.

I1-1-2- Study of Joel Kipkemboi Kiboss and Henry K.Sirma Jemiryott®:

This study is titled“Relationship between Principals’ Leadership Stylesand Secondary
School Teachers’ Job Satisfaction in Nandi South Disct, Kenya”. This study was an
attempt to contribute in this regard by examinihg telationship between leadership styles of
principals and teachers’ job satisfaction in Kenpaiblic secondary schools. The study adopted
House's Path-Goal theory which suggests that thi@meance, satisfaction, and motivation of a
group can be affected by the leadership style &gl Descriptive survey research design was
used to gather data from 138 respondents selegted 301 teachers Nandi district using two
guestionnaires namely; Teachers Questionnaire én@)Principals Questionnaire (PQ). The TQ

® Haruni J. Machumu & Mafwimbo M. KaitilaInfluence of Leadership styles on Teachers’ job
satisfaction: A case of selected Primary Schools iSongea and Morogoro Districts, Tanzania,
International journal of educational administrataord policy studies, Volume 6, Number 4, Nigerial 2

@ Joel Kipkemboi Kiboss and Henry K. Sirma Jemirytfelationship between Principals’ Leadership
Styles and Secondary School Teachers’ Job Satisfamt in Nandi South District, Kenya", Journal of
education and human development, Volume3 NumbeSa, 2014.
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were used to collect information on teachers’ patioas of principals’ leadership style and their
level of job satisfaction and commitment to workiletthe PQ was used to uncover the type of
leadership adopted by principals’ administrativaqtice.

Results of the study are:

- Principals’ leadership styles have a great impacthe working atmosphere in a school and
consequently the teachers’ job satisfaction.

- The dominant leadership style in Nandi South iistvas democratic leadership style and
that most teachers were satisfied with their jobelation to the leadership style in place.

Recommendations of the study are:

- Principals should improve their way of publicatédbns and accept constructive criticism.

- Principals should also be always accessible &kady and willing to attend cocurricular
activities so as to whip up support and teamwasknfall members of staff because this will go a
long way in improving teacher and student motivatio

I1-1-3- Study of Ivana josanov-vrgovic & Nebojsa palovic®:

This study is titled:“Relationship between the school principal leadersp style and
teachers’ job satisfaction in Serbia; The aim of this research is to define relatiopdietween
school principal style and teachers' satisfactidre sample includes 22 primary and secondary
schools from Serbia. In this paper, authors useddifferent instruments to determine behaviour
of principals and teachers satisfaction. Firstrimsent that determines leadership style of the
school principal is adapted Blake’s instrument &eown as the managerial grid model. The
second instrument used is Job Satisfaction Surd&gY) in order to obtain information on
teachers’ satisfaction. In each school 10 teachedstheir principals filled in the questionnaire.
This JSS collected 220 teachers’ answers and B2ipals’ answers.

Results of the study are:

- The school principal leadership style influentescher’s satisfaction.

- Principals that are people-oriented positivelfiuience teacher’s satisfaction in the areas
school development, management, relationship vatleagues and teamwork.

- Principal that are tasks-oriented negativelyuefice teacher’s satisfaction in the areas of
communication, management, school development alietys

- And teachers are mostly satisfied with aspectaédty, working skills, and nature of work.

Recommendations of the study are:

- Principals should give more importance the teegsatisfaction.

- Principals’ autocratic leadership has a negatféect on their job satisfaction, so in order to
get more positive results principals must follow tlemocratic leadership styles with teachers.

- Principals should also provide appropriate wdiknate, because it influence teachers’ job
satisfaction too.

I1-1-4- Study of Huang Hui & al®:

This study is titled“Principal's Leadership Style and Teacher Job Satisdction: A Case
Study in China”, This article aims to verify the relationship argoteacher job satisfaction,
principal's leadership style, and principal's decismaking style. Based on samples randomly
chosen from among primary, secondary and high dshooChinese educational systems in
China, the required data were gathered through & suaiey. A total of 539 copies of the
guestionnaire were posted to teachers in 180 el@meschools, 172 secondary schools, and 187
high schools situated within the province of Xingain China. Of the total questionnaires
delivered only 210 copies were completed and retlyrvhich make up 38% of the total posted
guestionnaires.

Results of the study are:

® vana josanov-vrgovic & Nebojsa pavlovigRelationship between the school principal leadersip style
and teachers’ job satisfaction in Serbia; Montenegrin journal of economics, volume 10 numbe
Montenegro, 2014.

® Huang Hui, HashemSalarzadeh Jenatabadi,Noor Aginail, Che Wan Jasimahbt Wan Mohamed Radzi,
"Principal's Leadership Style and Teacher Job Satifaction: A Case Study in China", Interdisciplinary
journal of contemporary research in business, Vel&yNumber 4, UK, 2013.
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- There is a significant and positive relationshgiween the principal's leadership style and
teacher job satisfaction.

- Transformational and transactional tend to bateel to certain decision-making styles,
such as rational, avoidant, intuitive, dependemd, spontaneous.

- The third indication resulting from the findingabstantiates the existence of a relationship
between teacher job satisfaction and the prinsipdécision making style. The empirical
evidence achieved through this study support theifiiant effect of decision making style on
teacher job satisfaction.

Recommendation of the study is:

- Principals in secondary and high schools showd#lerieachers participation as an important
point in order to achieve the expected goals freendecision making process.

11-1-5- Study of T.O. Adeyemnf®:

This study is titledPrincipals’ Leadership Styles and Teachers’ Job Pedrmance in
Senior Secondary Schools in Ondo State, Nigeria"This study investigated principals’
leadership styles and teachers’ job performancseimior secondary schools in Ondo State,
Nigeria. The study population comprised all the 38tondary schools in the State. Out of this
population, a sample of 240 senior secondary sshaals taken and selected through the
stratified random sampling technique. Out of thé&®4eachers (including principals) in the
schools, a sample of 2040 teachers was selectedigihrthe stratified random sampling
technique. This sample was made up of 240 pringigatl 1800 teachers. Two instruments were
used to collect data for the study.

These were the principals’ leadership style questi@e and the teachers’ job performance
guestionnaire. The data collected were analyzewyusequency counts, percentages, correlation
matrix and the t-test.

Results of the study are:

- Democratic leadership style was the most commamded leadership style among
principals of senior secondary schools in the state

- Teachers’ job performance was also found to lzerabderate level in the schools.

- Teachers’ job performance was found to be bétteschools having principals using
autocratic leadership style than in schools havirigcipals using democratic or laissez-faire
leadership styles.

Recommendations of the study are:

- School principals should imbibe a mixture of amédic and democratic styles of leadership
in their school administration in order to enhahetter job performance among teachers.

- The use of the laissez-faire leadership stylailshbe discouraged among school principals,
as it could not bring a better job performance agrt@achers.

11-2- Notions of Leadership Style:

11-2-1 Definitions of leadership:

Leadership is the ability to inspire, motivate, auide others towards achieving a higher job
performance for an organizati¢h.

According to (Jacobs & Jaques, 1990), “A leader irson who helps other to endeavor and
to motivate them for accomplishing aims and goflls”.

According to (Northouse, 2007), “Leadership is agesss whereby an individual influences a
group of individuals to achieve a common gd4l”.

Although many definitions exist, most of these digbns share certain leadership
characteristics which are:

- Leadership is a process.

- Leadership is an influence.

- Leadership requires action to a group.

- Leadership achieves godls.

11-2-2- Definition of leadership style:

® T.0. Adeyemi,"Principals’ Leadership Styles and Teachers’ Job Pdormance in Senior Secondary
Schools in Ondo State, Nigeria;' current research journal of economic theory, Wa3, Issue 3,Taiwan,
2011.
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According to (Miller & al 2002) :"Leadership styis the pattern of interactions between
leaders and subordinates. It includes controllitigecting, indeed all techniques and methods
used by leaders to motivate subordinates to fotfmir instructions'"

So the leadership style is the way a leader previtiieection to his/her team to execute their
tasks, in which the leader motivates and trainssthigordinates, and how the leader generally
communicates and relates to his/her petple.

11-2-3- Factors influencing leadership styles:

A leadership style adopted by a leader or a mariagen organization can be influenced by
the nature and quality of employees in the workpla®aders employ different styles according
to the nature and quality of their subordinatede@dership style used by a manager of highly
skilled professionals would be different to thatptoyed by a manager who looks after low
skilled professionals. The nature of a firm's humzapital and the manner in which it is
managed can impact employee and firm perform&fice.

11-2-4- Difference between leadership & management:

According to (Jooste, 2009), there is profound eddfice between the concepts of
management and leadership, although both are iangosithin organizational dynamics.

To manage means ‘to bring about’, ‘to accomplistd, have responsibility for’, and ‘to
conduct’. To lead means ‘to influence’, ‘to guidetérms of direction, course, action or opinion’.
In today’s healthcare organization or operatiorspfeewant to be lead — not manag&d.

11-3- Effect of leadership styles on job performance

Like it's shown in Figure (01), our study focus on four leadership styles: awtcr
democratic, transformational and transactional destdp, and their effect on employee’s job
performance.

11-3-1- Effect of democratic leadership style on jotperformance:

11-3-1-1- Definition of the democratic style:

The democratic leadership style involves the useoaultative approach, encourages group
participation in decision making and maintainingmaster-master relationship with group
memberg™

A democratic leader invites other members of tlemtéo contribute the decision making
process. This not only increases job satisfactiprinbolving employees or team members in
what's going on, but it also help to develop pepskills. Employees and team members feel in
control of their own destiny, such as the promotioey deserve and so are motivated to work
hard by more than just a financial reward. As pagétion takes time, this approach can lead to
things happening more slowly but often the end lteisubetter. The approach can be most
suitable where team work is essential and quatymore important than speed to market
productivity®

11-3-1-2- Democratic leadership and job performance

The democratic leadership means aiding the dialogneouraging employees to contribute
towards ideas, and processing all the accessitdeiation to the finest verdict.

The democratic leader should be talented enougbrigerse that decision back to the group
to boost up unity in the plan that is chosen. Tleenacratic headship approaches mutually
respectful style of organizing a team. Ideas trdNogrally and debate is comparatively free
flowing, people adopting democratic style are nsogicessful and they have a positive impact on
the performance of their employ€#s.

11-3-2- Effect of autocratic leadership style on jobperformance:

11-3-2-1- Definition of the autocratic style:

This style states that the leader solves the pnoldie makes the decision using information
available to him or her at the time. In some ca#es,leader may consult with subordinates to
obtain information, but at no time does subordinageit include decision-making. The decision
is passed on to subordinates for implementétibn.

11-3-2-2- Autocratic leadership and job performance
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Autocratic leaders are generally disliked, as thsrao scope for initiative, consideration,
and self-development on the part of followers. Heeve under certain conditions the autocratic
leadership style is appropriate, especially whes tuas all the information to solve the problem,
when one has little time, and when employees atermeivated*™

11-3-3- Effect of transformational leadership styleon job performance:

11-3-3-1- Definition of the transformational style:

The transformational leadership style is a leadprstyle that inspires and motivates
followers to demonstrate commitment to a sharedbwisLeaders engage in behaviors that
clearly communicate high expectations to followeasid encourage collegiality and
cohesivenes$Y)

11-3-3-2- Dimensions of transformational leadershipstyle:

As it is shown inFigure (02) and according to (Avolio, Bass, and Jung, 199 &xeths four
dimensions of transformational leadership: Idedlizefluence, Inspirational motivation,
Intellectual stimulation and individualized congialéon.

11-3-3-2-1- Idealized influence:

This dimension concerns the formulation and aréitah of vision and challenging goals and
motivating followers to work beyond their self-intst in order to achieve common goals. In this
dimension, leaders act as role models who are yigtimired respected and trusted by their
followers.

11-3-3-2-2- Inspirational motivation:

This dimension refers to the way leaders motivaig iaspire their followers to commit to
the vision of the organization. Leaders with inapénal motivation foster strong team spirit as a
means for leading team members towards achievisigedegoals.

11-3-3-2-3- Intellectual stimulation:

This dimension is concerned with the role of leaderstimulating innovation and creativity
in their followers by questioning assumptions apdraaching old situations in new ways. They
always encourage their followers to try new appheacor methods to solve the old problems.

11-3-3-2-4- Individualized consideration:

This dimension refers to leaders paying speciahnétin to each individual follower’s need
for achievement and growth by acting as a coachemtor®

11-3-3-3- Transformational leadership and job performance:

More recent research has accumulated that demtasstizat transformational leadership is
important in every setting. Transformational leadgvursue others to perform beyond
expectations and beyond what they think as possititey tend to settle high performance
expectations into the followers. They enjoy a fadwship that is satisfied and more committed.
Moreover, transformational leaders develop thellofeers by empowering them and paying
special attention to their needs as individuals ianithis way they indirectly facilitate their own
leadershig™

Transformational leadership had large influencefalowers performance and innovation,
because it help in the acceptance of organizaticmahge especially when it is about accepting
technology and acquisition. Having effective comination skills, transformational leaders tend
to have higher agreement on the strategic goalkeobrganization. They voluntarily help their
employees and prevent the occurrence of work-rlpteblems, which ultimately enhances job
satisfaction among employees, so they become momemitted and have less turnover

(xvii)

intentions:

11-3-4- Effect of transactional leadership style orjob performance:

11-3-4-1- Definition of the transactional style:

Transactional leadership emphasizes the constguciind clarifying of the reward
contingencies for subordinates. Transactional lesadengage in instrumental exchange
relationships with subordinates by negotiating atrdtegically supplying rewards in return for
achievement of goals. Transactional leadershipaseth on a rational exchange relationship
between leader and subordinate. The leader argmehat behaviors are required and what will
be rewarded and provides feedback to the subosdatziut his or her behavior. The subordinate,
in turn, complies with these behavior requireméimswards are desiréd™
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11-3-4-2- Dimensions of transactional leadership ste:

As shown inFigure (03) transactional leadership has three dimensionstifig@mnt reward,
management by exception (active), management byption (passive).

11-3-4-2-1- Contingent Reward:

Automatically the followers get rewards for thosec@mplished tasks that are above
expectations.

11-3-4-2-2- Management by exception (Active):

The followers accordingly will be monitored anchécessary will be corrected for obtaining
improved and better.

11-3-4-2-3- Management by exception (Passive):

The followers will get conditional punishment reldtto certain discrepancies in job that are
not relevant to the defined organizational objextiand goal&™

11-3-4-3- Transactional leadership and job performarce:

Transactional leaders assign goals to employedh, agirtain rewards or punishment as a
result of their activities, this leadership stylsta strong influence on operation of organizations
and positively effects employees' job performamazause the followers will do their to best to
achieve their work with high quality in order totgeward from their leader, or else they will be
punished®

Ill- Research Methodology:

According to (Williams, 2007) research is the pmmeof collecting, analyzing, and
interpreting data in order to understand a phenomefhe research process is systematic in that
defining the objective, managing the data, and canicating the findings occur within
established frameworks and in accordance with iegigiuidelines. This chapter introduces the
methodology that was used in this research studyodling to (Kumar, 2010) in order to
suggest suitable recommendations to a problemanrgsers are expected to make use of suitable
methodologies. In addition, this section provides averview of the research design, target
population, the research instrument, data analyalality, reliability.

Qualitative research denotes the type of enquinyhiich the qualities, the characteristics or
the properties of a phenomenon are examined feer@derstanding and explanation.

According to (Thakur, 2005) qualitative researctolisained with the help of a historical or
comparative method which looks into the origin #mel process of development of any culture or
society and their parts.

IlI-1- Target Population:

As shown inFigure (04), the population of relevance consist of a groupwiordinates,
working in a total of 38 high schools in the praénof Jijel. The number of the population is
3452 subordinates, and they are divided in fouegmtes: 2010 teachers, 332 assistants of
education, 809 professional workers (Maintenancega®ihg, Cooking...), and 301
administrative workers (Secretariat staff, Labonasgaff ...).

I1I-2- Calculating the simple’s size:

Our target population consists of four categoriddéctv means we will follow the stratified
sample method. Stratification is the process ofidiig members of the population into
homogeneous subgroups before sampling. The stladalds be mutually exclusive: every
element in the population must be assigned to omly stratum. The strata should also be
collectively exhaustive: no population element t&nexcluded. Then simple random sampling
or systematic sampling is applied within each strat This often improves the
representativeness of the sample by reducing sagpliror. It can produce a weighted mean
that has less variability than the arithmetic mefa simple random sample of the population.

We take 10 percent from the target population, so simple will consist of 345
subordinates.

Now we must determine the weight of each layerhef $tudy sample, so to calculate their
weight, we multiplicate their number with the numimé the simple, which all that, will be
divided by the population’s number.

- Teachers, their number is 2010, so their weighthie simple will be (2010*345)/3452=
201.
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- Assistants of education, their number is 332,tlseir weight in the simple will be
(332*345)/3452=33.

- Professional workers, their number is 809, soirtlheeight in the simple will be
(809*345)/3452=81.

- Administrative workers, their number is 301, dweit weight in the simple will be
(301*345)/3452=30.

As shown inFigure (05), the result is that the study simple consist of 2@achers, 33
assistants of education, 81 professional workebsa@ministrative workers, according to the
calculation above.

111-3- Used tools:

In order to achieve the goals of the study we ubed“Questionnaire” which is a set of
printed or written questions with a choice of ansyelevised for the purposes of a survey or
statistical study.

In addition, to determine the answers we used tlikdburhanded scale, and the SPSS
software (STATISTICAL PACKAGE FOR SOCIAL SCIENCE), inrder to analyze the
guestionnaire’s data, and get the best results.

l1I-4- Results, Discussion, and interpretation of indings:

I1I-4-1- Response rate:

Of the 345 distributed questionnaires, 268 questors were received, and 77 not received.

The questionnaires were hand-delivered to all 3fh téchools in Jijel's province. The
response rate was 77.68%.

From Table (01) we see that the questionnaire has an acceptagteedef reliability with
items having an acceptable level of inter-item ¢gteacy. Cronbach’s Alpha of > 0.7, reveal
that the scale is very reliable.

11I-4-2- Sex distribution of the respondents:

FromTable (02)we see that 148 (55,2%) were males as opposednalds, who constituted
120 (44,8%) of the respondents. This presupposgsdbnerally, the margin between males and
females is minimal. This implies that there was aqepresentation of the male and female
employees at the high schools in the provincejeF. Ji

111-4-3- Job distribution of the respondents:

FromTable (03)we see that most of the simple’s respondentsahers with a rate of 56,3
% from the total number of the simple’s membersjivalent to 151 individuals of the study
sample, followed by Professional workers with aeraf 22,8 from the total number of the
simple’s members, equivalent to 61 individuals fé study sample. However, administrative
workers and assistants of education have bottreafdlt0,4 from the total number of the simple’s
members, equivalent to 28 individuals of the steayple.

11I-4-4- Age distribution of the respondents:

As observed fronTable (04)it’s clear that 51,1% (137) from the respondeats, between
30 - 39 years of age, this means that the majofithe respondents are between the ages of 30
years old, and 39 years old, followed by the rdt82)1 % (86) that belongs to the individuals
who are aged between 20 years old, and 29 yeardadiowed by the rate of 9,7 % (26) that
represents the study’s membres who have 50 yearsamdl more, and last, we have the
individuals who are aged between 40 years old &kdrs old, with a rate of 7,1 % (19).

111-4-5- Study’s level distribution of the respondents:

As observed in th@able (05)it's also clear that 72 % (193) from the resporisidrave
university’s level of study, this means that thejority of the respondents have studied in the
university, followed by the rate of 15,3 % (41) ttheelongs to individuals who have the high
school’s level of study followed by the rate of B%(20) that represents the study’'s members
who have the primary school’s level of study, aast,| we have the individuals who have the
middle school’s level of study, with a rate of $42(14).

111-4-6- Experience distribution of the respondents

From Table (06) we see that most of the simple’s respondents Bayears to 10 years’
experience with a rate of 45,9 % (123), followsditdividuals who have an experience that is
less than 5 years with a rate of 40,3 % (108),last] we have individuals who have more than
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10 years of experience with a rate of 13,8 % (@hjch is normal because from tfi@ble (04)
we've seen that the majority of the respondentbateeen 30 and 39 years old.

111-4-7- Effects of Leadership styles on Job performace:

111-4-7-1- Hypotheses:

Our study’s hypotheses are:

Ho® : Autocratic leadership style hasn’t any significaffect on job performance.

H,?: Autocratic leadership style has a significarfiéefon job performance.

Ho’ : Democratic leadership style hasn’t any significaffect on job performance.

H," : Democratic leadership style has a significafetatfon job performance.

Ho® : Transformational leadership style hasn’'t anyiigant effect on job performance.

H.° : Transformational leadership style has a sigaifteeffect on job performance.

Ho! : Transactional leadership style hasn't any sigaift effect on job performance.

H,%: Transactional leadership style has a signifiedfetct on job performance.

In order to examine whether these hypotheses gine ar wrong we used multiple regression
model.

11I-4-7-2- Findings:

FromTable (07)it's clear thathe regression model of our study is:

Y=o+ fixg+ foXo + faXat faXy

Knowing that :

y : Job performance.

X1 - Autocratic leadership style.

X, : Democratic leadership style.

X3 : Transformational leadership style.

X4 : Transactional leadership style.

We replace the & B values by those obtainedTrable (07) our regression model will be:

y= 2,599 - 0,3%; + 0,503%, + 0,046x3 - 0,117x,

And because R(determination coefficient) is 0,776, this meahsattthe study’s model
explains 77,6 % of the factors affecting employgets performance, and the 22,4 % remaining,
represents other factors not present in the studgdel, but they affects the job performance.

The columnsignification means the chance of rejecting &hd it is right (do not worth
rejection).

Also, we used the “t” distribution (Student’s lab@cause the amount of our study’s simple
is more than 50 individuals.

11I-4-7-2-1- Examining autocratic leadership styleand job performance:

Ho : Autocratic leadership style hasn’t any significaffect on job performance.

H,*: Autocratic leadership style has a significaf¢&fon job performance.

FromTable (07)it’s clear thafT calculatedis (-8,497) and tabulated is 1,96.

So the result is |8,497|>1,96, the absolute value @alculated is bigger tharT tabulated,
and this means that we rejeci®Hand we accept # This shows that the autocratic leadership
style has a significant effect on employees’ jofgrenance.

To know the impact direction weather it's positimenegative, we also refer able (07)
and exactly to the value #f.

FromTable (07)it's clear thaf; = (-0,39), and because it's a negative value,rfeans that
the autocratic leadership style has a negativetedfe job performance.

111-4-7-2-2- Examining democratic leadership styleand job performance:

Ho® : Democratic leadership style hasn’t any significeffect on job performance.

H.® : Democratic leadership style has a significafeatfon job performance.

FromTable (07)it’s clear thafT calculatedis 6,106 and tabulated is 1,96.

So the result is |6,106|>1,96, the absolute valuke @alculated is bigger tharT tabulated,
and this means that we rejec’Hand we accept £ This shows that the democratic leadership
style has a significant effect on job performance.

To know the impact direction weather it's positimenegative, we also refer fable (07)
and exactly to the value @§.

FromTable (07)it's clear that3, = 0,503, and because it's a positive value, thiamaehat
the democratic leadership style has a positiveeeffia employees’ job performance.
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111-4-7-2-3- Examining transformational leadership style and job performance:

Ho® : Transformational leadership style hasn’'t anyiigant effect on job performance.

H.° : Transformational leadership style has a sigaifteeffect on job performance.

FromTable (07)it’s clear thafT calculatedis 0,725 and tabulated is 1,96.

So the result is |0,725|<1,96, the absolute valleaalculated is smaller tharm tabulated,
and this means that we accepf’,Hand we reject K. This shows that the transformational
leadership style hasn't any significant effect o performance.

111-4-7-2-4- Examining transactional leadership stye and job performance:

Ho! : Transactional leadership style hasn't any sigaift effect on job performance.

H,%: Transactional leadership style has a signifiedfetct on job performance.

FromTable (07)it’s clear thafT calculatedis (-3,967) and tabulated is 1,96.

So the result is |3,967|>1,96, the absolute valuke aalculated is bigger tharT tabulated,
and this means that we rejeg’Hand we accept #4 This shows that the transactional leadership
style has a significant effect on job performance.

To know the impact direction weather it's positimenegative, we also refer fable (07)
and exactly to the value 6§.

From Table (07)it's clear that$, = (-0,117), and because it's a negative value, niesns
that the transactional leadership style has a ivegeffect on job performance.

IV- Conclusion:

Nowadays, the leadership must to be characterigeltigh competence and skills, and the
power of assuming responsibilities and adaptatiith all what is new and developed, in order to
play the necessary and the main role of leadersing,to positively affecting employees’ job
performance, and achieve the organization’s go#lstive required quality.

IV-1- Findings of the Literature Review:

- Leadership is a powerful way to orient the powdrthe subordinates into the right
direction.

- Before applying a leadership style, leaders havienbw their followers, their needs, their
visions, and of course their professional informasi, in order to get best performance from the
employees.

- Democratic leadership style has a positive effecfob performance by involving followers
in decision-making process.

- Autocratic leadership style has a negative effecfob performance, but in some cases, it
has a positive effect on job performance.

- Transformational leadership style has a posiéffect on job performance by sharing the
vision of the leader with his followers, and trying giving them a chance to improve their
abilities, in order to exercise their job in thght way.

- Transactional leadership style has a positivecefdn job performance by giving awards to
the followers who do their job in the right way aget effective results.

IV-2- Findings of the Study:

After analyzing and discussing data obtained frdra field’'s study, we came to the
following results:

- Democratic leadership style has a positive effecfob performance.

- Autocratic leadership style has a negative effecjob performance.

- Transformational leadership style has no sigaifteffect on job performance.

- Transactional leadership style has a negativexeéfn job performance.

V- Recommendations:

Here we are going to present some recommendatigpsnding on the study’s findings, in
order to optimize the impact of leadership styleemployees’ job performance:

- High school leaders should give a big importamegarding the human side of the
employees, and not seeing them as machines, biydprg\health, social and psychological care,
in order to improve their skills and job abilities.

- High school leaders should know more their suinatés, should provide the appropriate
environment, and try to remove jealousy and caisflimetween followers, in order to reinforce
collegiality and cohesiveness.

REVUE NOUVELLE ECONOMIE 14 N°:16 —vol 01-2017



IMPACT OF LEADERSHIP STYLES ON EMPLOYEES' JOB PERFO RMANCE IN PUBLIC ENTERPRISE

- High school leaders should offer material and ahdncentives with fairness and
equitability, because this will rise their motivaii and make the employees work hard to get
those incentives.

Appendices:

Table (01): Cronbach’s Alpha & Honesty Coefficient
distribution of the respondents

Table (02): Sex

N of Cronbach’s Honesty
Iltems Alpha Coefficient
79 0.9 0.95 Sex Freque Perc
SourcesPSS results. ncy ent
LM 148 55,2
Sourc&SPSS Fe
results. male 120 44,8
Tot 268 100
Table (03): Job distribution of the responents al
Table (04): Age distribution of the respondents
Job Freque Percent
ncy
Age Frequ Per
distribution ency cent
20 - 29 86 2
51,
Teacher 151 30-39 137 1
40 - 49 19 7,1
50 and 26 97
more
Total 268 100
56,3
Assistant of education 28 10,4
Professional worker 61 22,8
Administrative 28 104
worker
Total 268 100

Sourc&PSS results.

Table (05): Study’s level distribution of the respodents

Study’s level Freque perc
ncy ent

Primary 20 75
school

Middle 14 52
school

High school 41 15,3

University 193 72

Total 268 100

Sourc&PSS results.

Source:SPSS results.

Table (06): Experience distribution of the respondets
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Experience Frequency Percent
Less than 5 years 108 40,3
5 years - 10 years 123 45,9
More than 10 years 37 13,8
Total 268 100

Source: SPSS results.

Table (07): Analyze Results

Leadership Cons Coeffic T T significa R
Style tant a ient p tabulated | calculate tion 2
Autocratic -0,39 8.497 0,000
Democratic 0,503 g 10 0,000 0
- 2,599 1,96 '
Transformati 0,046 0,72 0,469 776
onal 5
Transactional -0,117 3.067 0,000

Source: SPSS results.

Figure (01): Leadership styles & job performance Figure (02): Dimensions
of transformational leadership style

Va
/ Democratic leadership
AN
AN
AN
\
Autocratic leadership | N
\\
, /
Leadership styles <\ P
e
Transformational -
leadership

e
/,/
Transactional 4
\ leadership
\

Transformational leadership
Idealized influence

‘ Intellectual stimulation

Inspirational motivation

/

Individualized consideration

Source:done by the researchers, using previous studieSource:done by the researchers,
using previous studies.

Figure (03): Dimensions of transactional leadershistyle Figure (04): Categories of

Target population:
3452 subordinates

Transactional leadership
Assistants
of
education

| Contingent Reward ‘

332

Management by exceptio:
(Active)

Administrative
workers

Pr
workers

Management by exception
(Passive)

809 301
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the target population

Source:done by the researchers, using previous studie§ource:done by the
researchers, using previous studies.

Figure (05): The simple’s study

Study simple:
345 subordinates
Assistants
of
education

33

Administrative
workers

Professional
workers

81 30

Source:done by the researchers, using previous studies.
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