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Abstract

The study intends to determine how leadership techniques adjusted to the trends 
impact employee job satisfaction, considering the mediating influence of perceived 
organizational politics in light of the expanding influence of digital technology and 
virtual work settings. The study included a solid sample of 300 workers from differ-
ent parts of Jordan. The employees filled out the questionnaire anonymously. 5-point 
rating Likert scales were used to capture a range of viewpoints. Using the Partial Least 
Squares software, this study applies Structural Equation Modelling analysis to examine 
the relationships between job satisfaction, perceived organizational politics, and lead-
ership styles in Jordanian insurance companies. The study focuses on all employees of 
insurance companies in Jordan, including people working at various administrative 
levels. The most common length of job tenure was between one and five years (38.67%). 
Initial results show a strong beneficial relationship between transformational leader-
ship philosophies and contentment at work (β = 0. 378, t = 6.266, LL = 0.483, UL = 
0.718, p < 0.001). Similarly, transformational leadership had the highest standardized 
effect on perceived organizational politics with a coefficient of 0.443. Furthermore, the 
complex processes by which leadership philosophies tangentially affect job satisfaction 
levels are revealed by the role of mediation of perceived organizational politics. 
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INTRODUCTION 

Scholarly research focuses on the impact of leadership styles on em-
ployee outcomes in the rapidly evolving modern workplace (Chatterjee 
et al., 2023). Understanding the subtleties of leadership is more critical 
than ever in light of the digital age, where technology breakthroughs 
and remote work practices have become vital aspects of organization-
al dynamics. Leadership is essential for organizations to succeed and 
compete in the marketplace. Early research, as well as current work 
(Rosen et al., 2014), concluded that organizational politics can affect 
job satisfaction. Perception of organizational politics refers to employ-
ees’ perceptions of self-serving practices to gain power in an organiza-
tion (Wijewantha et al., 2020). When perceived politics is high, em-
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ployees perceive the workplace as unfair and biased. Cho and Yang (2018) demonstrated that this can 
reduce job satisfaction. By implementing transparency, collaboration, and appropriate processes, effec-
tive leadership may be able to reduce radical political ideologies in organizations (Li et al., 2018).

Despite the extensive research on leadership style and institutional politics in Western contexts, little 
work has examined these relationships in Jordan and other Middle Eastern countries. Therefore, this 
study investigates the effect of transformational behavioral leadership on the job satisfaction of insur-
ance employees among Jordanian companies. In addition, it studies the mediating effects of perceived 
organizational politics on the leadership-satisfaction relationship.

1. LITERATURE REVIEW 

Research on this topic received significant attention. 
Early work proved that leadership can significantly 
impact organizational outcomes as well as employee 
behavior. Bass (1985) developed a series of leadership 
theories that distinguish between transformational 
and behavioral strategies. Transformational lead-
ers motivate employees to be away from self-interest 
to achieve exceptional performance. Transactional 
leaders focus more on transformational relation-
ships and use extrinsic motivators (Bass, 1985). 
Several studies have shown that transformational 
leadership is connected to employee job satisfac-
tion across different cultures and settings (Akdere 
& Egan, 2020; Gyensare et al., 2016; Musinguzi et 
al., 2018). Transformational leaders increase worker 
motivation as well as intrinsic satisfaction by com-
municating an inspiring vision, providing personal 
support, and linking work to higher purposes (Hoch 
et al., 2018; Hussein et al., 2023; Mohammad et al., 
2023). Conversely, ongoing rewards in the form of 
transactional leadership fail to provide the motiva-
tion and reasons needed for high levels of satisfaction 
(Abbas, 2017; Mohammad et al., 2023). Previous 
work (Hoch et al., 2018) indicated that leadership 
can impact how employees think and behave in 
their organizations. In recent decades, researchers 
have studied leadership styles and their impact on 
employees. They concluded that there are two main 
types of leadership, which are now known as trans-
formational and transactional (Abbas & Ali, 2023; 
Harahsheh et al., 2022). Transformational leaders 
can motivate their employees. With this in mind, 
transactional leaders focus on transformation and 
rewards to motivate their employees (Abbas & Ali, 
2023). The previous study by Ghasabeh et al. (2015) 
demonstrated that transformational leadership is 
associated with worker behavior more than trans-
actional leadership. 

Job satisfaction is an employee’s positive feelings 
that come from evaluating their experiences at 
work (Alhawamdeh et al., 2024). Job satisfaction 
is a crucial attitude studied in organizational be-
havior research. Equally important, job satisfac-
tion has strong links to important outcomes like 
performance, retention, and well-being (Judge et 
al., 2017). Recent studies (Gyensare et al., 2016; 
Musinguzi et al., 2018) found a connection be-
tween transformational leadership and how satis-
fied employees feel at work. This seems to be true 
across different cultures. Transformational lead-
ers lead in ways that inspire and motivate their 
employees. They encourage creative thinking, pay 
attention to each employee’s needs, and help give 
work a deeper meaning. Transformational lead-
ers can increase employees’ inner drive and satis-
faction in a few ways. They can stimulate creative 
thinking, focus on individuals, and connect work 
to higher goals (Ghadi et al., 2013). In addition, 
previous work shows that transformational lead-
ership can predict greater job satisfaction, while 
transactional leadership has less impact on sat-
isfaction (Gyensare et al., 2016; Musinguzi et al., 
2018). Scholars (Akdere & Egan, 2020; Effelsberg 
et al., 2014) explain this by saying transformation-
al leaders increase satisfaction by linking work to a 
larger purpose and demonstrating integrity. They 
are also developmentally concerned and welfare-
oriented. However, transactional leaders’ focus on 
individual rewards reduces intrinsic motivation 
and satisfaction.

On the other hand, transactional leaders who fo-
cus on external rewards and punishments tend to 
have a weaker or even negative link to employee 
satisfaction (Abbas & Ali, 2023). Feelings about 
organizational politics also impact satisfaction. 
This is because they shape views on fairness within 
the company (Rosen et al., 2014). In other words, 
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when employees see decision-making as biased or 
self-serving, they are less satisfied with their jobs, 
and their work quality may decrease (Wijewantha 
et al., 2020).

Perceived organizational politics means how 
much employees think there is self-serving be-
havior at work, like favoritism, manipulation, and 
flattering bosses (Bhattarai, 2021). When staff 
believe decisions are based on personal connec-
tions rather than quality, perceptions of politics 
are high (Kiran et al., 2020). Moreover, studies 
showed that if employees view their workplace as 
political, they could have lower job satisfaction, 
commitment, and well-being (Rosen et al., 2014; 
Ghadi et al., 2013).

Accordingly, it can be understood that lead-
ership style can influence perceived politics. 
Transformational leaders who model integrity can 
lower perceptions of unfair politics (Effelsberg 
et al., 2014). Transformational leaders who avoid 
self-interest and focus on group goals can increase 
transparency and fairness. Cho and Yang (2018) 
said this helps reduce feelings of damaging office 
politics. On the other hand, transactional leaders 
emphasize self-gain and trading favors. This fails 
to limit perceptions of bias (Abbas & Ali, 2023). 
Scholars suggested that leadership style indirectly 
influences behavior by shaping perceptions of or-
ganizational politics (Li et al., 2018; Mohammad 
et al., 2022). These dimensions include self-cen-
tered practices such as bias, manipulation, and 
destruction that violate norms of fairness and jus-
tice (Wijewantha et al., 2020). Transformational 
leaders can reduce perceptions of inappropriate 
politics in organizations by modeling honesty and 
transparency (Cho & Yang, 2018). Employees who 
perceive leaders as ethical and highly committed 
to the good perceive the workplace as a fair envi-
ronment (Effelsberg et al., 2014). It is essential to 
study these relationships in non-Western settings 
such as the Middle East to formulate generaliza-
tions across cultures. Patriarchal leadership with 
authoritative and benevolent behaviors is com-
mon in the Middle Eastern context (Ly, 2020; 
Mkheimer, 2018).

In addition to direct relationships, leadership styles 
can indirectly influence employee attitudes and be-
haviors through perceived organizational politics. 

Politics involves partisanship, manipulation, self-
promotion, and other self-centered activities that 
violate the norms of justice (Abbas & Ali, 2023). By 
modeling integrity and collective interest, transfor-
mational leaders can reduce harmful political per-
spectives as this increases transparency and equity 
(Gyensare et al., 2016). In contrast, communication 
leaders’ focus on self-interest fails to control per-
ceptions of inappropriate politics (Hoch et al., 2018). 
Cho and Yang (2018) stated that perceived politics 
decreases when employees perceive leaders as ethi-
cal and committed to fairness.

However, the lower perceptions of organizational 
politics relate to improved satisfaction with the job, 
commitment, performance, and well-being (Ghadi 
et al., 2013; Rosen et al., 2014). Employees who view 
workplace processes as fair and merit-based expe-
rience greater motivation and positive attitudes. 
Recent research supports perceptions of politics as 
a mediator between leadership style and outcomes. 
For instance, Bhattarai (2021, p. 104) stated, “The 
impression management buffered the negative re-
lationship between perceived politics and perfor-
mance.” By reducing political perceptions, transfor-
mational leaders enabled more effective impression 
management and indirectly improved employee 
performance.

Despite growing evidence for mediation effects, ad-
ditional research on contextual boundary condi-
tions is needed. The strength of relationships may 
depend on national culture, as expectations for 
authority and norms for self-serving behaviors dif-
fer in different regions (Ly, 2020; Musinguzi et al., 
2018). Testing mediation models like perceived pol-
itics across cultural settings can refine the under-
standing of how leadership shapes social contexts 
to impact employees.

The study aims to determine the relationship be-
tween leadership style, politics, and satisfaction 
for employees at Jordanian insurance companies.

Based on the preceding, the study develops a con-
ceptual model to illustrate the hypothesized rela-
tionships among the variables in Jordanian insur-
ance companies (see Figure 1). 

H1: There is a positive relationship between trans-
formational leadership and job satisfaction.
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H2: There is a positive relationship between 
transactional leadership and job satisfaction.

H3: There is a positive relationship between 
perceived organizational politics and job 
satisfaction.

H4: There is a positive relationship between 
transformational leadership and perceived 
organizational politics.

H5: There is a positive relationship between 
transactional leadership and perceived orga-
nizational politics.

H6: The relationship between transformational 
leadership and job satisfaction is mediated 
by perceived organizational politics.

H7: The relationship between transactional lead-
ership and job satisfaction is mediated by 
perceived organizational politics.

2. METHOD

This study used a quantitative approach to col-
lect the required data to obtain the goals (Saleem, 
2015; AbuHamda et al., 2021). 

The Structural Equation Modeling (SEM) analysis 
tools and the Partial Least Square (PLS) software 
program were used to analyze the data and test the 
hypotheses. The target population is all employees 
of Jordanian insurance companies. A total of 300 
employees from different parts of Jordan were sur-
veyed. The survey used 5-point rating scales to as-
sess employees’ views. 

First, the heads of the participating insurance 
companies gave permission to contact their em-
ployees. Second, the employees filled out the ques-
tionnaire anonymously. Previous work stated that 
taking these ethical steps is important to protect 
the participant’s privacy (Archer, 2023). 

3. RESULTS

3.1. Data analysis

As earlier studies suggested, this study’s analytical 
method employed a technical analysis using the 
Partial Least Square (PLS) software program and 
the Structural Equation Modelling (SEM) analysis 
tools (Chin, 2010). The data sets were initially eval-
uated for multivariate assumptions to determine 
their conformance before undergoing the struc-
tural equation modeling methods. This was done 
in order to validate the structural model and carry 
out the model quality evaluation. Considering the 
suggestions given by (Hair et al., 2014), The loads, 
weights, and path coefficients were assessed for sig-
nificance levels using the bootstrapping technique 
(5,000 resamples). As a result, before assessing the 
structural model underneath, the measurement 
models were put to the test. To test for common 
method bias, Harman’s single-factor test was em-
ployed (Podsakoff et al., 2012). In the exploratory 
factor analysis, all variables were loaded and the 
common method variance was not a significant is-
sue in the sample because the first component ac-
counts for less than 32% of all variables.

Table 1 shows the demographic profile based on 
the descriptive statistics from the sample, includ-
ing gender, age, education level, and job tenure. 

Figure 1. Conceptual model

Transformational 

Leadership 

Transactional 

Leadership 
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Politics 
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The table shows that most of the participants were 
male (47.67%), and the remaining 52.33% were 
female. Regarding the age bracket of the respon-
dents, most participants were between 25 and 34 
years of age (42.33%). In terms of educational level, 
the majority held a Bachelor’s degree (53%). The 
most common length of job tenure was between 
one and five years (38.67%). 

Table 1. Demographic profile of respondents 
Number Percentage

Gender

Male 143 47.67

Female 157 52.33

Total 300 100

Age

Below 25 13 4.33

25-less than 35 127 42.33

35-less than 45 124 41.33

45-less than 55 21 7.00

Over 55 15 5.00

Total 300 100

Educational 
level

High school 19 6.33

Diploma 104 34.67

Bachelor’s 159 53.00

Master’s 18 6.00

Total 300 100

Job tenure

Less than a year 16 5.33

1-less than 5 years 116 38.67

5-less than 10 years 113 37.67

10-less than 15 years 34 11.33

15-less than 20 years 18 6.00

20 years or more 3 1.00

Total 300 100

Note: n = 300.

3.2. Measurement model evaluation

The validity and reliability of the conceptions 
were assessed by evaluating their convergent and 
discriminant validities as well as their internal 
consistency. The following methods were used 
to evaluate the constructs’ validity and reliabil-
ity. Reliability tests were used in this study to look 
at the constructs’ internal consistency. This study 

assessed the loadings and internal consistency of 
the indicators in order to guarantee the validity of 
the constructs. As demonstrated in Table 2, all ob-
served variables had appropriate outer loading val-
ues between 0.678 and 0.848, suggesting the items’ 
adequate reliability. An essential first step is to 
evaluate internal consistency and reliability. The 
internal consistency of the study was tested using 
Cronbach’s alpha and the Composite Reliability 
Index. The constructs’ Cronbach alpha scores vary 
from 0.811 to 0.906, meeting the 0.7 cut-off mark 
(Hair et al., 2010). Some academics contend that 
Cronbach’s Alpha underestimates true reliability, 
which is one reason why it has been criticized as a 
reliability assessment tool. In order to ensure suit-
able internal consistency, the composite depend-
ability must surpass 0.7, as suggested by Hair et 
al. (2010). Every data set’s composite dependabil-
ity, which ranged from 0.869 to 0.922, was higher 
than the minimum cut-off value of 0.7. The aver-
age variance extracted (AVE) values are shown in 
Table 2, where the coefficients vary between 0.517 
and 0.571. This proves that each and every con-
struct has convergence validity. Therefore, it may 
be said that the items have proven their conver-
gence validity and reflect their respective con-
structions. These results corroborate the claim 
that the measurement model has reached the nec-
essary degree of construct reliability.

The alternative procedure to perform a discrimi-
nant validity test is the heterotrait-monotrait 
(HTMT). If the HTMT value is greater than 0.85, a 
serious discriminant validity issue exists (Henseler 
et al., 2015). Nevertheless, other researchers have 
opined that the HTMT value should be 0.90 or less 
to meet the discriminant validity criteria. Table 3 
shows the HTMT criterion is equal to or below the 
0.90 threshold, signifying that the discriminant 
validity was proven. 

Table 2. Internal consistency reliability analysis

Constructs Items
Indicator Reliability Internal Consistency Convergent 

Validity  

(AVE > 0.5)Outer Loading Cronbach’s Alpha Composite Reliability

Job Satisfaction 
(JS)

1 0.741

0.811 0.869 0.571

2 0.687

3 0.737

4 0.758

5 0.848
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3.3. Structural model assessment

The R2 value indicates how well the independent 
variables may explain different dependent vari-
ables. As a result, a higher R2 value indicates that 
the structural model is more predictive. The R2 
values in this investigation were obtained using 
the SmartPLS algorithm function. On the other 
hand, the upper limit (UL) and lower limit (LL) 

values, P-value, and t-statistics were produced for 
the model analysis using the SmartPLS bootstrap-
ping algorithm. 300 instances were bootstrapped 
to produce 5,000 samples for this investigation. 

Referring to Figure 2, TL and TC can explain 
45.6% of the variance in POP among employ-
ees in the petroleum retailing sector in Jordan. 
Meanwhile, TL and TC explain 55.1% of the vari-

Constructs Items
Indicator Reliability Internal Consistency Convergent 

Validity  

(AVE > 0.5)Outer Loading Cronbach’s Alpha Composite Reliability

Perceived 

Organizational 
Politics (POP)

1 0.731

0.906 0.922 0.517

2 0.705

3 0.707

4 0.721

5 0.735

6 0.724

7 0.709

8 0.698

9 0.733

10 0.729

11 0.712

Transactional 
Leadership (TL)

1 0.781

0.85 0.888 0.571

2 0.735

3 0.754

4 0.782

5 0.797

6 0.678

Transformational 
Leadership (TL)

1 0.735

0.897 0.915 0.519

2 0.705

3 0.699

4 0.733

5 0.708

6 0.733

7 0.7

8 0.717

9 0.741

10 0.73

Table 2 (cont.). Internal consistency reliability analysis

Table 3. Discriminant validity (HTMT)

Variable JS POP TC TL

JS – – – –

POP 0.806 – – –

TC 0.581 0.685 – –

TL 0.739 0.711 0.839 –
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ance in JS, which is regarded as moderate based on 
the rule of thumb. The rule of thumb concerning a 
suitable R2 varies across different disciplines; pro-
ducing values of 0.75, 0.5, 0.25, respectively, which 
refer to substantial, moderate, or weak levels of 
predictive accuracy (Henseler et al., 2009). Based 
on this, the R2 of both endogenous constructs 
could be deemed sufficiently substantial.

Table 4 shows the findings from the testing of the 
hypotheses, which indicate a significant relation-
ship between TL and JS  (β = 0. 378, t = 6.266, LL 
= 0.483, UL = 0.718, p < 0.001); hence, H1 is sup-
ported. Next, the findings also show that TC is not 
significantly related to JS  (β = –0.102, t = 1.561, LL 
= –0.086, UL = 0.181, p > 0.05); therefore, H2 is 
not supported. Furthermore, the findings indicate 

a significant relationship between TL and POP 
  (β = 0.443, t = 6.965, LL = 0.317, UL = 0.567, p < 
0.001); hence, H3 is supported. TC, it is indicated, 
significantly impacts POP   (β = 0.278, t = 4.461, LL 
= 0.158, UL = 0.401, p < 0.001), so H4 is supported. 
The findings indicate a significant relationship be-
tween POP and JS (β = 00.515, t = 4.461, LL = 0.158, 
UL = 0.401, p < 0.001); hence, H5 is supported.

Table 5 shows the mediating findings of the analy-
sis, which portray how POP significantly mediates 
the relationship between TL and JS (β = 0.143, t 
= 3.877, LL = 0.078, UL = 0.221, p < 0.001); hence, 
 H6 is supported. Next, the findings indicated that 
POP significantly mediates the link between TC 
and JS (β = 0.228, t = 6.25, LL = 0.16, UL = 0.302, p 
< 0.001); hence, H7 is supported.

Figure 2. Path model results (beta)

Table 4. Structural model results (direct effect)

Path Beta Standard Deviation (SD) T statistics P values LL UL Decision

TL → JS 0. 378 0.06 6.266 0.000 0.483 0.718 Sig

TC → JS –0.102 0.065 1.561 0.119 –0.086 0.181 N.S

TL → POP 0.443 0.064 6.965 0.000 0.317 0.567 Sig

TC → POP 0.278 0.062 4.461 0.000 0.158 0.401 Sig

POP → JS 0.515 0.056 9.238 0.000 0.405 0.62 Sig
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4. DISCUSSION

The results revealed that transformational lead-
ership had the highest standardized effect on job 
satisfaction with a coefficient of 0.378, which indi-
cated that transformational leadership is the most 
common leadership style used by the leaders in 
Jordanian insurance companies. Similarly, trans-
formational leadership had the highest standard-
ized effect on perceived organizational politics 
with a coefficient of 0.443.

According to the relevant literature and previous 
studies, there are substantial factors that have 
been confirmed as influencing predictors of the 
employee’s job satisfaction. Thus, some scholarly 
works advocated some factors, although intri-
cate, employees’ job satisfaction in the organiza-
tion is potentially most meaningful of how they 
feel about leaders’ practices and the behavioral 
outcomes they have, which stands in line with 
Yohannes and Wasonga (2023) who confirmed 
the relationship between leadership styles and job 
satisfaction.

The analysis in this field has involved leadership 
styles. Hence, this study provides some valuable 
additional insights into the effect of both trans-
formational and transactional leadership styles 
correlated with the employee’s job satisfaction in 
Jordanian insurance companies. From the results 
of reliability given in Table 2 all study constructs 
were statistically valid with the minimum cut-off. 
The findings indicated that transformational and 
transactional leadership styles were outstanding 
predictors of and contributed to the employees’ 
job satisfaction due to the positive effect of these 
constructs within the proposed framework. On 
the contrary, the study results contradict some lit-
erature findings (e.g. Sriadmitum et al., 2023) that 
found no significant effect on job satisfaction.

Furthermore, the study results supported the argu-
ments and findings that reported the leaders who 
show different leadership styles and consider their 
followers to encourage them into coaching the ways 

of developing appropriate work-positive behaviors 
(Saputra & Desmiwerita, 2023). Moreover, as the 
leaders’ behaviors in the workplace are critical to 
achieving a great level of employee job satisfaction, 
they expect to create trust and show faith in their 
decisions and practices. For top management and 
leaders in Jordanian insurance companies to be 
aware they should work to further encouragement 
of their employees for positive organizational out-
comes like perceived politics.

The positive relationship between perceived orga-
nizational politics and job happiness suggests that 
when workers or organizations witness more self-
serving actions from others, there may be a lack of 
justice on the part of the leaders who are less sat-
isfied with their jobs. The impact of perceived or-
ganizational politics on employees’ job satisfaction 
as a mediator between transformational and trans-
actional leadership styles is, therefore, of more sig-
nificance. The results demonstrated that the per-
ceived organizational politics supported a partial 
mediation between leadership styles and job sat-
isfaction and that all research assumptions on the 
mediation of predicting job satisfaction were met.

Overall, the results are consistent with similar 
studies that have been conducted to show that the 
relationship between job satisfaction and leader-
ship styles is indirect rather than direct. According 
to the suggested framework, perceived organiza-
tional politics have a minor role and are found to 
mediate the relationship between workers’ job sat-
isfaction and leadership philosophies. Therefore, 
the findings of transformational leadership, which 
can organize less political work settings, finally 
supported the idea that job happiness among em-
ployees in Jordanian insurance businesses is posi-
tively impacted.

It is worth indicating the studies about relation-
ships between leadership styles and job satisfac-
tion, especially in developing contexts, are limited 
and mostly scarce in private business organiza-
tions. The present study reflects the findings of the 
previous studies, which also found that leadership 

Table 5. Mediation hypothesis testing

Path Beta Standard Deviation (SD) T statistics P values LL UL Decision

TC → POP → JS 0.143 0.037 3.877 0.000 0.078 0.221 Sig

TL → POP → JS 0.228 0.037 6.25 0.000 0.16 0.302 Sig
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has a positive relation with employees’ job satis-
faction (Muhsinin et al., 2024). It looks like the 
leadership styles differ in their effect on the orga-
nizational activities and employee outcomes. Thus, 
a different leadership style normally can influence 
more than another style. Therefore, this result is 
not surprising: the role of leadership is important 
in the insurance companies in Jordan.

In the context of Jordanian insurance companies, 
although there is a lack of research on the relation-
ship between leadership styles, perceived organi-
zational politics, and job satisfaction, some studies 
(e.g Hassan et al., 2017) have identified some fac-
tors assumed to have a significant impact on em-
ployees’ job satisfaction. They found that respect 
and fair treatment of the employees mediate the 
leadership styles and job satisfaction association, 
which indicates the perceived organizational poli-
tics variable represents an antecedent factor of job 
satisfaction. So, the research has suggested that or-
ganizational politics should incorporate organiza-
tional behaviors for a better understanding of how 
this antecedent interacts and influences employ-
ees’ attitudes and behaviors.

The current study made some research contribu-
tions, and some limitations to generalizing the 
findings should be considered. For example, the 
study was conducted only in the Jordanian insur-
ance sector, so the scope of the study was limited, 
and the generalizability of the results may be lim-
ited. For future suggestions, the researchers should 
target different contexts and sectors to generalize 
the findings into the entire Jordan. Additionally, 
the study participants at this time only included 
employees of Jordanian insurance companies, so 
the results will ultimately vary for employees in 
different industries, such as universities. The re-
searchers are also recommended to use different 
methodological research studies, for example, a 
comparative study between different managerial 
levels. Also, this study only focused on the servic-
es sector; future studies are expected to dig up and 
explore the relations between these variables in dif-
ferent samples and sectors like healthcare, bank-
ing, etc. This study used a cross-sectional research 
approach to examine the constructs under study, 
and this consequently influenced the research 
conclusions, which may have differed in a longitu-
dinal research design.

CONCLUSION

The purpose of this research was to examine the effect of leadership styles on the job satisfaction of in-
surance employees in Jordanian companies. The findings approved a positive relationship between the 
transactional and transformational leadership styles on employees’ job satisfaction in Jordanian insur-
ance companies. Therefore according to the obtained results, the leadership style commonly practiced 
by the leaders in these companies was the transformational style (β = 0. 378). The study results also 
buttressed the earlier investigations conducted on this topic that found the employee’s job satisfaction 
positively correlated with the leader’s styles.

However, the transformational leadership style, which is related to the motivation factor, had a greater ef-
fect and predication than the transactional style. However, this does not mean that transactional leader-
ship cannot contribute to job satisfaction for the employees, the combinations of these two styles of leader-
ship are important to give the situations leaders work. Although the results are consistent with research on 
leadership styles and job satisfaction, it is necessary to reemphasize transformational leadership, particu-
larly in Jordanian insurance companies. Further, companies that have leadership capabilities to change the 
management approach use different leadership skills to improve their employees’ job satisfaction.

It is suggested to adopt both transformational and transactional leadership styles that could contribute 
to and increase the levels of employees’ job satisfaction in Jordanian insurance companies. The major-
ity of the leaders in these companies are also the owners. They deal directly with the employees and 
support them to create a better reinforcement environment to motivate them in various situations. The 
results showed that the transactional leader is more concerned with achieving the organizational goals 
by providing management styles, including rewards or punishments to the motivation of the organiza-
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tion’s individuals. Based on this result, it is highly suggested and recommended that the management of 
Jordanian insurance companies should consider the crucial benefits of involving in different leadership 
styles, as they may influence the perceived organizational politics, which in turn influences employee 
job satisfaction. Leaders also need to put a close eye on their employees’ capabilities to unravel their fol-
lowers by practicing transformational leadership behaviors to create a motivating working environment 
that leads to job satisfaction.
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