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Abstract

Purpose:

This study aims to reveal the effect of (leadership on employee
performance. A Case Study on Sign Restaurant Chain in Saudi Arabia)

Methodology:

To achieve the objectives of the study, the researcher used the descriptive
analytical approach, where (the study community employees of Sign
Restaurant number of sample 30) and administrators (Sign Company) in
the city of (Saudi Arabia.)

Findings:

The results of the study: Each dimension and the level it reached (high —
Very High) is mentioned.

Theoretical contribution: This study contributes to the literature by
investigating the relationship between (Leadership and Employee
Performance)

Practical applications: The study provides recommendations to the
relevant parties in (Sign Company) on the importance of applying
Leadership) and its relationship to (Employee Performance), which raises the
level of the organization.

Keywords: First variable, second variable, dimension.
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1.1. Research Background:

One of the main goals of project management is to create ateam oreven a
separate organization to focus efforts on the success of the project's purpose
and requirements more efficiently. Since the project usually includes a series
of interconnected tasks that have cost, quality, and performance constraints,
it was necessary to highlight the performance of employees who contribute
significantly and directly to the success of the project and the continuation of
the brand according to the plan and the importance of maintaining
performance efficiently and with quality and influencing it through positive
leadership.

A few previous studies have examined the impact of leadership on employee
performance. Most have narrow research scopes, and some lack the
importance of presenting practical ways to make leadership a direct cause of
institutional success and a management style that is extremely important for
influencing employees and thus the organization as a whole.

Every organization should ensure that the right leader man their organization
in order to achieve their set goals and or objectives. Ibrahim A. U. and Daniel
C. 0. (2019)

Saudi Arabiais in a state of continuous development and has promising
future visions, project managers, executives, and every team leader need to
delve deeper into leadership and pay attention to the human side in addition
to the practical side to bridge the gap created by negative leadership that
prevents efficiency in achieving goals. Many companies underestimate
leadership despite the presence of its various methods and its clear impact
on employee performance and on creating a positive environment that
enhances efficient production. We conclude from this that it was the loophole
that made water creep in and destroy the ship despite the good foundation.

The research aims to examine the impact of leadership on employee
performance and to develop guiding principles that help professionals apply
them practically and encourage the development of the performance of
officials for a better work environment and satisfactory performance.
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1.2. Research Problem:

More research and investigation are needed in the field of management and

leadership to fill in the theoretical and practical gaps and uncover the

obstacles that hinder the accomplishment of organizations and projects,

worker contentment, and the caliber of their outcomes.

To improve effective practical practices, researchers seek to do so through

renewed studies. The research problem in this study includes the areas of

theoretical gaps and practical gaps.

1.2.1. Theoretical Gaps:

Although there is research on the impact of leadership styles on
employee performance, there is a great need to focus on leadership as
a whole and its comprehensive impact, even in creating a competitive
advantage, In a competitive business environment, organizations rely
on their leaders to facilitate the changes and innovations required to
maintain competitive advantage. In reality, with work pressures,
individuals have become interested in a positive work environment and
see it as an irresistible advantage, ignoring other temptations. O. A.
Kehinde & H. A. Banjo(2014).

There is a lack of understanding that the role of the leader is not limited
to achieving goals and delivering what is required, but also to inspiring
others, strengthening their sense of belonging, training them, and
communicating strongly. When you become a leader, success is all
about growing others. Jack Welch.

12



1.2.2. Practical Gaps:

- The lack of research on the direct impact of employee performance and,
consequently, on organizational performance.

-The need to expand empirical research to measure the extent to which
organizations and individuals are affected by negative leadership.

- Neglecting the human aspect of work, which is in fact a fundamental factor
in creating a positive and harmonious culture among all members of the
organization.

This study addresses the main research question:

“How Leadership Affects Employee Performancet”

1.3. Research Significance:

The significance of this research stems from its exploration of both theoretical
and practical dimensions, which aids in identifying and bridging gaps, thereby
contributing to the development of work environments and enhancing the
overall performance of the organization. This is accomplished by thoroughly
examining the influence of leadership on employee performance.

1.3.1.At the theoretical level:

- Leaders move away from their default and preferred styles, opting instead
for a leadership approach that aligns with their team's characteristics, what
suits them best, and the goals that need to be accomplished. The research
outlines seven principal leadership styles.

- Expanding and developing theoretical models, studying two aspects—
negative leadership and positive leadership—and setting guidelines for highly
effective, highly satisfying practices.

13



1.3.2.At the practical level:

Boost creativity and innovation:

Leadership plays a decisive role in enhancing organizational creativity
(Mumford et al., 2002; Amabile et al., 2004), launching and driving
innovation projects (Stoker et al., 2001; Bossink, 2007), and
implementing innovation projects and overcoming resistance (Gilley et
al., 2008). Somech (2006) concludes that corporate leaders are the key
drivers, who either promote or inhibit innovation management in the
organization.(Peter Kesting et al,2015).

Achieving goals, quality performance, and high productivity.

Coach the team ifitis frustrated and build it to be more effective.
Decision makers in small and large institutions and projects benefit
from gaining information and guidance that helps in choosing positive
officials and leaders who will not be a cause of future losses for the
organization or a cause of a lack of attracting talent.

Create a clear culture within the organization that makes everyone
contribute and participate to achieve the vision.

1.4. Research Questions:

The current study aims to answer the following main question in addition to
sub-questions that must be answered: “How Leadership Affects Employee

Performance?” This question is answered through several aspects of

leadership and its impact on employee performance.

How does directive leadership affect employee performance?
How does supportive leadership affect employee performance?
How does participative leadership affect employee performance?
How does achievement leadership affect employee performance?

14



1.5.Research Objectives:

The general objective is to explore the relationship between leadership on
employee performance. The sub-objectives:

identifying the effect of directive leadership on employee performance
at Sign Restaurant Chain in Saudi Arabia.

Identifying the effect of supportive leadership on employee
performance at Sign Restaurant Chain in Saudi Arabia.

Identifying the effect of participative leadership on employee
performance at Sign Restaurant Chain in Saudi Arabia.

Identifying the effect of achievement leadership on employee
performance at Sign Restaurant Chain in Saudi Arabia.

1.6.Research Hypotheses:

The Main Hypothesis H1: There is a statistically significant relationship
between leadership on employee performance.

The first sub-hypothesis, Ha: There is a statistically significant
relationship between directive leadership on employee performance.
The second sub-hypothesis, Hb: There is a statistically significant
relationship between supportive leadership on employee performance
The third sub-hypothesis, Hc: There is a statistically significant
relationship between participative leadership on employee
performance.

The fourth sub-hypothesis Hd: There is a statistically significant
relationship between achievement leadership on employee
performance.

15



1.7.Research Model:

The figure below illustrates the relationship between the research variables
and the hypotheses as follows:

Independent variable Dependent variable
/ Leadership \ nmployee performance\
-Directive leadership - work quality
-Supportive leadership ——) | -Punctuality
-Participative leadership -Initiative
H1, Ha,Hb,Hc,Hd -
-achievement leadership - Ability
-Communication

\ / \ )

Fig.1: Research Model, Designed by the researcher.

1.8. Empirical Study:

Sign started in 2022, and the brand continues to expand as the branches
reached about 12 branches so far in 2024. The brand is famous on social
media and in real life, which has made it always crowded for what they offer,
from distinctive designs to delicious burgers every time!

Maintaining this high level of performance requires investing in managers and
employees, who are crucial to consistently delivering the best burgers to
customers. Sigh ensures food quality by offering refunds if the food is not to
the customer's liking, a policy rarely found in today's restaurants. In
conclusion, examining the influence of leadership on employee performance
at Sign Burger highlights its significance within the industry and demonstrates
the relationship and impact of these two variables.

16



1.9. The Suggested Project Structure:

Chapter 1: Introduction

—

Chapter 2: Literature Review

—

Chapter 3: Research Methodology

Chapter 4: Statistical Analysis

Chapter 5: Discussion & Conclusion

—— | —~— | /| /

— ——

Fig.2: The suggested Project Structure, Designed by the researcher.
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2. Chapter 2: Literature Review
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2.1. Introduction:

Scientific research delves deeply into the concept of leadership, highlighting
its significance and influence within organizations and businesses. This focus
underscores how leadership can profoundly affect employee performance
and, consequently, the objectives and overall performance that institutions
strive to achieve.

Many studies have contributed to clarifying the impact of leadership styles on
the performance of the organization as well as on the performance of
employees. We benefit from these studies in shedding light on the different
methods and gaining knowledge to apply the appropriate method for the
nature of the organization and its employees. Choosing the optimal method
makes operations smoother and goals are achieved effectively.

In short, leadership is a complex phenomenon that touches on many other
important organizational, social, and personal processes. It depends on a
process of influence, whereby people are inspired to work towards group
goals. Bolden, R. (2004).

Whereas employee performance has been related to outcomes, results, and
accomplishments by Cardy (2004). Bose, I., & Emirates, U. A. (2018).

2.2. Leadership:

We can say that it is of great importance. "leadership is about enabling
ordinary people to produce extraordinary things in the face of challenge and
change and to constantly turn in superior performance to the long-term
benefit of all concerned" Jooste, K. (2004).

What is leadership?

“Leadership is a process of social influence, which maximizes the efforts of
others towards the achievement of a goal” Kruse, K. (2013).
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Leadership theories:

“From the late 1800s to about 1930, leadership theories emphasized control
and centralization of power. The “Great Man’ theory, which suggests that
leaders are born and not made, supported the existence of some mysterious
qualities vested in select individuals and frequently passed between
generations. This model faded from popularity in the 1930s and 1940s as
‘trait’”’ theories appeared that attempted to identify specific traits qualifying
an individual for leadership. Stogdill identified six trait groupings associated
with leadership, including capacity, achievement, responsibility, participation,
status, and situation, but concluded that these traits did not sufficiently
explain leadership: “A person does not become a leader by virtue of the
possession of some combination of traits” Klingborg, D. J et al, (2006).

The path-goal theory specifies four dimensions of leadership

“The four kinds of leader behavior Included In the theory are (1) directive
leadership, (2) supportive leadership, (3) participative leadership, and (4)
achievement-oriented leadership.” Robert J. House, et al (1975).

The role of Leadership is highly influential it “allows managers to affect
employee behaviour in the organization.” Naile et al (2014).

“Perhaps one of the most intriguing differences between academia and the
outside world has to do with their view of the actual importance of leadership.
Countries, armies, companies, sport teams, churches, and organizations of
all kinds, including universities, are desperately looking for leaders that can
guide them to a better position. Somehow they know that if they do not have
good leaders it is going to be very difficult to accomplish their objectives and
goals.”Silva, A. (2014).
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Fig.3: Preferred leadership style for motivation.

Which style of
leadership is
more likely to
motivate you?

H Transformational
[ Transactional

Figure 6. Participants Preferred Leadership style for Motivation.

Source: Ali M. Alghazo*, Meshal Al-Anazi (2016).

Table 1: Correlation between the impact of leadership and organisation

Performance.

Correlations Effective leadership Level of performance
Effective leadership Pearson Correlation 1 .536 **

Sig. (2-tailed) 200 .000

N 250
Level of performance  Pearson Correlation 536 % 1

Sig. (2-tailed) .000 200

N 250

**, Correlation is significant at the 0.01 level (2-tailed).
Source: Ibrahim, A. U., & Daniel, C. O. (2019).
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Table 2: Profile of existing research on participative leadership (LS1b).

People Means Effects Goals
Innovative Ideation

One leader Freedom to develop solutions climate Product

(consult) Early involvement in projects Increased Innovation

conflict level R&D

Source: Kesting, P et al, (2015).

Table 3: Profile of existing research on directive leadership (LS1a).

People Means Effects Goals
Controlling, monitoring, instructing,
One leader hierarchical influence Establishine .
. L . o £ Implementation
(direct) Providing a framework for decision ~ clear rules

making and action

Source: Kesting, P et al, (2015).

2.3. Employee performance:

“The definition of performance (work performance) is the work quality and quantity
achieved by an employee in carrying out his function in accordance with the
responsibilities given to him.” (Utin, N. H., & Yosepha, S. Y., 2019).

The development of employee Performance:

Campbell, J. P., & Wiernik, B. M. (2015). They conclude in their research that
“until the 1980s, there were virtually no attempts to model individual job
performance as a construct. There was only the “criterion problem” (Austin &
Villanova 1992), and the objective was to find performance indicators that
approximate the “ultimate” criterion as closely as possible. The ultimate
criterion was defined as an indicator of an individual’s total contribution to
the goals of the organization. Unfortunately, no such indicator exists. The
situation began to change during the 1980s. For example, the Army Selection
and Classification Project (Project A)
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was able to systematically select a sample of entry-level technical jobs from
a population of jobs, develop over 100 separate indicators of performance for
each job,and collect performance data on two cohorts of 10,000 enlisted
personnel at three points in time:at the end of training, at the end of their first
tour of duty, and near the end of their second tour of duty after they had
assumed leadership responsibilities (see Campbell & Knapp 2001). This
permitted extensive applications of confirmatory factor analysis to test
substantive models of the latent structure of performance. Subsequently,
multidimensional models of performance as a construct were discussed by
Borman & Motowidlo (1993), Campbell et al. (1993), and Murphy (1989a).”

In her research, Dedi Iskamto (2020) conveyed the dimensions of employee
performance from Sedarmayanti.

The dimensions are:

a) Work Quality
b) Punctuality
c) Initiative
d) Ability

)

e) Communication

Bell, E. (2008). collected some of the performance theories in her book
“Performance Theories”, and said “Ronald Pelias and James
VanOosting(1987) claim that the basic concepts of any performance

theory are text, event, performance, and audience. For Richard Bauman
(1977), the “patterning” of performance involves event, act, role, and genre.
Richard Schechner(2002b,215) delineates the elements of the
performance quadrilog: source, producers, performance, and partakers.”
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Table 4: Factors that Affect Employees’ Performance in the Organization.

Factors Frequency Percentage (%)
Managerial standards 3 3.8
Motivation 11 13.8
Commitment 7 8.8
Employee evaluations 9 11.3
Positive environment 3 3.8
Technology 14 17.5
Lack of incentives 10 125
Comfort level 5 6.3
Poor management 10 12.5
All the above 8 10
Total 80 100

Source: Ibrahim, M., & Brobbey, V. A. (2015).

Fig.4: Five Major Practices Affect Employee Performance

Job autonomy -

Organizational support

Employee
Performance

Training

Distributive Justice

\\

Procedural Justice

Source: Hameed, A., & Waheed, A. (2011).

24



2.4. The relationship between leadership and employee

performance:
Table 5: Simple Regression Analysis.
Standardized
Unstandardized Coefficients Coefficients
Model B Std, Ermor Bela t Sig.
1 (Constant) 22190 413 5.369 000
leadership 462 087 552 5339 000

\a. Dependent Variable: performance
Source: Iskamto, D et al (2021).

Based on this table, Iskamto, D et al (2021) conclude that “This means that
there is a leadership influence on employee performance. With the meaning
of the word Hypothesis (Ha) is accepted. A positive t value indicates that the
leadership variable has a significant and positive relationship to employee
performance.”

Mohammed, U. D., et al (2014). “The study evaluated the relationship
between leadership style and employee performance in organization which
revealed a positive relationship between the two variables.”

Lor, W., & Hassan, Z. (2017). “Supportive leadership has a positive and
significant influence on employee performance. This means when managers
engage themselves in displaying supportive leadership behaviors such as
consideration, listening and caring, providing positive feedback, building
confidence, and enabling self-control towards employees results high
employee performance.”
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2.5. Conclusion:

After reviewing the literature and reviewing some conclusions, we find that
there is an important relationship between leadership and employee
performance. Each variable has dimensions, and all of these dimensions are
affected by each other. This research helps us find strengths and weaknesses
for improvement and development. Previous research leaves room for other
research related to other factors affecting employee performance and also
the extent of the influence of leadership. Is it really important and has a direct
impact on employee performance in all circumstances and companies?

My research has contributed to the review of different views and deep insight
into leadership and the importance of highlighting its great impact on
performance.
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3. Chapter 3: Research Methodology
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3.1. Introduction:

This chapter outlines the research methodology employed to investigate (The
impact of leadership on employee performance in Sign Restaurant Chainin
Saudi Arabia. It details the operational definitions for research variables,
research design, research population & sampling methods and technique,
data collection methods, types of data, and data analysis methods &
procedures.

3.2. Operational definitions for research variables:

An operational definition describes how a variable will be measured,
observed, or manipulated. It helps researchers ensure that their studies are
consistent, reliable, and valid.

3.2.1. Leadership (The independent variable)

Leadership can be operationalized as the percentage of employees who are
positively influenced, satisfied with, and respond effectively to the leader.
3.2.2. Employee performance (The dependent variable)

Employee performance can be operationalized as the degree to which an
employee effectively meets job requirements.

3.3. Research design

¢ Research philosophy: Positivism

R/
L X4

Research approach: Deductive

** Research strategy: Case study

+* Research choice: Quantitative

** Time horizon: Cross-sectional

+»+ Data collection and analysis techniques: Questionnaire and statistical

analysis.
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Fig 5: Research methodology for the project Designed by the researcher.

Questionnaires)Cross-sectional |Quantitative Deductive | Positivism

3.4. Research population & Sampling Methods and technique

This section provides information about the study population and sample,
explaining the methods and techniques developed to select and determine
the sample size.

3.4.1. Research Population

Table 6: Research Population

Company nhame Classifications Number of employees

Sign Restaurant Stuff 51-200

By the researcher, (2024).
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3.4.2. Research Sample

Table 7: Research Sample

The research sample Sample size
Target employees in the Sign 30 Employees
Company

By the researcher, (2024).

3.4.3. Sampling Method & Techniques

Samples are taken from non-probability samples and using convenience
samples through a questionnaire.

3.5. Data collection method

The collected data will be analyzed Statistically. Statistical analysis involves
identifying, analyzing, and turning raw data into useful information. This
approach will help to uncover the key relationships between the Independent
variable (Leadership) and the Dependent variable (Employee Performance) at
(Sign Company).

3.5.1. Independent variable (Leadership)

The researcher relied on Iskamto, D’s (2020) questionnaire. To measure the
independent variable (Leadership), in terms of Four dimensions: Directive,
Supportive, Participative, and achievement. overall,13 items for the entire
variable. The type of instrument is Likert Strongly agree, agree, neutral,
disagree, strongly disagree.
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Table 8: Independent variable

Variable Variable Number Of Source
Dimensions Statements
First dimension: 3
Directive.
Iskamto, D.
Second dimension: 4 (2020). The role of
_ Supportive. leadership and
Leadership influence on
employee
performance in
digital era
Third dimension: 3
Participative.
Fourth dimension: 3

achievement.

By the researcher, (2024).

3.5.2. Dependent variable (Employee Performance)

The researcher relied on Iskamto, D’s (2020) questionnaire. To measure the

dependent variable (Employee Performance), in terms of Five dimensions:

Work Quality, Punctuality, Initiative, Ability, and Communication. with a total

of 13 items for the entire variable. The instrument type is Likert Strongly agree,

agree, neutral, disagree, strongly disagree.
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Table 9: dependent variable

Variable Variable Number Of Source
Dimensions Statements
First dimension: 3
Work Quality.
Iskamto, D.
Employee (2020). The role of
Performance | Second dimension: 3 leadership and
Punctuality influence on
employee
performance in
digital era
Third dimension: 3
Initiative.
Fourth dimension: 2
Ability
Fifth dimension: 2

Communication

By the researcher, (2024).

3.6. Types of data:

Presents both primary and secondary data utilized in the study.

3.6.1. Primary data

The information is collected from questionnaires filled out by employees of

the Sign Company.
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3.6.2. Secondary data:

The research involved the examination of earlier studies that pertain to the
topic. In addition, a comprehensive review of published scientific literature
and academic books was conducted to gather insights and findings relevant
to the research.

3.7. Data Analysis Methods & Procedures

After collecting data, it is essential to analyze the information gathered to
draw meaningful conclusions. As, the Statistical Package for the Social
Sciences (SPSS), specifically version 28, was used to analyze the collected
data. The sample profile test was conducted, via descriptive analysis, to gain
insights into the characteristics of the sample population. It helps
researchers understand the demographics, preferences, and other relevant
information about the individuals involved in the study. Validity and reliability
tests are crucial in ensuring the data collected is accurate and consistent.
Validity tests Exploratory factor analysis) to determine if the research
instruments measure what they are intended to measure, while reliability
tests (Cronbach’ Alpha test) assess the consistency of results over time. The
sample profile test was conducted, via descriptive analysis, to gain insights
into the characteristics of the sample population. It helps researchers
understand the demographics, preferences, and other relevant information
about the individuals involved in the study.

3.8. Conclusion

It has been concluded that leadership significantly and effectively impacts
employee performance and the overall performance of the organization, both
directly and indirectly. By emphasizing the leader's characteristics, adopting
positive leadership practices, and exerting an effective influence on
employees, organizations can achieve excellence and foster a harmonious
internal culture. This, in turn, helps in successfully reaching professional
goals.
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4. Chapter 4: Statistical Analysis & Findings
Discussion
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4.1. Introduction

This chapter presents the results of the field study that were statistically
analyzed using the statistical program SPSS version 28. The current chapter of
statistical analysis includes descriptive statistics for the sample under study
using SPSS version 28. Testing the validity and reliability of the questionnaires
used to collect the required data from the current study sample. To test the
research hypotheses and the suitability of the model, simple linear regression
analysis was conducted via SPSS 28.

4.2 Characteristics of the study sample

The study sample was distributed according to gender, age group, number
of years of experience, and educational level.

Frequencies and percentages were calculated for the study sample
members and are represented by demographic information that includes:

o Gender includes (male, and female).
o The age group includes (Less than 20 Yrs,20-35 Yrs, 35-50 Yrs).

o Number of years of experience (Less than 3 years, 4-6 Yrs,7-10 Yrs,
above 11 years).

o Educational level, including (Less than Secondary, Secondary,
bachelor’s, Master).
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Table 10: Description of the study sample

Variable Variable The number Percentage of
classes the total sample
Gender Male-_S3 13 43.3
ouial Female-l 17 56.7
Total 30 100.0
Less than 20 2 6.7
Yrs
The age group | 20-35 Yrs 23 76.7
A yend) 2l
35-50 Yrs 5 16.7
Total 30 100.0
(Less than 3
Number of years 12 40.0
years of
experience
Bl &l s 4-6 Yrs
10 33.3
7-10 Yrs 7 23.3
above 11 years 3.3
Total 30 100.0
Less than
Educational | Secondary 1 3.3
level
=il s siudl | Secondary 7 23.3
bachelor’'s 21 70.0
Master 1 3.3
Total 30 100.0

Source: by the student based on the statistical results.
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From the data in Table, the following results were extracted:

Regarding gender, the statistical results showed that, despite the similarity
of the number of males and females in the sample, the number of females
was greater than the number of males, as the number of males reached 13
individuals, representing 43.3% of the total sample, while the number of
females reached 17 individuals, representing 56.7% of the total sample. As
shown in the following figure:

Fig.6: Sample classification according to gender

Gender

B Male- £
WFemale-

- As for age 2 items were found less than 20 Yrs, at a rate of 6.7%, while
the age group 20-35 Yrs had 23 items, at a rate of 76.7%. The age group
35-50 Yrs had 5 items, at a rate of 16.7. The following figure illustrates this.
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Fig.7: Classification of the study sample according to age

Age

Bl Less than 20 Yrs-ic 20 ge M
W 20-35 Yrs-is35-200m
W 3550 15-i050-3000

Regarding the number of years of experience: 12 items were less than 3 years
of experience, at a rate of 40.0%, while 4-6 Yrs had 10 items, at a rate of
33.3%. And 7-10 Yrs had 7 items, at a rate of 23.3%, While above 11 Yrs had 1
item at a rate of 3.3%. The following figure illustrates this.

Fig.8: Classification of the study sample according to the level of experience

Experience

W Less than 3 years-cl s 3 ga M
W 4By st s

W7-10Yrs-cl s

B Above 11 Yrs-isl1ge 5l




the educational level: The number less than the secondary was 1 item,
representing 3.3% of the total sample. The number of secondary was 7items,
and 23.3% of the total sample. the number of bachelor’s was 21 items, and
70.0% of the total sample, while the number of master's was 1 item and 3.3%
of the total sample. The following figure illustrates this

Fig.9: Sample classification according to educational level

Qualifications

B Less than Secondary-isll ga (b
Wl Secondary-a sl

W bachelor's-ge s s

B Master- piusls

4.3. Measuring the validity and reliability of study instruments

To verify the validity and reliability of the measures used in the study, the
internal consistency validity of the questionnaires used to measure the
study variables was tested, in addition to measuring the convergent validity
by measuring the Average Variance Extracted (AVE). While the reliability of
the measures used in the study was measured by Measuring the value of
Cronbach's alpha, through the structural equation modeling (SEM), using
the statistical analysis program SPSS version 28. The following paragraphs
and tables explain this.
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4.3.1. Validity of the measures used in the study

The internal consistency validity of the scales used to measure the study
variables was tested, in addition to measuring the convergent validity by
measuring the average variance extracted.

Internal consistency validity: It means the extent to which each
statement of the questionnaire is consistent with the variable to which it
belongs. Therefore, the researcher measured the internal consistency of
the questionnaires by calculating the correlation coefficients between the
score of each statement and the total score of the variable to which it
belongs. According to Kaiser's (1974) study, a correlation coefficient of less
than 0.5 is removed from the questionnaire.

Convergent Validity: The average variance between statements that
measure the same scale is measured by calculating the average variance
extracted (AVE), whose value must be greater than 0.5 according to Hair et
al (2006).

The following tables show the statistical results for (correlation coefficients,
standard deviation, calculated T value, and P value between the score of
each statement and the total score of the variable to measure the validity of
the internal consistency of the questionnaires. Also, calculating the value of
the average variance extracted (AVE) to measure the convergent validity of
the questionnaires through the equation model. Structural SPSS version 28,
as follows:
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Table 11 The measure of the Validity

| Average
Variable Statements | KMO | Factor | Standard P variance
loadings | deviation | Value | extracted
A1 5B51 31T 0.00 1.88
First dimension A2 644 822 0.00 1.90
Directive
A3 822 0.00
B1 556 0.00
Leadership Second B2 688 684 0.00 1.86
dimension
Supportive
E3 729 0.00
E4 595
C1 643 0.00
Third dimensicn C2 B33 820 0.00 216
Participative
C3 87T 0.00
D1 534 0.00
Fourth D2 741 480 0.00 1.61
dimension
achievement
D3 739 0.00
BAl Retets o1 0.00 1.78
First dimension BAZ2 795 656 0.00 1.77
work qguality
BA3 602 0.00
BB1 11 0.00
Employee Second BB2 .6hb B0e 0.00 1.86
Performance dimension
punctuality
BB3 54T 0.00
BCA 494 0.00
Third dimension BC?2 h32 e 0.00 1.67
Initiatinre
BC3 615 0.00
Fourth BD1 390 0.00 1.83
dimension 824
Aloility
BD2 B12 0.00
Fifth dimension BE1 b14 738 0.00 1.80
Communication
BE2 T2 0.00

Itis clear from the table above:

The scale of applying the Leadership: All correlation coefficients for all

statements are strongly correlated with their dependent variable (the

variable and its dimensions), at values greater than 0.7. In addition, the
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values of all correlation coefficients for the statements are statistically
significant at a significant level less than 0.001. Accordingly, the internal
consistency validity of the scale has been achieved. Also, from the results
above related to the value of the average variance extracted AVE, it is clear
that its value for the variable of applying (the variable and its dimensions) is
0.565 > 0.5. Accordingly, the convergent validity of the questionnaire has
been achieved.

The scale of applying the Employee Performance: All correlation
coefficients for the statements that measure (the variable and its
dimensions) have a value greater than 0.7. In addition, the values of all
correlation coefficients for the statements are statistically significant at a
significant level less than 0.0001. Accordingly, the internal consistency
validity of the scale has been achieved in its dimensions. Also, from the
results above related to the value of the average variance extracted AVE
for the variable of (the variable and its dimensions) as a whole, which is
equal to 0.736, the values of the average variance extracted (for the
dimensions of the variable) are: 0.770, 0.0758, respectively. Accordingly,
the convergent validity of the questionnaire has been achieved.

4.3.2. Reliability of the study tool

The stability of the questionnaire refers to the stability of the questionnaire
results and their non-change significantly if they were redistributed to the
sample individuals several times during specific periods. To measure the
stability of the questionnaires used to measure the study variables,
Cronbach's alpha values were calculated using SPSS version 28.
According to (2010) Hair et al, the value must be greater than 0.7 for the
scale to be stable.
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Table 12: Reliability of the study

Variable Mumber Of | Cronbach’s
Statements alpha
First dimension 3 G122 G632

Directive

Second 4 431

dimension
Supportive

Leadership
Third dimension 3 AeT
Parficipative
Fourth dimension G aT4
Achisevement
First dimension 3 e 1 1
wwork guality
Second 3 ed4T
dimension
Punctuality
Employees
Performance Third dimension 3 w71
Initiative
Fourth dimension 2 a3
A bility

Fifth dimension > 15
Communication

The statistical results showed that Cronbach's alpha values for the two
variables were greater than, and thus, the scale's stability was achieved.
According to Hair et al. (2010), the scale's stability has been achieved.

4.4. Descriptive statistics for research variables (answer research
guestions)

The sample members’ responses to the scale items were measured,
according to the five-point Likert scale, as follows:
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Strongly
agree

Agree

Neutral

Disagree

Strongly
disagree

Table 13: Descriptive analysis of study variables

level (degree)
Practice/Importance

Very High

High

Middle

Low

very Low

Relative
weight %

From 20 to less
than 36%

From 36 to less
than 52%

From 52 to less
than 68%

From 68 to less
than 84%

From 84 to less
than 100%

Result (general

trend)

Strongly agree

Agree

Neutral

Disagree

Strongly
disagree

The value of the
arithmetic mean

From 1 to less
than 1.80

From 1.80 to
less than 2.60

From 2.60 to
less than 3.40

From 3.40 to
less than 4.2

From 4.20 to
less than 5

The following table shows the descriptive analysis of the study variables
represented by the arithmetic means based on the five-point Likert scale
and the standard deviations of the variables according to the table related

to the importance of the arithmetic mean.
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Table 14: Arithmetic means and standard deviations of the study variables

Variable Arithmetic Standard General Level of
Mean dewviation trend importance
First dimension 1.90 1.88 822 495 Agree High
Diirective
Second 1.86 684 Agree High
dimension
Supportive
Leadership
~ Third 216 820 Agree High
dimension
Participative
Fourth 1.61 480 Strongly | Very High
dimension agree
Achievemenmnt
First dimension 1.77 1.78 656 4893 | Strongly | Very High
wrork guality agree
d_Se-::nn_d 1.86 Agree
imension -
Punctuality 808 High
Employee
Performance ~ Third 1.67 547 Strongly | Very High
dimension agres
Initiative 9
Fourth 1.53 824 Agree High
dimension
Adbility
Fifth dimension
Communication 1.80 T3s Agree High

The table above for the arithmetic means and standard deviations of the
study variables shows the following:

v The results of describing the independent variable leadership: show
that the general trend of the study sample items is Agree, which
indicates the achievement of a high leadership level in the Sign

restaurant.
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v' Dependent variable: Employee performance: The results showed
that the general trend of the study sample items was Agree, which
indicates a high level of employee performance in the Sign
restaurant.

4.5. Linear correlation coefficients between the study variables

The following table shows the linear correlation coefficients
(Pearson) between the study variables, which were measured using
SPSS-V 28.0 as follows:

Table 15: Linear Correlation Coefficients

Correlations

Yariable_Em
“ariable_Lea Communicati ployee_Perfor
Directive ~ Supportive  Participative  Achievement dership Work_quality  Punctuality  Initiative Ability an mance

Directive Fearson Correlation 1 337 342 073 669" 033 377 239 -.289 155 1758

Sig. (2-tailed) 069 064 702 <.001 861 040 204 122 412 355

N 30 30 30 30 30 30 30 30 30 30 30

Suppartive Pearson Correlation 337 1 573" 281 8317 231 478" 223 056 317 396

Sig. (2-tailed) 069 <001 132 <.001 219 008 237 768 087 030

N 30 30 30 30 30 30 30 30 30 30 30

Participative Pearson Correlation 342 573 1 149 786 198 1360 222 -062 205 285

Sig. (2-tailed) 064 <001 A3 <001 294 051 238 743 277 127

N 30 30 30 30 30 30 30 30 30 30 30

Achievermnent Pearson Correlation 073 281 149 1 426 PEI 375 613" 252 211 559"

Sig. (2-tailed) 702 132 43 019 007 041 <.001 179 263 001

N 30 30 30 30 30 30 30 30 30 30 30

Variable_Leadership Pearson Correlation 6697 837 786 426 1 293 566 406 -054 318 467

Sig. (2-tailed) <.001 <.001 <001 019 A7 001 026 777 087 009

N 30 30 30 30 30 30 30 30 30 30 30

Work_guality Pearson Correlation 033 231 198 4817 293 1 507 385 468" 363 801"

Sig. (2-tailed) 861 219 294 007 A7 004 036 009 049 <.001

N 30 30 30 30 30 30 30 30 30 30 30

Punctuality Pearson Correlation 317 47" 360 375 566 507 1 505 318 162 781"

Sig. (2-tailed) 040 008 051 o4 001 004 004 0a7 391 <001

I 30 30 30 30 30 30 30 30 30 30 30

Initiative Pearson Correlation 239 223 222 6137 406 385 505 1 243 199 673"

Sig. (2-tailed) 204 237 238 =.001 026 036 004 197 291 <.001

N 30 30 30 30 30 30 30 30 30 30 30

Ability Pearson Correlation -.289 056 -.062 252 -.054 468" 318 243 1 269 645"

Sig. (2-tailed) 122 768 743 179 777 009 087 197 150 <.001

N 30 30 30 30 30 30 30 30 30 30 30

Communication Pearson Correlation 155 3T 205 211 318 363 162 198 269 1 5247

Sig. (2-tailed) 412 087 277 263 087 049 1391 291 150 003

N 30 30 30 30 30 30 30 30 30 30 30

Variable_Employee_Perf  Pearson Caorrelation ATS 396 285 559" 467 a01” 781" 673" 645" 5247 1
ormance Sig. (2-tailed) 355 030 127 0 .009 <001 <001 <.001 =.001 003

N 30 30 30 30 30 30 30 30 30 30 30

** Correlation is significant atthe 0.01 level (2-tailed).

* Correlation is significant at the 0.05 level (2-tailed).
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4.6. Testing Hypotheses & Findings Discussion

Testing the validity of the main hypothesis and its sub-hypotheses. The statistical results
obtained using both SPSS v28 and SEM-PLS are presented as follows:

The Main Hypothesis H1: There is a statistically significant relationship
between leadership on employee performance.

The first sub-hypothesis, Ha: There is a statistically significant relationship
between directive leadership on employee performance.

- The second sub-hypothesis, Hb: There is a statistically significant
relationship between supportive leadership on employee performance

- The third sub-hypothesis, Hc: There is a statistically significant
relationship between participative leadership on employee
performance.

- The fourth sub-hypothesis Hd: There is a statistically significant
relationship between achievement leadership on employee

performance.
Table 16: Main hypothesis test results
Model Summary
Adjusted R Std. Errar of
Mocel F R Square Square the Estimate
1 ABTH 218 .1an 443

a. Fredictors: (Constant), Wariable_Leadership

ANOVA?
Sum of
Model Squares clf Mean Square F Sig.
1 Regression 1.534 1 1.534 v.802 .ona®
Residual 54505 28 a7y
Total ¥.038 29

a. DependentWariable: Variable_Employee_Performance
b. Predictors: (Constant), Yariable_Leadership
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Coefficients”

Standardized

Unstandardized Coefficients Coefficients 95.0% Confidence Interval for B

Madel E Std. Error Eeta t Sig. Lower Bound  Upper Bound
1 (Constant) 412 321 2.839 o8 254 1.569
Variable_Leadership 462 164 ABT 2.7493 .0og 123 800

a. DependentVariable: Variable_Employee_Performance

Fig.10: Main Hypothesis Results Form

R=.4G7

) . Employee Performance
Leadership -
J R2=218

The tables above show the following:

* The significance level of the F test (F.sig) is less than (0.01), which
indicates the significance of the simple linear regression model at a
significance level of 0.01

» The correlation coefficient value (R = 0.467) indicates a strong positive
correlation between the application of digital transformation and human
resource management practices (overall).

» The adjusted coefficient of determination (R2) indicates that (65%) of the
variance in Leadership practices (overall).

* The value of (T) indicates the significance of the regression coefficient
beta (), as the significance level calculated for the (T) test is less than
(0.01).

There is a positive correlation with statistical significance between the
application of Leadership as an independent variable and Employee
Performance (overall) as a dependent variable.
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Table 17: result of testing All-sub-hypotheses

Model Summary

Adjusted B Std. Erraor of
Model = R Sqguare Square the Estimate
1 518° 383 284 A1 7

a. Predictors: (Constant), Achievermeant, Directive,
Farticipative, Supportive

ANOVA?
Sum of
Model Squares of Mean Square F Sig.
1 Regression 2.692 4 ] 3.872 014k
Residual 4 346 25 74
Total 7.038 28

a. DependentWariable: Variable_Employee_Performance

b. Predictors: (Constant), Achievement, Directive, Paricipative, Supportive

Coefficients®

Standardized

Instandardized Coefficients Coefficients 95.0% Confidence Interval for B

Maodel B Std. Error Beta t Sig. Lower Bound  Upper Bound
1 (Constant) 550 339 1.622 A7 - 148 1.248
Directive 07 02 045 264 794 -183 237
Supportive 140 145 154 67 343 -158 438
Participative 051 A7 085 435 BET =18 .293
Achievement 502 168 489 2.984 006 155 848

a. Dependent¥ariable: Variable_Employee_Performance

Fig.11: All Sup Hypothesis Results Form

R=.618

Leadership Employee Performance

R 2=.383
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The tables above show the following:

» The significance level of the test (F) indicates that it is (sig.F) less than
(0.01), which indicates the significance of the simple linear regression
model at a significance level of 0.01

» The value of the correlation coefficient (R = .618) indicates a strong
positive correlation between the variable employee performance and the
four dimensions of the independent variable (leadership), which are

(Directive, Supportive, Participative, Achievement)

» The adjusted coefficient of determination (2R) indicates that (55.3%) of
the variance in employee performance can be explained by the variance in
the level of leadership dimensions.

« The value of (T.Value) indicates the significance of the regression
coefficient (Beta ), as the level of the calculated function of the test (T) is
less than (0.01). Based on the previous results, the validity of the sub-
hypotheses is accepted, which states a positive correlation relationship with
statistical significance between employee performance and the four
dimensions of the independent variable.

4.7. Conclusion

There is a positive relationship with statistical significance between the
independent variable and the dependent variable.

For the statistical analysis of the current study's data, both SPSS V 28 and
SEM-PLS programs were used. The researcher conducted a descriptive
analysis of the study sample and the study variables. According to the
results of the statistical analysis of this study, the validity and reliability of
the scales used to measure the study variables were achieved. Also, the
main hypothesis of the study and the three sub-hypotheses were proven.
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5. Chapter 5: Findings™ Discussion and Conclusion
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5.1. Introduction

This chapter deals with the Recommendations, study’s limitations, Future
studies, and the conclusion, as follows:

5.2. Recommendations

Considering the study results, the researcher recommends the following:

» The need to raise awareness about the concept of leadership and
how employees interact with positive leadership styles, which in turn
improves the overall performance of the company

» The need to encourage managers to use different leadership styles
that suit the nature of the work, employees, and the culture adopted
by the company. It is worth noting that leadership as a concept is very
important, but also when sufficient awareness about it is spread, it
must be delved into and diversified in the ways of dealing with
different teams, personalities, and circumstances.

» The need to provide sufficient support for employees and extensive
development at the work and personal levels, as the leader is the one
who can influence the lives of others and thus their actions in a
positive way.

= The researcher suggests that institutions and companies of all sizes
adopt all leadership concepts and practices to avoid the largest
possible number of mistakes, negativity, and outputs that do not
reach the desired.

5.3. Study’s limitations
5.3.1. Objective Boundaries:

How does leadership affect employee performance? The research
addresses the main factors that affect employee performance, how
leadership can improve it, in addition to the challenges and processes
facing employee performance.
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5.3.2. Human Boundaries

The research community included employees of Sign Restaurant in Riyadh,
Saudi Arabia. A representative random sample of employees from different
departments and job levels within the company was selected to ensure
data diversity and results.

5.3.3. Spatial Boundaries:

The study revolves around Sign Burger Restaurant, operating in the fast-
food sector, headquartered in Riyadh, Saudi Arabia.

5.3.4. Temporal Boundaries:

This research focused on the period from mid-2024 to the end of 2024,
which is the period the data was collected and analyzed.

5.4. Future studies

Through the results reached by this study, which showed the close
relationship between the first variable(Leadership) and its

dimensions( Directive, Supportive, Participative, achievement) and the
second variable(Employee Performance) and its dimensions(Work Quality,
Punctuality, Initiative, Ability, Communication, the researcher recommends
that others who want to continue studies on the same topics unify these
results in work environments and focus on one of the sub-hypotheses and
its relationship to the study questions proposed by the researchers.

5.5. Conclusion

This research aims to study the impact of leadership on employee
performance so that it helps to shed more light to achieve maximum goals.
The results revealed a positive relationship between implementing
leadership and employee performance so, it is recommended that
companies invest more in their managers to attract competent people by
making the work environment attractive and focusing essentially on
choosing a leader manager to contribute to raising the level of employee
performance and thus achieving goals. It is also suggested to conduct
future studies to evaluate the impact of using one of the common
leadership styles and complete what previous researchers have started.

53



References

Iskamto, D. (2020). The role of leadership and influence on employee
performance in digital era. Jurnal Manajemen Bisnis, 17(4), 470-484.,
ISO 690,

Ibrahim, A. U., & Daniel, C. O. (2019). Impact of leadership on
organisational performance. International Journal of Business,
Management and Social Research, 6(2), 367-374.,

ISO 690,

Kesting, P., Ulhgi, J. P., Song, L. J., & Niu, H. (2015). The impact of
leadership styles on innovation-a review. Journal of Innovation
Management, 3(4), 22-41., 1ISO 690,

Obasan Kehinde, A., & Hassan Banjo, A. (2014). A test of the
impact of leadership styles on employee performance: A study of
department of petroleum resources. International Journal of
Management Sciences, 2(3), 149-160.

Bolden, R. (2004). What is leadership?. Centre for Leadership
Studies, University of Exeter.

Bose, I., & Emirates, U. A. (2018). Employee empowerment and
employee performance: An empirical study on selected banks in
UAE. Journal of Applied Management and Investments, 7(2), 71-82.
Jooste, K. (2004). Leadership: a new perspective. Journal of Nursing
Management, 12(3), 217-223.

Kruse, K. (2013). What is leadership. Forbes magazine, 3.

Klingborg, D. J., Moore, D. A., & Varea-Hammond, S. (2006). What is
leadership?. Journal of veterinary medical education,

House, R. J., & Mitchell, T. R. (1975). Path goal theory of leadership
(pp. 75-67). Faculty of Management Studies, University of Toronto.
Naile, I., & Selesho, J. M. (2014). The role of leadership in employee
motivation. Mediterranean Journal of Social Sciences, 5(3), 175-182.

54



Alghazo, A. M., & Al-Anazi, M. (2016). The impact of leadership style
on employee’s motivation. International Journal of Economics and
Business Administration, 2(5), 37-44.

Silva, A. (2014). What do we really know about leadership?. Journal
of Business Studies Quarterly, 5(4), 1.

Utin, N. H., & Yosepha, S. Y. (2019). The model of employee
performance. International Review of Management and Marketing,
9(3), 69.

Campbell, J. P., & Wiernik, B. M. (2015). The modeling and
assessment of work performance. Annu. Rev. Organ. Psychol.

Bell, E. (2008). Theories of performance. Sage.

Ibrahim, M., & Brobbey, V. A. (2015). Impact of motivation on
employee performance. International Journal of Economics,
Commerce and Management, 3(11), 1218-1237.

Hameed, A., & Waheed, A. (2011). Employee development and its
affect on employee performance a conceptual framework.
International journal of business and social science, 2(13)

Iskamto, D., Srimulatsih, M., Ansori, P. B., Ghazali, P. L., Foziah, N. H.
M., Arifin, J., & Bon, A. T. (2021, March). Analysis of Relationship
between Leadership and Employee Performance at Manufactur
Company in Indoenesia. In Proceedings of the 11th Annual
International Conference on Industrial Engineering and Operations
Management. Singapore: IEOM Society International (Vol. 8, pp.
3262-3269).

Mohammed, U. D., Yusuf, M. O., Sanni, |. M., Ifeyinwa, T. N., Bature,
N. U., & Kazeem, A. O. (2014). The relationship between leadership
styles and employees’ performance in organizations (a study of
selected business organizations in Federal Capital Territory, Abuja
Nigeria). Leadership, 6(22), 1-11.

Lor, W., & Hassan, Z. (2017). The influence of leadership on
employee performance among jewellery artisans in Malaysia. Lor, W
& Hassan, (2017), 14-33.

55



Appendix

56



Questionnaire

Kind regards,

Please kindly answer this questionnaire which is designed to collect data
for a research entitled “The Impact of Leadership on Employee
Performance. A Case Study on the Sign Restaurant Chain in Jeddah,
Kingdom of Saudi Arabia” .

Leadership: is a soft ability that influence others to achieve goals.

Employee performance: is the result of work in quality and quantity
achieved by an employee in carrying out his duties in accordance with the
responsibilities given to him.

| assure you that your answers will be treated with complete confidentiality
and will only be used for scientific research purposes.

| thank and appreciate your valuable effort in advance and your
cooperation, which will have a great impact on the success of this study.

Link of the questionnaire:

https://forms.gle/f{GsydHEdJpYWKHBeS8
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Personal questions:

Gender:

o Female
o Male

Age:

o Less than 20 Yrs
o 20-35Yrs

o 35-50
o above 50 - 4 50 (e S

Qualification:

o Less than Secondary
o Secondary

o bachelor's

o Master

Experience:

o Lessthan 3 years
o 4-6

o 7-10

o Above 11 years
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The first variable: leadership: the art to influence others to achieve goals

Depending on the dimensions: Directive, Supportive, Participative,

achievement.

Table 18: Table of research instruments

Dimensions

Question

Strongly
agree

Agree

Neutral

Disagree

Strongly
disagree

Directive

-The leader told me what
to expect from my
performance.

-Leaders always provide
specific instructions for
each complex task.

-The leader will direct the
employees before the
assignment is given.

Supportive

- Leaders are able to
create a conducive
work atmosphere.

- Leaders always pay
attention to the welfare
of employees.

- Leaders are able to
grow and develop
employee abilities.

- The leader supports
me in emergencies
and problems.

Participative

- Leadership provides
freedom of opinion

- Leaders always
consider suggestions
given by employees

- Leaders always lead
to guide their
employees.
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achievement

- Leaders set a series
of goals with their
employees.

- Leaders invite
employees to
participate in achieving
goals.

- Leaders can
generate confidence in
employees to complete
tasks.
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The second variable: Employee performance: the degree to which

employees accomplish work requirements. Depending on the dimensions:
Work quality, Punctuality, Initiative, Ability, Communication.

Tablel19: Table of research instruments

Dimension

Questions

Strongly
agree

Agree

Neutral

Disagree

Strongly
disagree

Work Quality

- | do a job with the
guality standards
set.

- 1 do a job with
calculation and
accuracy.

- I don't let the
speed of
completion affect
the quality of my
work.

Punctuality

- always come and
go home according
to schedule.

- | always do my
work on time.

- For me,
completion of work
on time is important
and must be
achieved.

Initiative

- In completing
work | am able
to work

independently.

- | already know
how to do a good
job.

- | offer suggestions
and to improve the
work.
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Ability

- The work | have
done has reached

the target set by the

company.

-l am able to
complete the job
beyond the
specified target.

Communication

- For me,
coordinating with
superiors and
working with
colleagues is
important.

- | can work
together with
colleagues in
carrying out the
assigned work.
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Statistical analysis outputs SPSS

Descriptive Statistics

= anmn =tcd. Dhaewiation Arnaly=sis -l
1 1 . 20 == =0
= =207 1 .0492= =0
L ] 1.23 1T.117F =0
E 1 1 . 80 == =0
= 1.57F aTa =0
== =233 1.21 3= =0
E 4 1. 73 = =0
[y | =243 1.27Fa =0
= 220 1.1 26 =0
=3 1. 83 8234 =0
(| 1 .63 =209 =0
= 1 .63 G115 =0
3= 1. 57 e =0
Correlation Matrix®
Al A2 A3 B1 B2 B3 B4 [ c2 c3 D1 D2 D3

Correlation Al 1.000 423 418 187 .080 096 -075 140 236 093 038 -.266 -162

A2 423 1.000 568 574 236 524 140 081 377 092 152 -014 1561

A3 418 568 1.000 155 .083 118 062 077 312 451 274 108 =107

B1 187 574 155 1.000 326 428 184 233 A8 -.083 377 1568 -.088

B2 080 236 083 326 1.000 433 G46 502 325 73 266 184 -133

B3 096 524 118 428 433 1.000 332 482 623 227 o058 031 106

B4 -.075 140 062 184 646 332 1.000 438 1497 133 313 411 035

L 140 .08 077 .233 502 482 438 1.000 533 135 158 208 -145

&2 236 377 312 181 325 623 1497 532 1.000 208 =10 -.038 167

B3 083 082 451 -.083 173 227 133 135 208 1.000 213 347 -011

D1 038 152 274 377 266 059 313 158 =10 213 1.000 622 -120

D2 - 266 -014 109 158 184 031 411 208 - 038 347 622 1.000 200

D3 - 162 151 -107 -.088 -133 106 035 -145 167 -011 -120 200 1.000

Sig. (1-tailed) A1 010 011 161 337 307 346 230 105 312 420 078 197

A2 010 001 000 105 001 230 336 020 314 212 470 213

A3 011 001 207 331 266 372 344 046 006 072 284 287

B1 161 000 207 038 008 165 108 168 331 020 203 321

B2 337 105 331 038 008 000 002 040 181 078 165 243

B3 307 001 266 008 008 037 003 000 114 a79 436 289

B4 346 230 372 165 000 037 008 148 241 046 012 426

ci 230 336 344 108 002 003 008 001 238 201 134 222

c2 105 020 046 168 040 000 148 001 134 208 421 189

Cc3 312 314 006 3n 181 114 241 .239 134 129 030 477

D1 420 .212 072 .020 .078 379 046 20 298 129 ooo 263

D2 078 470 .284 .203 165 436 .012 134 421 030 ooo 145

D3 197 .213 .287 3N 243 .289 426 222 189 ATT 263 145

a. Determinant=.002
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KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure aof Sampling Adegquacy. &5
Bartlett's Test of Approx. SThi-Sguare 150 232
Sphericity df 78
Sig. = 001
Communalities Total Variance Explained
Initial Extraction Initial Eigenvalues Extraction Sums of Squared Loadings
Al 1.000 642 Component Total % of Variance  Cumulative % Total % of Variance  Cumulative %
A2 1.000 .BB0 1 3744 28.7498 28.7498 3744 28.7498 28.799
A3 1.000 816 2 2.037 15.669 44 468 2.037 15.669 44 468
B1 1.000 B14 2l 1.655 12.728 57.196 1.655 12.728 57.196
B2 1.000 698 4 1.338 10.290 67.486 1.338 10.2490 67.486
B3 1.000 746 5 1.256 9.661 77.146 1.256 9.661 77.146
B4 1.000 F54 6 11 5471 82617
ci 1.000 716 7 648 4.988 87.605
C2 1000 789 8 AT 3623 §1.228
c3 1.000 773 g9 325 2,496 93.725
01 1000 a08 10 307 2.359 96.084
D2 1.000 850 11 230 1.768 97.852
D3 1000 843 12 186 1.429 99.280
Extraction Method: Principal IE LEL oLt L
Component Analysis. Extraction Method: Principal Component Analysis.
Descriptive Statistics
I Range Minimum  Maximum Mean Std. Deviation  Variance
Statistic Statistic Statistic Statistic Statistic Std. Error Statistic Statistic
Directive 3o 3 1 4 1.80 A0 822 B75
Supportive 30 3 1 4 1.86 A28 684 AE8
Participative 30 3 1 4 216 A50 820 672
Achievement 30 2 1 3 1.61 .0ga 480 231
Variable_Leadership a0 2 1 3 1.88 .0a 488 248
Valid M (listwise) 30
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Reliability Statistics

Cronbach's
Alpha Baseaed

an
ZCronbach's Standardized
Alpha terms M of terms
FrG TE3 13

Inter-ltem Correlation Matrix

Directive  Supporive  Padicipative  Achievement
Directive 1.000 337 342 073
Suppartive 337 1.000 A73 281
Participative 342 AT73 1.000 144
Achievernent 073 281 1449 1.000

Reliability Statistics

Item Statistics

Mean Std. Deviation

Cronhbach's
Alpha Based Directive
an .
Cronbach's Standardized Supportive
Alpha [tems M oof tems Farticipative
B32 B23 4 Achieverment

1.90 822
1.86 684
216 820
1.61 480

30
30
30
30

Descriptive Statistics

Mean Stad. Deviation Arnalysis
BAC 1.583 GBE1 30
BAZ 2.07 907 20
BAZ 1.70 .94 =0
BEE1 213 13T =0
BBZ2 1.77 a7 30
BEBE3 1.67 844 =0
B 1.20 =) =0
BC2 1.40 B2 30
BC3 1.280 .847 20
B[1 1.20 .a97T 20
B2 1.87 .oos =0
BE1 1.80 = el 30
BEZ2 1.280 .847 20
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KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. AE5
Bartlett's Test of Approx. Chi-Square 163.995
Sphericity df 78
Sig. <.001
Component Matrix®
Component
2 3 4 ]
BA1 701 -.0o8 -0 -.003 -.558
BAZ 745 -.253 074 -188 =127
BA3 602 383 409 123 -.384
BEB1 T -102 -.332 005 424
BB2 G656 15 - 463 -441 169
BB3 547 260 -.500 061 =33
BC1 404 -516 A72 ABT 76
BC2 532 -.180 -.048 628 058
BC3 332 15 - 387 A7 388
BD1 340 =274 203 -.548 .020
BD2 612 =277 A64 -168 305
BE1 614 305 .303 055 052
BE2 083 a2 538 -.042 223

Extraction Method: Principal Component Analysis.

a. 5 components extracted.

Descriptive Statistics

[ Range Minimum  Maximum Mean Std. Deviation  Variance
Statistic Stafistic Statistic Statistic Stafistic Std. Error Stafistic Stafistic
Wark_guality 30 2 1 3 1.77 A20 656 430
FPunctuality 30 3 1 4 1.86 147 806 G449
Initiative 30 2 1 3 1.67 A00 547 .2849
Ahility 30 3 1 4 1.83 A0 824 G678
Communication 30 3 1 4 1.80 35 738 545
Variable_Employee_Perf 30 2 1 3 1.78 .0a0 493 243
armance
Walid M (listwise) 30
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Reliability Statistics

Cronhbach's
Alpha Based
on
Cronhbach's Standardized
Alpha [terms M oof lterms
AR 722 5
Item Statistics
Mean Std. Deviation [
Woark_quality 1.77 656 an
Punctuality 1.86 806 an
Initiative 1.67 RAT an
Ability 1.83 824 an
Communication 1.80 738 an

Item-Total Statistics

Scale Corrected Squared Cronbach's
Scale Mean if YWariance if ltem-Total Multiple Alpha if ltem
[termn Deleted [termn Deleted Correlation Correlation Deleted
Wark_guality 7.16 3.937 641 AT 598
Punctuality 7.07 3742 &08 Aa7T7 G647
Initiative 7.26 4 637 AGT 283 671
Ability 7.09 3.885 454 240 673
Communication 712 4 458 332 152 718
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