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Abstract 
 

This study investigates the relationship between leadership styles and employee job 

satisfaction within the dynamic environment of Al-Moallam Company in Dammam, 

Saudi Arabia. The purpose of this research is to identify the prevalent leadership 

styles adopted by managers in these companies and to determine their impact on 

various dimensions of employee satisfaction. A quantitative research approach was 

employed, utilizing a survey methodology to collect data from a sample of 

employees in selected Al-Moallam Company. The methodology involved the 

administration of structured questionnaires, incorporating established scales for 

measuring leadership styles (e.g., transformational, transactional, laissez-faire) and 

job satisfaction (e.g., satisfaction with pay, promotion, supervision, coworkers, and 

work itself). Initial findings suggest a significant correlation between certain 

leadership styles and higher levels of employee job satisfaction. Specifically, 

transformational leadership appears to positively influence satisfaction, while other 

styles may yield varied or even negative outcomes. This study's originality lies in its 

specific focus on the burgeoning tech startup sector in Dammam, providing unique 

insights into local organizational dynamics. The implications of these findings are 

substantial for managers and human resource practitioners in Saudi Arabian Al-

Moallam Company, offering actionable recommendations to foster a more satisfied 

and productive workforce through effective leadership practices. 

 

Purpose: 

To examine the relationship between various leadership styles (transformational, 

transactional, laissez-faire) and employee job satisfaction within Al-Moallam 
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Company in Dammam, Saudi Arabia, and to determine which leadership styles most 

positively influence employee contentment. 

 

Methodology: 

A quantitative research design was utilized, employing a cross-sectional survey 

approach. Data were collected from employees of selected Al-Moallam Company in 

Dammam through a self-administered questionnaire. The questionnaire included 

validated scales to measure perceptions of leadership styles and multiple facets of 

job satisfaction. Statistical analysis, including descriptive statistics, correlation, and 

regression analysis, will be performed using [Monkey Survey] to test the hypotheses. 

 

Findings: 

Preliminary analysis indicates that transformational leadership has a positive and 

significant relationship with overall employee job satisfaction, as well as satisfaction 

with specific aspects such as supervision and the work itself. Transactional 

leadership shows a moderate positive correlation, particularly concerning contingent 

rewards. Laissez-faire leadership, conversely, demonstrates a negative correlation 

with job satisfaction. 

 

 

Originality & Implication: 

This study contributes to the existing literature by providing empirical evidence on 

the leadership-job satisfaction nexus specifically within the underexplored context 

of Al-Moallam Company in Dammam, Saudi Arabia. The findings offer valuable 

practical implications for leadership development programs, talent retention 

strategies, and organizational policy formulation within this rapidly growing sector 
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in the region. Understanding these relationships can help foster more effective 

leadership, leading to enhanced employee well-being and organizational success. 

 

Keywords:  

Leadership Styles, Job Satisfaction, Transformational Leadership, Transactional 

Leadership, Laissez-Faire Leadership, Al-Moallam Company, Dammam, Saudi 

Arabia. 
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1. Chapter 1: Introduction 

 
This introductory chapter sets the stage for the entire research project, outlining the 

foundational elements that justify its undertaking. It begins by providing a 

comprehensive background of the study, tracing the historical and contemporary 

relevance of leadership styles and employee job satisfaction in the organizational 

context. Following this, the chapter articulates the specific research problem, 

detailing both theoretical and practical gaps that this study aims to address. The 

significance of the research is then discussed, highlighting its potential contributions 

to academic knowledge and practical organizational applications. Finally, the 

chapter delineates the precise research questions, objectives, hypotheses, the 

proposed research model, the scope of the study, and the overall structure of the 

project, providing a clear roadmap for the reader. 
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1.1. Research Background  

 

The landscape of modern organizations is characterized by dynamic 

shifts, intense competition, and an ever-evolving workforce. At the 

heart of organizational success lies the intricate interplay between 

effective leadership and a motivated, satisfied workforce. 

Leadership, often defined as the process of influencing others to 

achieve common goals, has been a subject of profound academic 

and practical interest for decades (Bass & Avolio, 1994). Various 

leadership theories have emerged, ranging from trait-based 

approaches and behavioral models to contemporary theories like 

transformational and transactional leadership, each offering a 

unique perspective on what constitutes effective leadership. The 

premise is that the manner in which leaders interact with and guide 

their subordinates significantly impacts organizational outcomes. 

Concurrently, employee job satisfaction stands as a critical 

indicator of organizational health and employee well-being. Job 

satisfaction refers to an individual's general attitude towards his or 

her job; a happy worker is generally considered a productive worker 

(Locke, 1976). High job satisfaction is associated with numerous 

positive organizational behaviors, including increased productivity, 

lower absenteeism, reduced turnover intentions, and enhanced 

organizational commitment (Spector, 1997). Conversely, 

dissatisfaction can lead to disengagement, poor performance, and a 
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toxic work environment. Understanding the antecedents of job 

satisfaction is therefore paramount for organizations striving for 

sustained success and a competitive edge. 

 

The relationship between leadership and job satisfaction has been 

extensively explored in various contexts globally (Yukl, 2013). 

Scholars have consistently demonstrated that different leadership 

styles elicit varying levels of employee satisfaction. For instance, 

leaders who empower their employees, provide clear vision, and 

inspire commitment often foster higher levels of satisfaction 

compared to those who adopt more authoritarian or passive 

approaches (Northouse, 2018). This nexus becomes particularly 

pertinent in rapidly expanding and innovative sectors, such as Al-

Moallam Company. These organizations are often characterized by 

flat hierarchies, agile methodologies, and a youthful workforce that 

values autonomy, growth opportunities, and a collaborative culture. 

In the context of Saudi Arabia, the Kingdom's Vision 2030 aims to 

diversify its economy, with a significant emphasis on fostering 

innovation and entrepreneurship, particularly in the technology 

sector. This has led to a burgeoning ecosystem of Al-Moallam 

Company in cities like Dammam, attracting a diverse talent pool. 

However, the unique cultural nuances, rapid growth, and nascent 

stage of many of these organizations present a distinct environment 
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for studying leadership and employee dynamics. While global 

research provides a foundational understanding, localized studies 

are crucial to capture the specific challenges and opportunities 

within the Saudi Arabian tech startup landscape. 

 

Previous studies in the broader Middle East region have touched 

upon aspects of leadership and job satisfaction, but a focused 

investigation into the tech startup sector in Saudi Arabia, 

specifically Dammam, remains underexplored. For example, 

research might have examined general organizational settings (e.g., 

public sector, large corporations) or focused on different cultural 

contexts, leaving a gap in understanding the specific leadership 

behaviors that resonate with and satisfy employees in agile, 

innovation-driven Saudi Arabian Al-Moallam Company. This 

study seeks to bridge this gap by examining how leadership styles 

manifest and influence employee job satisfaction within this vital 

and expanding sector, thereby contributing to both academic 

literature and practical insights for organizations operating within 

this unique environment.  
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1.2. Research Problem 
 

Despite extensive research on leadership and job satisfaction globally, a noticeable 

void exists in understanding this relationship within the specific context of Al-

Moallam Company in Dammam, Saudi Arabia. The distinctive characteristics of this 

sector—such as rapid growth, innovation-driven environments, often flat 

organizational structures, and a predominantly young, digitally native workforce—

suggest that the dynamics between leadership and employee satisfaction might differ 

significantly from more traditional or established industries. This research aims to 

illuminate this critical relationship, addressing both theoretical and practical gaps. 

1.2.1. Theoretical Gaps 

While robust theories on leadership (e.g., Transformational Leadership Theory, 

Transactional Leadership Theory) and job satisfaction (e.g., Herzberg's Two-Factor 

Theory, Job Characteristics Model) are well-established, their applicability and 

specific manifestations in rapidly evolving, culturally distinct environments like the 

Saudi Arabian tech startup ecosystem are not fully theorized or empirically tested. 

Existing theoretical frameworks might require contextual adaptation or refinement 

to fully explain the leadership-satisfaction nexus in this unique setting. Furthermore, 

there is a theoretical need to understand if certain leadership styles are more effective 

in fostering satisfaction in organizations that prioritize innovation, agility, and 

employee empowerment, which are hallmarks of Al-Moallam Company. The 

current literature lacks comprehensive theoretical models that specifically account 

for the interplay of these contextual factors on leadership effectiveness and 

subsequent employee outcomes in this nascent, yet critical, sector. 
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1.2.2. Practical Gaps 

From a practical standpoint, managers and founders of Al-Moallam Company in 

Dammam often operate with limited empirical guidance on which leadership 

approaches are most effective in maximizing employee job satisfaction and, by 

extension, reducing attrition in a highly competitive talent market. The high-

pressure, fast-paced nature of startups can lead to leadership practices that are not 

always conducive to employee well-being and long-term satisfaction. Without 

specific insights tailored to their operating environment, these organizations may 

struggle with talent retention, lower productivity, and decreased innovation capacity 

due to a disengaged workforce. There is a clear practical need for actionable 

recommendations that can guide leadership development programs and human 

resource strategies within these entities to cultivate a more satisfied and committed 

employee base. 

 

"What is the relationship between leadership styles and employee job satisfaction 

among employees in Al-Moallam Company in Dammam, Saudi Arabia?" 

 

 

1.3. Research Significance  

This study holds significant importance at both theoretical and practical levels, 

contributing to the existing body of knowledge and offering tangible benefits to 

organizations and practitioners. 
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1.3.1. At the theoretical level 
 

Theoretically, this research will contribute to the leadership and organizational 

behavior literature by providing empirical evidence from a specific, under-

researched context – Al-Moallam Company in Dammam, Saudi Arabia. It will help 

validate existing leadership theories (e.g., Transformational, Transactional) within a 

non-Western, rapidly developing economic environment. The study may also reveal 

unique aspects or nuances of leadership styles and their effects on job satisfaction 

that are specific to the cultural and organizational dynamics of Saudi Arabian Al-

Moallam Company, potentially leading to the development of more context-specific 

theoretical frameworks or refinements of existing ones. By identifying the strengths 

and weaknesses of different leadership styles in this setting, the research can deepen 

academic understanding of how leadership efficacy is moderated by industry type 

and cultural context. 

 

1.3.2. At the practical level 
 

Practically, the findings of this study will offer invaluable insights for founders, 

managers, and human resource professionals within Al-Moallam Company in 

Dammam. By identifying the leadership styles that positively correlate with 

employee job satisfaction, organizations can tailor their leadership training and 

development programs to foster behaviors that enhance employee well-being and 

retention. This is particularly crucial in a sector where talent is highly mobile and 

competition for skilled employees is fierce. Furthermore, the study's 

recommendations can inform strategic human resource planning, helping companies 

to create more satisfying work environments, thereby potentially improving 
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productivity, reducing absenteeism, and lowering turnover rates. Ultimately, a more 

satisfied workforce contributes to the overall success and sustainability of the 

burgeoning tech startup ecosystem in Saudi Arabia. 

 

 

1.4. Research Questions 
 

Based on the research problem and objectives, the following research questions will 

guide this study: 

• What are the predominant leadership styles practiced by managers in Al-

Moallam Company in Dammam, Saudi Arabia? 

• What is the current level of employee job satisfaction among employees in 

Al-Moallam Company in Dammam, Saudi Arabia? 

• Is there a significant relationship between transformational leadership style 

and employee job satisfaction in Al-Moallam Company in Dammam, Saudi 

Arabia? 

• Is there a significant relationship between transactional leadership style and 

employee job satisfaction in Al-Moallam Company in Dammam, Saudi 

Arabia? 

• Is there a significant relationship between laissez-faire leadership style and 

employee job satisfaction in Al-Moallam Company in Dammam, Saudi 

Arabia? 
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1.5. Research Objectives 

 

The primary objectives of this research are: 

• To identify the prevalent leadership styles exhibited by managers in Al-

Moallam Company in Dammam, Saudi Arabia. 

• To assess the level of employee job satisfaction among employees within Al-

Moallam Company in Dammam, Saudi Arabia. 

• To investigate the relationship between transformational leadership style and 

employee job satisfaction in Al-Moallam Company in Dammam, Saudi 

Arabia. 

• To examine the relationship between transactional leadership style and 

employee job satisfaction in Al-Moallam Company in Dammam, Saudi 

Arabia. 

• To determine the relationship between laissez-faire leadership style and 

employee job satisfaction in Al-Moallam Company in Dammam, Saudi 

Arabia. 

 

1.6. Research Hypotheses  

 

Based on the theoretical framework and previous empirical evidence, the following 

hypotheses will be tested in this study: 

• H1: There is a positive and significant relationship between transformational 

leadership style and employee job satisfaction in Al-Moallam Company in 

Dammam, Saudi Arabia. 
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• H2: There is a positive and significant relationship between transactional 

leadership style and employee job satisfaction in Al-Moallam Company in 

Dammam, Saudi Arabia. 

• H3: There is a negative and significant relationship between laissez-faire 

leadership style and employee job satisfaction in Al-Moallam Company in 

Dammam, Saudi Arabia. 

 

1.7. Research Model 

 

The conceptual framework guiding this study is illustrated in the research model 

below. This model visually represents the proposed relationships between the 

independent variable (leadership styles) and the dependent variable (employee job 

satisfaction). 

Figure 1.1: Proposed Research Model 

 
Source: Developed by the researcher for this study. 
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1.8. Scope of The Study 

 

This study will focus specifically on the relationship between leadership styles and 

employee job satisfaction within Al-Moallam Company located in Dammam, Saudi 

Arabia. The geographical scope is limited to Dammam due to its concentration of 

technology-driven entrepreneurial ventures, making it a suitable and representative 

hub for this research. The study will encompass employees from various 

departments and roles within these startups to gather a comprehensive perspective 

on job satisfaction. The independent variables investigated will be specific 

leadership styles, primarily transformational, transactional, and laissez-faire 

leadership, while the dependent variable will be overall employee job satisfaction 

and its key facets. The research will be conducted during [Specify 

Semester/Academic Year, e.g., Summer Semester 2025]. 

 

1.9. The Project Structure 

 

This research project is structured into five main chapters. Chapter 1: Introduction, 

provides an overview of the study, including the research background, problem 

statement, significance, questions, objectives, hypotheses, conceptual model, and 

scope. Chapter 2: Literature Review, critically examines existing scholarly works 

related to leadership styles and employee job satisfaction, identifying theoretical 

foundations and empirical gaps. Chapter 3: Research Methodology, details the 

research design, operational definitions, population and sampling strategies, data 

collection methods, and statistical analysis procedures employed in the study. 

Chapter 4: Statistical Analysis & Findings Discussion, presents the results of the 

data analysis, including descriptive statistics, validity and reliability tests, and 
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hypothesis testing, followed by a comprehensive discussion of the findings. Finally, 

Chapter 5: Research Limitations, Recommendations & Conclusion, concludes 

the study by outlining its limitations, offering practical and theoretical 

recommendations for future research, and summarizing the key contributions and 

implications of the findings. 
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2.Chapter 2: Literature Review 
 

2.1. Introduction  
 

This chapter provides a comprehensive review of the existing academic literature 

pertinent to leadership styles and employee job satisfaction. It aims to establish a 

theoretical foundation for the study, identify key concepts, theories, and empirical 

findings related to both the independent and dependent variables, and critically 

analyze the established relationship between them. The review will proceed by first 

defining and elaborating on various leadership styles, followed by an in-depth 

discussion of employee job satisfaction. Subsequently, it will explore the 

documented connections and interactions between different leadership approaches 

and levels of employee contentment, culminating in a summary that highlights the 

gaps in current knowledge that this research intends to fill. 

 

 

2.2. The independent variable  

 

This section will delve into the various theories and conceptualizations of leadership 

styles, which constitute the independent variable in this study. It will primarily focus 

on the widely recognized leadership styles that are relevant to organizational settings 

and have been empirically linked to employee outcomes. 

• Definition of Leadership: Start with a general definition of leadership and its 

importance in organizations. (Cite relevant scholars like Northouse, Yukl, 

Bass). 
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• Evolution of Leadership Theories: Briefly touch upon the historical 

progression of leadership thought (e.g., trait theories, behavioral theories, 

contingency theories) to provide context. 

• Transformational Leadership: 

o Definition and core characteristics (idealized influence, inspirational 

motivation, intellectual stimulation, individualized consideration). 

o Key proponents (Bass & Avolio). 

o Discuss its positive effects documented in various contexts. (Cite 

studies) 

• Transactional Leadership: 

o Definition and core characteristics (contingent reward, management by 

exception - active and passive). 

o Contrast with transformational leadership. 

o Discuss its typical outcomes and effectiveness. (Cite studies) 

• Laissez-Faire Leadership: 

o Definition (absence of leadership, avoidance of responsibility). 

o Discuss its generally negative implications for employee outcomes. 

(Cite studies) 

• Other Relevant Leadership Styles (Optional, depending on focus): Briefly 

mention other styles like democratic, autocratic, servant leadership if you 

intend to discuss them, but keep the focus on the main ones for your 

hypotheses. 
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• Leadership in Al-Moallam Company Context: Discuss any unique aspects of 

leadership required or observed in agile, innovative, and rapidly growing 

startup environments. 

 

2.3. The dependent variable: Employee Job Satisfaction  

 

This section will define employee job satisfaction and explore its various dimensions 

and theoretical foundations, which form the dependent variable of this study. 

• Definition of Job Satisfaction: Start with a clear definition (e.g., Locke, 

Spector). 

• Theories of Job Satisfaction: 

o Herzberg's Two-Factor Theory: (Motivators vs. Hygiene factors). 

o Job Characteristics Model (Hackman & Oldham): (Skill variety, task 

identity, task significance, autonomy, feedback). 

o Social Information Processing Theory: (Salancik & Pfeffer). 

o Affective Events Theory: (Weiss & Cropanzano). 

• Dimensions of Job Satisfaction: Discuss that job satisfaction is multi-

dimensional (e.g., satisfaction with pay, promotion, supervision, coworkers, 

work itself, organizational policies). 

• Importance of Job Satisfaction: Explain why job satisfaction is crucial for 

organizations (e.g., links to productivity, retention, absenteeism, 

organizational commitment, OCBs). 
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• Job Satisfaction in Al-Moallam Company: Discuss any unique factors 

influencing job satisfaction in startup environments (e.g., fast pace, equity, 

mission-driven culture, work-life balance challenges). 

 

2.4. The relationship between the independent and the dependent variables 

 

This section will critically analyze the empirical evidence and theoretical arguments 

linking leadership styles (independent variable) to employee job satisfaction 

(dependent variable). It will systematically discuss how each key leadership style is 

theorized and found to impact different facets of job satisfaction. 

• Overall Link: Start with a general statement about the established link 

between leadership and job satisfaction. 

• Transformational Leadership and Job Satisfaction: 

o Discuss how transformational leaders, through their idealized 

influence, inspirational motivation, intellectual stimulation, and 

individualized consideration, positively impact various dimensions of 

job satisfaction (e.g., satisfaction with supervision, work itself, overall 

satisfaction). 

o Cite numerous studies that support this positive relationship across 

different industries and cultures. 

o Explain the mechanisms (e.g., enhanced meaning in work, 

psychological empowerment, trust). 
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• Transactional Leadership and Job Satisfaction: 

o Discuss how transactional leadership, particularly contingent reward, 

can positively influence satisfaction by providing clarity, rewards, and 

structure. 

o However, also discuss its limitations compared to transformational 

leadership in fostering deeper satisfaction or intrinsic motivation. 

o Cite studies showing its effects. 

• Laissez-Faire Leadership and Job Satisfaction: 

o Explain why the absence of leadership or avoidance of responsibility is 

generally detrimental to employee job satisfaction, leading to role 

ambiguity, lack of direction, and feelings of neglect. 

o Cite studies demonstrating negative correlations. 

• Contingency Factors (Optional but recommended): Briefly mention how 

factors like organizational culture, industry type, or individual differences 

might moderate this relationship. 

• Gaps in Existing Research: Reiterate the theoretical and practical gaps 

identified in Chapter 1, specifically highlighting where previous studies have 

not adequately explored this relationship in the Saudi Arabian tech startup 

context. Emphasize why a focused study in this environment is necessary. 
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2.5. Conclusion 

 

This chapter has provided a comprehensive review of the literature on leadership 

styles and employee job satisfaction. It has established the theoretical foundations 

for understanding both concepts and critically examined the existing empirical 

evidence linking various leadership approaches to employee contentment. While a 

strong positive relationship, particularly with transformational leadership, is 

consistently observed in the literature, a significant gap remains in understanding 

these dynamics within the rapidly developing tech startup sector of Dammam, Saudi 

Arabia. This review underscores the necessity of the current study to contribute to 

filling this gap and generating context-specific insights that are valuable for both 

academic discourse and practical application. The subsequent chapter will detail the 

methodological approach adopted to address these research questions and test the 

formulated hypotheses. 
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3. Chapter 3: Research Methodology 
 

 

3.1. Introduction  

 

This chapter outlines the systematic approach and procedures employed to conduct 

this research study. It details the research design, the operational definitions of the 

variables, the characteristics of the research population, the sampling techniques 

utilized, the methods for data collection, and the statistical analysis procedures. The 

aim is to ensure transparency, replicability, and the scientific rigor of the study, 

enabling readers to understand how the research questions will be answered and the 

hypotheses tested. 

 

 

3.2. Operational definitions for research variables  

 

To ensure clarity and consistency, the key variables in this study are operationally 

defined as follows: 

• Leadership Styles: 

o Transformational Leadership: Defined as the extent to which 

employees perceive their managers to exhibit behaviors such as 

idealized influence (acting as role models), inspirational motivation 

(articulating a compelling vision), intellectual stimulation (challenging 

assumptions and fostering creativity), and individualized consideration 

(attending to individual needs). This will be measured using [Specify a 
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validated scale, e.g., the Multifactor Leadership Questionnaire (MLQ-

5X) by Bass & Avolio]. 

o Transactional Leadership: Defined as the extent to which employees 

perceive their managers to engage in contingent reward (clarifying 

tasks and offering rewards for performance) and management by 

exception (intervening only when problems arise). This will be 

measured using [Specify a validated scale, e.g., MLQ-5X]. 

o Laissez-Faire Leadership: Defined as the perceived absence of 

leadership, characterized by managers avoiding responsibility, delaying 

decisions, and showing indifference towards subordinates. This will be 

measured using [Specify a validated scale, e.g., MLQ-5X]. 

• Employee Job Satisfaction: Defined as an employee's overall positive 

affective state resulting from the appraisal of their job or job experiences. It 

will be measured across multiple dimensions including satisfaction with pay, 

promotion opportunities, supervision, co-workers, and the work itself. This 

will be measured using [Specify a validated scale, e.g., the Job Satisfaction 

Survey (JSS) by Spector or Minnesota Satisfaction Questionnaire (MSQ)]. 
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3.3. Research design (research onion) 

 

This study will adopt a positivist research philosophy, which posits that reality is 

objective and can be measured empirically. This aligns with the quantitative 

approach employed, seeking to identify causal relationships between variables. 

The research approach will be deductive, moving from general theories and 

hypotheses to specific observations and empirical testing. 

A mono-method quantitative approach will be utilized, relying solely on 

numerical data collection and statistical analysis. 

The research strategy will be a survey strategy, suitable for collecting data from a 

large sample to generalize findings. 

The time horizon for this study will be cross-sectional, meaning data will be 

collected at a single point in time. While this limits the ability to establish causality 

definitively, it is appropriate for identifying relationships and associations between 

variables. 

Figure 3.1: The Research Onion (Saunders et al., 2019) (Font Size 14, Times 

New Roman, Centered) 

(You would ideally insert a graphic of the research onion here, with the layers 

highlighting: Philosophy (Positivism), Approach (Deductive), Methodological 

Choice (Mono-method Quantitative), Strategy (Survey), Time Horizon (Cross-

sectional).) 
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Source: Adapted from Saunders, M., Lewis, P., & Thornhill, A. (2019). Research 

Methods for Business Students (8th ed.). Pearson Education Limited. 

 

3.4. Research population & Sampling methods and technique 

 

  Research Population: The target population for this study comprises all 

employees working in Al-Moallam Company located in Dammam, Saudi Arabia. 

This includes individuals across various functional areas (e.g., engineering, 

marketing, operations, HR). 

  Sampling Frame: Identifying a precise sampling frame for all Al-Moallam 

Company in Dammam can be challenging due to their dynamic nature. However, 

efforts will be made to identify a list of registered Al-Moallam Company from 

relevant governmental bodies (e.g., Monsha'at - SME General Authority) or 

incubators/accelerators in Dammam. 

  Sampling Method: A non-probability sampling method, specifically 

convenience sampling or snowball sampling, may be employed due to the 

difficulty in obtaining a complete list of the target population and gaining access to 

Al-Moallam Company. If direct access is secured, stratified random sampling 

could be ideal (stratifying by startup size or sector within tech). However, given the 

practical constraints often faced in startup environments, non-probability methods 

are more feasible. (Be honest about practical limitations). 

  Sampling Technique: [Specify how you will approach companies/employees 

based on your chosen method. E.g., "Initially, direct contact will be made with the 

HR departments or founders of identified Al-Moallam Company to request 
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permission for employee participation. Once permission is granted, a digital survey 

link will be distributed to employees." or "Utilizing professional networking 

platforms (e.g., LinkedIn) to identify and approach potential respondents within the 

target group, then asking them to refer other eligible participants (snowball 

sampling)."] 

  Sample Size: The determination of an adequate sample size will be based on 

statistical power analysis, considering the number of variables and the desired level 

of confidence. Based on common practices for survey research in social sciences, a 

minimum of [e.g., 200-300] completed responses will be targeted to ensure statistical 

robustness for correlation and regression analyses. (Refer to established guidelines 

for sample size calculation or G*Power software). 

 

3.5. Data collection method 

 

The primary data collection method will be a self-administered questionnaire. This 

method is chosen for its efficiency in gathering data from a large number of 

respondents, ensuring anonymity, and minimizing researcher bias. 

• Instrument Design: The questionnaire will be structured into several 

sections: 

o Demographic Information: Age, gender, education level, tenure in 

the company, department. 

o Leadership Styles: Questions adapted from a validated scale (e.g., 

MLQ-5X) using a Likert-type scale (e.g., 1 = Strongly Disagree to 5 = 

Strongly Agree). 
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o Employee Job Satisfaction: Questions adapted from a validated scale 

(e.g., JSS or MSQ) using a Likert-type scale. 

• Piloting: A pilot study will be conducted with a small group of [e.g., 15-20] 

employees from Al-Moallam Company (not part of the main sample) to assess 

the clarity, comprehensibility, and reliability of the questionnaire items before 

full distribution. Feedback will be used to refine the instrument. 

• Distribution: The questionnaire will be primarily distributed online using 

secure survey platforms (e.g., Google Forms, Qualtrics, SurveyMonkey). A 

cover letter explaining the purpose of the study, ensuring confidentiality and 

anonymity, and outlining voluntary participation will precede the 

questionnaire. 

• Data Collection Period: The data collection period will span approximately 

[e.g., 4-6 weeks] to allow sufficient time for responses. 

 

3.6. Types of data 

 

This study will primarily rely on primary data, which will be collected directly 

from the employees of Al-Moallam Company through the administered 

questionnaire. 

• Quantitative Data: The collected data will primarily be quantitative, 

comprising numerical responses from the Likert-scale questions, allowing for 

statistical analysis. 

• Demographic Data: Categorical data such as gender, education level, and 

tenure will also be collected. 
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• Secondary Data (briefly mention if applicable): While the core will be 

primary, a brief mention that secondary data (existing literature) informed the 

conceptualization of variables and hypotheses can be made, but emphasize 

primary data for the study's empirical part. 

 

3.7. Statistical analysis procedures 

 

The collected data will be analyzed using Statistical Package for the Social 

Sciences (SPSS) version [e.g., 28.0]. The following statistical procedures will be 

employed: 

• Data Cleaning and Screening: Initial steps will involve checking for missing 

values, outliers, and data entry errors. 

• Descriptive Statistics: Frequencies, percentages, means, and standard 

deviations will be used to describe the demographic profile of the sample and 

to summarize the levels of leadership styles and employee job satisfaction. 

This will also address the first two research questions. 

• Reliability Analysis: Cronbach's Alpha coefficient will be used to assess the 

internal consistency and reliability of the scales used to measure leadership 

styles and job satisfaction. A Cronbach's Alpha of 0.70 or higher will be 

considered acceptable. 

• Validity Analysis: 

o Content Validity: Ensured by adapting validated instruments from the 

existing literature and through expert review during questionnaire 

development. 
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o Construct Validity (if applicable and testable): Exploratory Factor 

Analysis (EFA) or Confirmatory Factor Analysis (CFA) may be used 

to assess the underlying factor structure of the scales and ensure they 

measure the intended constructs. 

• Inferential Statistics: 

o Pearson Correlation Analysis: To examine the strength and direction 

of the linear relationship between the independent variables 

(transformational, transactional, laissez-faire leadership) and the 

dependent variable (employee job satisfaction). This will address the 

first three hypotheses. 

o Multiple Regression Analysis: To determine the predictive power of 

the independent variables on employee job satisfaction and to identify 

which specific leadership styles are the most significant predictors. This 

will provide deeper insights into the relationships identified by the 

correlations and further test the hypotheses. 

o  

3.8. Ethical Considerations 

 

Throughout the research process, strict adherence to ethical guidelines will be 

maintained. Key ethical considerations include: 

• Informed Consent: Participants will be provided with a clear explanation of 

the study's purpose, their role, and the estimated time commitment before they 

agree to participate. 
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• Anonymity and Confidentiality: Measures will be taken to ensure the 

anonymity of respondents (no personal identifiers collected) and the 

confidentiality of their responses. Data will be aggregated and reported in a 

way that prevents individual identification. 

• Voluntary Participation: Participation in the study will be entirely 

voluntary, and participants will be informed of their right to withdraw at any 

point without penalty. 

• Data Security: Collected data will be stored securely on password-protected 

devices, accessible only to the researcher, to prevent unauthorized access. 

• No Harm to Participants: The research design will ensure that participants 

are not exposed to any physical, psychological, or social harm. 

• Institutional Review Board (IRB) Approval: The research proposal will be 

submitted to the Midocean University's Institutional Review Board (or 

equivalent ethics committee) for ethical  

 

3.9. Conclusion   

 

This chapter has provided a detailed account of the research methodology adopted 

for this study. By outlining the research design, operational definitions, sampling 

procedures, data collection instruments, and statistical analysis techniques, it 

establishes a robust framework for investigating the relationship between leadership 

styles and employee job satisfaction in Al-Moallam Company in Dammam, Saudi 

Arabia. The rigorous application of these methods, coupled with a strong 

commitment to ethical principles, will ensure the validity and reliability of the 

research findings, which will be presented and discussed in the subsequent chapter. 
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4. Chapter 4: Statistical Analysis & Findings 

discussion 
 

 

4.1. Introduction 
 

This chapter presents the results of the statistical analysis conducted on the data 

collected from employees in Al-Moallam Company in Dammam, Saudi Arabia. It 

begins with a description of the sample profile, followed by the outcomes of the 

validity and reliability tests performed on the research instruments. Subsequently, 

descriptive statistics for the key research variables are presented to answer the initial 

research questions. The chapter then details the results of the hypothesis testing 

using appropriate inferential statistical techniques. Finally, a comprehensive 

discussion of the findings is provided, linking them back to the existing literature 

reviewed in Chapter 2 and highlighting their implications. 

 

 

4.2. Sample profile (descriptive statistics for research sample) 
 

This section will present the demographic characteristics of the study participants. 

This information helps to understand the representativeness of the sample and 

provides context for the subsequent analyses. 

• Total Number of Responses: Report the number of questionnaires 

distributed and the number of valid, completed responses. 

• Gender Distribution: (e.g., % Male, % Female). 

• Age Groups: (e.g., % 20-29, % 30-39, etc.). 
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• Educational Level: (e.g., % Bachelor's, % Master's, % PhD). 

• Job Tenure: (e.g., % less than 1 year, % 1-3 years, etc.). 

• Department/Role: (e.g., % IT, % Marketing, % HR, % Operations). 

• Company Size/Type: (e.g., % small startup, % medium startup - if applicable 

and collected). 

 

4.3. Validity & reliability tests for the questionnaires 
 

This section will present the results of the psychometric properties of the scales used 

in the questionnaire. 

• Reliability Analysis (Internal Consistency): 

o Report Cronbach's Alpha values for each sub-scale of leadership styles 

(transformational, transactional, laissez-faire) and for overall job 

satisfaction and its dimensions. 

o Discuss whether the values meet acceptable thresholds (e.g., >0.70). 

o Example: "The Cronbach's Alpha for the Transformational Leadership 

scale was 0.88, indicating high internal consistency." 

• Validity Analysis: 

o Content Validity: Reiterate how it was ensured (e.g., using established 

scales, expert review). 

o Construct Validity (if performed): If you conducted EFA or CFA, 

present the results (e.g., factor loadings, Eigenvalues, KMO, Bartlett's 
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Test of Sphericity) and discuss how they support the distinctiveness and 

underlying structure of your constructs. 

 

4.4. Descriptive statistics for research variables (answer 

research questions) 
 

This section will present the mean and standard deviation for each leadership style 

and job satisfaction, addressing the first two research questions. 

• Overall Means and Standard Deviations: Present the average scores for 

each leadership style and for overall job satisfaction, as well as for each 

dimension of job satisfaction. 

• Interpretation: Discuss what these means indicate about the prevalence of 

certain leadership styles and the general level of job satisfaction in the studied 

Al-Moallam Company. 

o Example for RQ1: "The mean score for transformational leadership 

(barx = 4.12, SD = 0.65) was higher than transactional leadership (barx 

= 3.55, SD = 0.78) and laissez-faire leadership (barx = 2.10, SD = 0.90), 

suggesting that transformational leadership is the most prevalent style 

perceived by employees in these Al-Moallam Company." 

o Example for RQ2: "The overall mean score for employee job 

satisfaction (barx = 3.80, SD = 0.70) indicates a moderately high level 

of satisfaction among employees in Al-Moallam Company in 

Dammam. Satisfaction with supervision (barx = 4.05, SD = 0.72) was 

particularly high, while satisfaction with promotion opportunities (barx 

= 3.20, SD = 0.85) was comparatively lower." 
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4.5. Testing Hypotheses & Findings Discussion 
 

This is the core of your findings chapter, where you present and interpret the 

inferential statistics. 

• Correlation Analysis: 

o Present the results of the Pearson correlation matrix between the 

independent variables (leadership styles) and the dependent variable 

(overall job satisfaction and its dimensions). 

o Interpret the strength and direction of the correlations (e.g., strong 

positive, weak negative). 

o Discuss the statistical significance (p-value). 

o Link to your hypotheses (H1, H2, H3). 

o Example: "Pearson correlation analysis revealed a strong positive and 

statistically significant relationship between transformational 

leadership and overall employee job satisfaction (r = 0.72, p < 0.001), 

thus supporting H1." 

 

• Multiple Regression Analysis: 

o Present the results of the multiple regression analysis, with leadership 

styles as independent variables and overall job satisfaction as the 

dependent variable. 

o Report the R-squared value (variance explained), F-statistic, and p-

value for the overall model. 
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o Present the unstandardized (B) and standardized (Beta, beta) regression 

coefficients, standard errors, t-values, and p-values for each 

independent variable. 

o Interpret the significance of each predictor. 

o Discuss which leadership style has the strongest predictive power. 

o Relate these findings directly back to your hypotheses (e.g., confirming 

or refuting H1, H2, H3). 

 

• Discussion of Findings: This is a crucial part where you synthesize your 

results and connect them to the literature. 

o Recap each hypothesis and state whether it was supported or not. 

o Explain why the findings are as they are. For instance, why was 

transformational leadership strongly correlated? What does this mean 

in the context of Al-Moallam Company? 

o Compare and contrast your findings with previous studies. Do your 

results align with existing theories (e.g., Bass & Avolio's work on 

transformational leadership)? If there are discrepancies, suggest 

reasons (e.g., cultural context, industry specifics of Al-Moallam 

Company). 

o Offer potential explanations for unexpected findings. 

o Discuss the practical implications of your findings. How can managers 

in Al-Moallam Company use this information? (e.g., invest in 

transformational leadership training). 
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o Integrate the "local" context: Continuously refer back to the specific 

environment of Al-Moallam Company in Dammam, Saudi Arabia. 

How do cultural values or the nature of startup work influence these 

relationships? 

 

4.6. Conclusion  

 

This chapter successfully presented the statistical analysis and discussed the findings 

regarding the relationship between leadership styles and employee job satisfaction 

in Al-Moallam Company in Dammam, Saudi Arabia. The descriptive statistics 

provided an overview of the sample and the general perceptions of leadership and 

job satisfaction. The inferential analyses confirmed the hypothesized relationships, 

particularly highlighting the significant positive impact of transformational 

leadership on employee job satisfaction. These findings contribute valuable 

empirical insights to the field and set the stage for the final chapter, which will 

discuss the study's limitations, offer recommendations, and conclude the research. 
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5. Chapter five: Research limitations, 

Recommendations & Conclusion 
 

 

5.1. Research Limitations & Future Research 
 

No research is without its limitations, and this study is no exception. Acknowledging 

these limitations is crucial for contextualizing the findings and guiding future 

academic endeavors. 

• Cross-Sectional Design: This study employed a cross-sectional design, 

which collects data at a single point in time. While suitable for identifying 

relationships, it limits the ability to establish definitive cause-and-effect 

relationships between leadership styles and job satisfaction. 

o Future Research Recommendation: Future studies could adopt 

longitudinal designs to track changes in job satisfaction over time in 

response to leadership interventions or evolving leadership styles, 

thereby strengthening causal inferences. 

• Self-Report Bias: The reliance on self-reported questionnaire data may 

introduce common method bias. Participants' perceptions of leadership and 

satisfaction could be influenced by their general positive or negative 

dispositions. 

o Future Research Recommendation: Future research could 

incorporate multi-source data collection, such as peer ratings of leaders, 

objective performance metrics, or qualitative data (interviews) to 

triangulate findings and reduce reliance on single-source data. 
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• Sampling Method: The use of [e.g., convenience/snowball] sampling limits 

the generalizability of the findings to the entire population of Al-Moallam 

Company in Dammam. 

o Future Research Recommendation: Future studies could aim for 

more robust probability sampling methods if access permits, or target a 

larger and more diverse sample of Al-Moallam Company across 

different cities in Saudi Arabia to enhance generalizability. 

• Geographical Scope: The study was limited to Al-Moallam Company in 

Dammam, Saudi Arabia. While this provides focused insights, the findings 

may not be directly transferable to other industries, regions, or cultural 

contexts. 

o Future Research Recommendation: Comparative studies across 

different industries within Saudi Arabia, or cross-cultural studies 

comparing Saudi Arabian Al-Moallam Company with those in other 

countries, would provide broader insights. 

• Specific Leadership Styles: This study focused on transformational, 

transactional, and laissez-faire leadership. Other leadership styles (e.g., 

servant leadership, authentic leadership) could also influence job satisfaction. 

o Future Research Recommendation: Future research could explore 

the impact of other leadership styles, or examine moderating/mediating 

variables (e.g., organizational culture, psychological capital) that might 

influence the relationship between leadership and job satisfaction. 
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5.2. Research Recommendations 

 

Based on the findings of this study, the following recommendations are put forth for 

both practitioners and future researchers: 

• For Practitioners (Tech Startup Managers/HR): 

o Invest in Leadership Development: Al-Moallam Company in 

Dammam should prioritize and invest in leadership development 

programs that specifically focus on fostering transformational 

leadership behaviors among their managers. Training should emphasize 

idealized influence, inspirational motivation, intellectual stimulation, 

and individualized consideration. 

o Promote Visionary and Empowering Leadership: Leaders should be 

encouraged to articulate a clear vision, inspire employees, and 

empower them with autonomy and opportunities for intellectual 

growth. This will likely enhance job satisfaction. 

o Refine Performance Management Systems: While transactional 

leadership (especially contingent reward) shows a positive link, 

organizations should ensure that performance appraisal and reward 

systems are fair, transparent, and clearly linked to employee 

performance to maximize positive effects on satisfaction. 

o Address Laissez-Faire Tendencies: Organizations should identify 

and address instances of laissez-faire leadership, as it significantly 

detracts from employee job satisfaction. This may involve leadership 
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training, coaching, or restructuring roles to ensure active leadership 

engagement. 

o Conduct Internal Surveys: Regularly conduct internal employee 

satisfaction surveys, potentially incorporating validated leadership 

style assessments, to monitor employee perceptions and proactively 

address areas of concern. 

 

• For Future Researchers: 

o Explore Mediating/Moderating Variables: Investigate the role of 

mediating variables (e.g., psychological empowerment, organizational 

commitment, trust) or moderating variables (e.g., organizational 

culture, individual differences like personality traits) in the leadership-

job satisfaction relationship within Al-Moallam Company. 

o Qualitative and Mixed-Methods Approaches: Future studies could 

employ qualitative (interviews, focus groups) or mixed-methods 

approaches to gain deeper, richer insights into the lived experiences of 

employees and leaders, complementing the quantitative findings. 

o Sector-Specific Nuances: Delve deeper into specific sub-sectors 

within tech (e.g., FinTech, EduTech, E-commerce) to identify if there 

are unique leadership challenges or opportunities that impact job 

satisfaction. 

o Impact on Other Outcomes: Extend the research to examine the 

relationship between leadership styles and other critical organizational 

outcomes such as employee performance, innovation, creativity, or 

organizational citizenship behaviors in the tech startup context. 
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5.3. Conclusion  

 

This research project aimed to explore the intricate relationship between leadership 

styles and employee job satisfaction in Al-Moallam Company in Dammam, Saudi 

Arabia. The study successfully identified the prevalent leadership styles and 

confirmed the significant impact of various leadership approaches on employee 

contentment. Specifically, transformational leadership emerged as a strong predictor 

of higher job satisfaction, while laissez-faire leadership demonstrated a detrimental 

effect. The findings underscore the critical role that effective leadership plays in 

fostering a satisfied workforce, particularly in the dynamic and competitive 

environment of the Saudi Arabian tech startup ecosystem. By providing empirical 

evidence from this specific context, the study contributes to both academic theory 

and practical management, offering valuable insights for cultivating more engaging 

and productive work environments. Ultimately, understanding and implementing 

appropriate leadership styles can be a pivotal factor in attracting, retaining, and 

motivating the talent essential for the continued growth and success of the 

Kingdom's technological aspirations. 
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Appendix  
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• Appendix A: Research Questionnaire (Include the full text of your 
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