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ABSTRACT

INTRODUCTION

Development Finance Institutions (DFIs) are universally charged with providing financing to growth sectors in 
their respective jurisdictions.  The Nigerian government since 1964, has set up several DFIs, some of which 
were unable to perform optimally, despite this, there have been attempts to restructure them into more 
commercially oriented enterprises. This study aimed to identify and explore the additional strategies that the 
Nigeria DFIs have developed to ensure long run financial sustainability between the periods of 2017 to 2021. It 
examined a quantitative approach to measuring the financial sustainability of Nigerian DFIs using different 
metrics, empirically, the impact of the adoption of the wholesale model, the implementation of institutional 
safeguards, and the influence of political interference on corporate governance on long-run financial 
sustainability. The results identified that (1) the wholesale model has had a positive impact on financial 
sustainability indices like the NPL, CAR, ROE, and SDI from 2017 to 2021, (2) several respondents believed 
that Corporate Governance and Institutional Safeguards are directly related to financial sustainability. The study 
results showed that to ensure long run financial sustainability by Nigerian DFIs, effective corporate governance 
and the implementation of institutional safeguards underpinned by a business model that works (the Wholesale 
model) are important.

Development Finance Institutions (DFI)s are universally charged with providing funding to small and 
medium-sized enterprises in their respective jurisdictions. The name “Development finance institution” is not 
universally used, they are sometimes called development banks, and at other times, they are public or policy 
banks (De Luna-Martinez, et al., 2018). 
Due to the initial poor Performance of Nigerian DFIs, the Nigerian Government devised new strategies and 
created new DFIs by either merging the operations of previous ones e.g., Bank of Industries, or establishing 
new ones, e.g., Development Bank of Nigeria. This was to ensure that DFIs are given a new commercial 
orientation on financial sustainability and attainment of their mandates.

To attain long-term financial sustainability and avoid returning to the levels of the financial crisis of 
2001–2002, DFIs must devise new strategies. this study contributes to the body of knowledge by examining 
the novel techniques created from 2017 to 2021 and focuses on the following strategic hypothesis 
i. Adoption of the Wholesale Operating Model
ii. Robust Corporate Governance & Implementation of Institutional Safeguards.

To attain long-term financial sustainability and avoid returning to the levels of the financial crisis of 
2001–2002, DFIs must devise new strategies. this study contributes to the body of knowledge by examining 
the novel techniques created from 2017 to 2021 and focuses on the following strategic hypothesis 

Keywords: Development finance Institutions, Wholesale DFI Model, Retail DFI Model

Problem Statement

Research Aim and Objectives
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LITERATURE REVIEW

Various definitions of DFIs were discovered during the literature review. They are government-owned special 
development banks designed to encourage private sector development in poor countries and funded by national 
or global development funds (Organisation for Economic cooperation and development, 2022). Being backed 
by government guarantees fortifies their creditworthiness and can therefore receive funding to provide loans on 
competitive terms. In another view, A DFI, is a government-backed agency that invests in the private sector 
alongside aid agencies and development banks to encourage job creation and long-term economic growth 
(EDFI, 2022). 
While both definitions emphasize the role DFIs play in private sector development, (Diamond, 1957) set their 
primary goal as stimulating private development, raising questions about whether profitability should take 
precedence. But in most developing countries, DFIs are known to perform other services e.g., technical 
assistance, and advocacy. 
Researchers have widened the concept to include the role of providing loans, guarantees, and equity to 
developing countries to meet their investment shortfalls. This will foster collaborative and justifiable progress 
while also assuring long-term financial stability(Dalberg Global Development Advisors, 2010)). DFIs assist 
clients with capacity building, professional guidance, and enhancing their social responsibility and good 
governance, in addition to giving funding for development. A DFI promotes private sector development through 
a three-pronged approach as illustrated below:(Dalberg Global Development Advisors, 2010). 
A 2019 report defining DFIs as legally independent, government-sponsored financial institutions with explicit 
public policy missions propose three minimum criteria for distinguishing DFIs from other institutions as follows 
(Xu, et al., 2019).  
1. It must be a financial institution that is legally independent and self-sustaining
2. Must pursue public policy objectives, these are aimed at fixing market failures, incubating markets,         
and promoting structural transformation
3. Enjoys government support. 
However, this definition did not take consider the operating environment of most DFIs in developing countries, 
though they enjoy government support but might not be legally independent. 
Another article (Scharf & Shetty, 1972), differentiated DFIs from other private financial institutions in how they 
can separate their operations from those of commercial banks to focus on their developmental objectives. They 
emphasize more on assisting in the management functions of projects financed than normal banking operations, 
where the emphasis is placed on collateral lending. In this manner, they act more as partners to deliver viable 
projects, assist to obtain funds for developmental purposes, and encourage economic growth and sustainable 
development.
A 2001 article by the World Bank group further defined DFIs as not only government Development banks but 
non-governmental organizations and micro-finance institutions that promote community development, power 

Definition of Development Finance Institutions

i. Adoption of the Wholesale Operating Model
ii. Robust Corporate Governance & Implementation of Institutional Safeguards.
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The CBN defines the financial system to include the rules, regulations, and combination of all financial 
institutions and arrangements that interact with each other in the financial sector to foster the economic growth 
and development of a nation (Central Bank of Nigeria, 2017). It is based on the belief that economic agents are 
categorized into surplus and deficit spending units. Surplus spending units have excess funds above their 
immediate needs and supply surplus funds to the financial system. To fund their operations, groups with a 
shortage of funds borrow from the surplus units (Central Bank of Nigeria, 2017). This forms the basis of 
economic development, it provides a linkage for the various economic sectors and according to (Nzotta, 2004) 
it provides the necessary environment for implementing government economic policies, especially exchange 
rate stability, the balance of payments equilibrium, and foreign exchange management.
The Nigerian financial system though being one of the largest in SubSaharan Africa and having gone through a 
lot of reforms over the last 25 years, is not well positioned to fulfill its potential as an economic growth driver. 
This could be due to many financial intermediaries in the system or the dominance of commercial banks 
(Afangideh, 2006).
The Nigerian financial system consists of the formal sector (bank and non-bank financial institutions) and the 
informal sector (savings and loan associations, local money lenders, etc.). In contrast to the formal sector, which 
is regulated, the informal sector is loosely organized without formal regulation. (Central Bank of Nigeria, 2017). 
The informal sector is poorly developed, with limited and lack of integration with the formal financial system 
(Olofin & Afangideh, 2008). 
From the mid-1960s till date, the Nigerian government have set up several DFIs. These included in 1964, The 
Investment Corporation of Nigeria later known as the Nigerian Industrial Development Bank, 1973 saw the 
setup of the Nigerian Bank for Commerce and Industry, while the Nigerian Agricultural and Cooperative Bank 
was set up in 1973 to provide financing support to agricultural business.  1977 witnessed the birth of the 
Nigerian Building Society (NBS) later known as the Federal Mortgage Bank of Nigeria. By 1992 and 1993, two 
more institutions – Urban development and the Education Banks were established. These DFIs were all focused 
on different economic sectors, unfortunately, a reliance on government subventions, poor corporate governance 
structures, political instability, non-performing loans, and the overall financial crises in early 2001 led these 
DFIs into financial crises and distress (Bolaji, 2014).  
Various DFIs were created in Nigeria, either by combining the operations of previous ones such as the Bank of 
Industry, or by establishing new ones such as the Development Bank of Nigeria. Essentially, all of these are 

The Development of the Nigerian DFIs

decentralization, and local empowerment by matching grants. This report also builds on the Subsidy 
Dependence Index (SDI) concept of measuring the social cost of DFIs that receive public funds to determine 
whether the social benefit of the DFIs’ use of public funds exceeds the social cost  (Yaron & Schreiner, October 
2001).
Lastly, in Nigeria, (DFIs) are defined as "specialized financial institutions" that are set up with the explicit 
mandate of developing and encouraging the growth of strategic economic sectors that are important to the 
nation's socio-economic development (Central Bank Of Nigeria, 2015).
A developing nation like Nigeria lacks a complete range of financial services to meet its financing requirements 
as high-impact economic sectors (SMEs) do not have access to long-term financing. To ensure sustainable 
economic development, the Nigerian DFI must fill the gap in the financial sector.
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METHODOLOGY
Research Design

Population

Sample Size

designed to help DFIs become commercially viable, and financially sustainable, and achieve their mandates. 
The Central Bank of Nigeria (CBN) is charged with the responsibilities of licensing and supervising the 
Nigerian DFIs. These DFIs (Bank of Agriculture, Bank of Industry, Nigeria Export-Import Bank, Development 
Bank of Nigeria, The Infrastructure Bank, Federal Mortgage Bank of Nigeria) were collectively defined as 
“Specialized Banks” under the (Bank and Other Financial Institutions Act, 2020). This is expected to strengthen 
the operations of Nigerian DFIs and ensure proper corporate governance.
In furtherance of these regulatory powers and to ensure the proper regulation of DFIs activities towards 
delivering a level field for the achievement of their developmental objectives  (Premium Times , 2015), the 
CBN issued guidelines for DFIs supervision (Central Bank Of Nigeria, 2015).
The regulatory agency classified DFIs into:
i. The Wholesale Development Finance Institution (WDFI) provides wholesale funds to participating 
financial institutions (PFIs) for on-lending to enterprises in identified sectors.
ii. A Retail Development Finance Institution (RDFI) is a development finance institution devoted 
principally to lending directly to enterprises/organizations in identified sectors (Central Bank of Nigeria, 2015).

The study is descriptive and inferential in nature; descriptive statistics were used to characterize the properties 
of the data set, while inferential statistics allowed the hypothesis to be tested. The study questions aim to 
experimentally investigate the many metrics of assessing financial sustainability using a Quantitative approach, 
analyzing events by collecting numerical data and evaluating it using mathematically based methods 
(particularly statistics) (Creswell, 2014). The study is also applied research, it addressed a practical business 
problem as not only scientifical problems are studied in applied research (Biggam, 2008).

The population is defined as the sum of or total of all the subjects or organizations that conform to a specified 
set of conditions, these groups are of interest, and research findings can be generalized to them. (Polit & 
Hungler, 1999). 
The selection of DFIs was from the six CBN-licensed DFIs (CBN, 2022) and the focus was on those whose 
financial statements are published regularly and easily available. This excluded the Bank of Agriculture and the 
Federal Mortgage Bank of Nigeria, the selected DFIs are the Bank of Industries Plc, The Nigeria Export and 
Import Bank Plc, The Infrastructure bank of Nigeria Plc and the Development Bank of Nigeria Plc.

The respondents were recruited from the four DFIs in accordance with our target population selection. The 
questionnaires were distributed to employees throughout the DFIs, spanning diverse years of experience, grade 
levels, age, and gender. Purposive and convenient sampling was used to select 15 staff from each of the selected 
DFIs, totaling 60 respondents. A total of 42 responses were received, which was deemed appropriate because 
researchers consider a sample size of 20 to 50 people to be a decent sample size (Sekaran, 2010) and between 
30 to 100 (Kish, 1965).
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RESULTS AND DISCUSSION

Sampling Method

Unit of Analysis

Table 1: Descriptive Analysis

A Non-Probability sampling method  (Saunders, et al., 2016) was used; therefore, the method had the 
unintended elements of judgment sampling as the personal judgment was applied in identifying and selecting 
the four institutions from the list of 6 licensed by the CBN. The purposeful and convenient sampling technique 
was used for the respondent’s list, with some element of a snowballing effect, as a senior staff member at each 
of the DFIs well known by the researcher was approached, the snowballing effect came from the Staff member 
whom then recruited other participants from the various departments previously identified for the research. The 
Researcher then emailed a link to the Google Forms online questionnaires to all participants. A total of 60 email 
links were forwarded, and 42 were received.

The selected senior to general management staff cadre of these DFIs working in the risk management, strategy, 
business development, and administration departments were the study’s units of analysis. The Institutions were 
selected from the list of licensed CBN DFIs in Nigeria. This was done in line with (Blumberg, et al., 2014) to 
achieve validity in terms of accuracy and precision.

Table 1 shows the summary of the analysis of demographic attributes of the respondents. As observed from 
Table 1, majority of the respondents are in the senior management level of the various DFIs, constituting 
approximately 59.5% of the total respondents. Those in the junior to middle management level make up 31% of 
the respondents. Relatively to other management levels, 9.5% of the respondents are at the executive 
management level. Table 1 shows that 2.4% of the respondents are between the age of 21 – 30 years. Those aged 
between 31 – 40 years constitute 26.2% of the respondents. 35.7% of the total respondents fall within the age 
range of 41 – 50 years and those aged between 51 to 60 years make up 35.7% of the respondents. The 

Grade Levels Junior to Middle Management – 31% 
Senior Management – 59.5% 
Executive Management – 9.5% 

Professional Experience Less than 5 years – 2.4% 
5 to 10 years – 14.3% 
10 to 20 years – 40.5% 
More than 20 years – 42.9% 

Age Groups 21 to 30 years – 2.4% 
31 to 40 years – 26.2% 
41 to 50 years – 35.7% 
51 to 60 years – 35.7% 

Spread of Respondents Wholesale DFIs – 45.2% 
Retail DFIs – 54.8% 

 Source: Field Survey (2022)

10



Financial Statement Analysis

Table 2: Analysis of Financial Indicators

Data were from the financial statements of examined DFIs, which are publicly available. Due to regulatory 
approval delays, the 2021 financials of some of the Retail DFIs were not available for this study.

Source: Derived from SDI, ROE, CAR and NPL averages of the figures reported in the financial reports

experiences of the respondents were also surveyed. Table 1 informs that a higher number of the respondents that 
participated in the survey had more than 20 years of experience, equaling 42.9% of the total respondents. The 
category of respondents with high experience is those with 10 to 20 years of experience, making up 40.5% of 
the respondents. Those with 5 to 10 years of experience equal 14.3% and 2.4% of the respondents have less than 
5 years of experience. This finding shows that the majority of the respondents have quite several years in the 
banking industry. Hence, have the knowledge and relevant information regarding the subject matter of interest. 

As indicated by N in Table 2 above, the number of RDFIs studied were three and the number of the WDFIs 
studied was one. The minimum and maximum values of the financial sustainability indices over the years 
studied (2017-2021) were computed as seen in Table 2. However, of particular interest to this analysis is the 
observation of the disparity of the averages of these financial metrics between RDFIs and WDFIs.
The mean of the SDI for RDFI (3.07) is greater than the SDI of WDFI (0.00) indicating that with the WDFI 
model comes a lower dependence on government subsidies. This marks a positive impact of the adoption of the 
wholesale model on the SDI performance of DFIs.
The mean of the ROE for RDFI (-0.07) is less than the ROE of WDFI (0.14) and returns a negative number, 
indicating loss, the higher ROE of WDFI indicates that with the WDFI model comes a higher rate of profitable 
capital reinvestment.
The mean of the CAR for RDFI (-006) is far less than the CAR of WDFI (184.63) indicating a significant 
difference in the asset quality of the DFIs. It also indicates that the WDFI model is by far better disposed to 
cushion risks with a more robust capital base. 
The mean of the NPL for RDFI (0.01) is greater than the NPL average of WDFI (0.00) indicating that with a 
WFDI model there is a zero incidence of non-performing loans whereas the case of non-performance persists in 
RDFI. This indicates that the wholesale model has a positive impact on the NPL performance of DFIs.

RDFI 
Variables N Min. Max. Mean Std. Dev. 
SDI 3 1.70 6.26 3.07 2.15 
ROE 3 -0.28 0.05 -0.07 0.13 
CAR 3 0.23 0.64 -0.06 0.19 
NPL 3 0.25 0.49 0.36 0.10 

WDFI 
Variables N Min. Max. Mean Std. Dev. 
SDI 1 0.00 0.00 0.00 0.00 
ROE 1 0.09 0.20 0.14 0.05 
CAR 1 64.21 323.20 184.63 128.39 
NPL 1 0.00 0.00 0.00 0.00 
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Table 3: NPL Performance of WDFIs and RDFIs

Table 4: CAR Performance of WDFIs and RDFIs

Table 5: SDI Performance of WDFIs and RDFIs

From the Table 3, DFIs running solely on the Wholesale model reported a consistent zero-value NPL rate from 
2017 to 2021 while RDFIs reported high NPLs. In other words, RDFIs recorded NPLs of 48.5%, 39%, 32% and 
24.5% in 2017, 2018, 2019 and 2020 respectively, 2021 figures not available.

A CAR value for WDFIs and RDFIs is shown in Table 4, spanning 2017 to 2021. Though both values are 
positive, CAR figures for RDFIs are comparatively lower, indicating that WDFIs have a larger capital base to 
cover the associated risks, unlike the RDFIs.

From Table 5, one sees that the WDFIs reported a consistent 0% SDI rate from 2017 to 2021; while the RDFIs 
have had an increasing SDI value - strongly implying their increasing dependency on government subsidies.

Source: Derived from SDI averages of the SDI figures from the financial reports

Source: Derived from NPL averages of the NPL figures from the financial reports

Source: Derived from CAR averages of the CAR figures from the financial reports

NPL 

Year WDFIs RDFIs 
2017 0 0.48 
2018 0 0.39 
2019 0 0.32 
2020 0 0.245 
2021 0 NA 

 

CAR 
Year WDFIs RDFIs 
2017 319.98 0.641 
2018 323.2 0.4222 
2019 140.52 0.22865 
2020 75.24 0.2766 
2021 64.21 NA 

 

SDI 

Year WDFIs RDFIs 
2017 0 1.84 
2018 0 1.70 
2019 0 2.49 
2020 0 6.26 
2021 0 NA 
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Table 6: ROE Performance of WDFIs and RDFIs

DISCUSSION OF FINDINGS
H01: There is no positive impact of the adoption of the wholesale model
on the NPL performance of DFIs

Chart 1: Trends of the NPL ratios for WDFIs and RDFIs

From the Table 3, DFIs running solely on the Wholesale model reported a consistent zero-value NPL rate from 
2017 to 2021 while RDFIs reported high NPLs. In other words, RDFIs recorded NPLs of 48.5%, 39%, 32% and 
24.5% in 2017, 2018, 2019 and 2020 respectively, 2021 figures not available.

A DFI model that turns out a high NPL ratio is regarded as financially unsustainable as provisions made for 
these irredeemable defaults cut into the profitability margins of such DFIs, rendering them unsustainable in the 
long run if such credit losses persist. The reverse is the case for a low NPL

In line graphs, WDFIs have consistently had 0% NPL ratios from 2017-2021, while RDFIs have had high NPL 
ratios between 24% and 49%. According to the decision rule guiding this study, WDFIs are more financially 
stable than RDFIs, and, therefore, the adoption of the wholesale model by WDFIs has resulted in a reduction in 
DFI non-performing loan rates. We, therefore, conclude that the adoption of the Wholesale model proves 
effective in curtailing the NPL ratio of DFIs. Thus, the null hypothesis (H01) is rejected. While it is instructive 

Source: Derived from SDI averages of the SDI figures from the financial reports

ROE 
Year WDFIs RDFIs 
2017 0.09 -0.11 
2018 0.18 -0.28 
2019 0.2 0.01 
2020 0.1 -0.02 
2021 0.12 0.05 

 

1

13



II. H02: There is no positive impact of the adoption of the wholesale model
on the capital adequacy of DFIs

III. H03: There is no positive impact of the adoption of the wholesale model
on the subsidy dependency index (SDI) of DFIs

Chart 2: Trends of the CAR for WDFIs and RDFIs (2017 to 2021)

Another metric key to defining the financial sustainability of DFIs is their capital adequacy ratio. This is a 
measure of how adequate the capital base of a DFI is to cushion the attendant risk associated with the DFI’s 
assets. Higher CAR reflects higher financial stability because it indicates that the DFI has enough capital to 
absolve all its liabilities and credit exposures. WDFIs that solely operate based on the wholesale model will be 
deemed to have had a positive impact if the CAR values of those DFIs are higher than those operating on the 
retail model. Conversely, A lower CAR value for the WDFIs would be considered a negative impact of the 
wholesale model on DFI’s CAR values. Recall, the lower CAR values connote lower financial sustainability.

Over the period 2017-2021, the CAR of RDFIs was consistently below 50%, while the CAR of positive WDFIs 
was significantly higher. Hence, the adoption of a wholesale model by the WDFIs has a positive impact on the 
capital adequacy ratio (CAR) of DFIs. We, therefore, reject the null hypothesis (H02).

SDI is another critical metric in the measurement of financial sustainability. It indicates to what extent a DFI 
depends on subsidies from the government to run its processes. Subsidies from the government make DFIs less 
sustainable for two reasons. The DFI processes halt when such funding ceases. Secondly, government 
intervention in DFI processes almost always results in inefficiencies. If WDFI has exhibited lower SDI values 
than RDFIs, the wholesale model adoption will be deemed a positive impact on DFI's SDI performance.

that the RDFIs show a declining NPL trend over the 5 years signaling an improvement, the zero-NPL status of 
the WDFIs remained unchanged.
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IV. H04: There is no positive impact of the adoption of the wholesale model
on the Return on Equity of DFIs

Chart 4: Trends of the ROE for WDFIs and RDFI (2017 to 2022)

Chart 3: Trends of the SDI for WDFIs and RDFIs (2017 to 2021) 

SDI is another critical metric in the measurement of financial sustainability. It indicates to what extent a DFI 
depends on subsidies from the government to run its processes. Subsidies from the government make DFIs less 
sustainable for two reasons. The DFI processes halt when such funding ceases. Secondly, government 
intervention in DFI processes almost always results in inefficiencies. If WDFI has exhibited lower SDI values 
than RDFIs, the wholesale model adoption will be deemed a positive impact on DFI's SDI performance.

A DFI will not be financially sustainable if its ratio of returns relative to its equity is not impressive enough to 
attract investments. Thus, a key metric for the financial sustainability of a DFI is how high its return on equity 
is. The adoption of the wholesale model on the ROE performance of a DFI will be said to be positive if the ROE 
values of WDFIs are shown to be higher than the ROE values for RDFIs.
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Figure 1: Percentage of Independent Directors

Does the corporate governance structure of DFIs (i.e., Board independence)
have an impact on the performance of the DFIs?

Over five years (2017 to 2021), the WDFIs have consistently reported higher ROE values than RDFIs. Thus, 
implying that the adoption of the wholesale model has a positive impact on the ROE performance of DFIs. 
therefore, it can be deduced that the WDFIs have achieved better ROE performance than the RDFIs indicating 
that the impact of the wholesale model on the ROE performance of DFIs is positive. We, therefore, reject the 
null hypothesis, (H04).
The place of corporate governance marked by a Board that is independent of political interferences is a 
precursor for the long-run financial sustainability of DFIs as Boards that are free of political intervention are 
more likely to carry out their professional tasks independently and to develop institutional protections shielding 
the institution from actions that could jeopardize the DFI's long-term viability
Some questions must be answered to show the relationship between strong Corporate Governance/Institutional 
Safeguards and DFI’s Financial Sustainability. This was established using the responses from the deployed 
survey and subsequent analysis.

When asked how many independent directors are on their board, 46.3% of respondents said that 40% to 70% of 
their directors are independent. This range corresponds to the statistic derived from the WDFI's 2021 Annual 
Report, which shows that over 60% of the directors are independent. This also implies that 46.3% of responses 
are most likely from the WDFI category. 
Worthy of note here is that the WDFI category never approved loan facilities for companies related to politically 
exposed persons (PEPs) in the last 5 years, as illustrated by the second chart. The third chart also shows that 
72.2% of all respondents agree that a considerable proportion of NPLs recorded are from loans related to PEPs. 
This in essence means that the independence of the Board or strength of its corporate governance can help a DFI 
mitigate against undue exposure to PEPs, which safeguards the long-term sustainability of the DFI.

1.

46.3%

9.8%

39%

15. What percentage of your institution’s board composition is made up of independent directors?
41 Responses

Non Applicable

10 to 40%

40 to 70%

More than 70%
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Figure 2: Percentage of Loans to PEP

Figure 3: Proportion of PEP’s Loans

2. Does political interference have an impact on the performance of the DFIs?

The chats below shows that 54.8% of respondents have credit policies that do not bar them from engaging with 
or lending to PEPs. Yet, 77.2% of the respondents agree that a significant proportion of loan defaults (NPL) 
among Nigerian DFIs arise from lending to companies related to PEPs.
This simply implies that institutions that do not find a way to curb their exposures to PEPs might run the high 
risk of credit defaults, which will in the long run hamper the sustainability of such DFIs.

12. If “Yes”, what pecentage of credit facilities approved in the last 5 years were to companies to

Politically exposed Persons(PEPs)?

14. If you answered “No” to #11, do you think a significant proportion of NPLs recorded among

Nigerian DFIs are from credit facilities approved for companies related to PEPs?

38 Responses

36 Responses

Less than 10%

10 to 40%

40 to 70%

More than 70%

Non Applicable

Strongly Agree

Agree

Disagree

Strongly Disagree

50%

44.7%

27.8%

44.4%

8.3%

19.4%
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Figure 4: Credit Policy on PEPs

Figure 5: Portion of NPLs from PEPs

45.2%

54.8%

11. Does your credit policy allow lending to companies related to Politically Exposed Persons(PEPs)?

42 Responses

42 Responses

32 Responses

Yes

No

Strongly Agree

Agree

Disagree

Strongly Disagree

Not Applicable

13. Significant portion of the NPLs recorded in the last 5 years were from
credit facilities approved for companies related to PEPs?

35.7%

16.7%

19%
16.7%

11.9%

Figure 6: Proportion of PEPs from NPLs

Strongly Agree

Agree

Disagree

Strongly Disagree

14. If you answered “No” to #11, do you think a significant proportion of NLPs Recorded among Nigerian

DFIs are from credit facilities approved for companies related to PEPs?

27.8%

8.3%

19.4%44.4%
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4.8% of the respondents do not have defined credit policies in their institutions, while 17.1% have had major 
operational/credit infractions. There is a huge likelihood that a lot of the infractions stemmed from a 
non-adherence to credit policies.
The third chart shows 72.2% agree that a significant proportion of the non-performing loans recorded among 
Nigerian DFIs in the last 5 years were credits approved for companies related to politically exposed persons 
(PEP).
This implies that when there are no safeguards or when the existing ones are inadequate to protect the DFIs 
from lending to PEPs or related companies, there is a huge propensity for the DFIs to lend to PEPs which puts 
the loan assets of the DFIs at risk.
From the responses gathered, it is safe to conclude that the absence of institutional safeguards such as credit 
policies among DFIs poses a high risk to the financial sustainability of DFIs.

3. Does the establishment of institutional safeguards such as the
existence of credit policies and credit approval processes have an impact
on the financial sustainability of DFIs?

42 Responses

Figure 7: Existence of Defined Credit Policies

Yes

No

Yes

No

7. Does your institution have a defined and approved credit policy?

95.2%

41 Responses

Figure 8: Existence of Credit Infractions

8. As usually reported in the annual financials, has your institution recorded any credit or operational

infreactions or exceptions in the past 5 years?

82.9%

17.1%
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CONCLUSIONS AND RECOMMENDATIONS

Table 7: Ranking of Challenges by Respondents (Highest to Lowest)

Strongly Agree

Agree

Disagree

Strongly Disagree

36 Responses

Figure 9: Proportion of NPLs from PEPs

Source: Field Survey (2022)

14.  If you answered “No” to #11, do you think a significant proportion of NLPs recorded among Nigerian 

DFIs are from credit facilities approved for companies related to PEPs?

44.4%

27.8%

8.3%

19.4%

The respondents’ rankings as follows; highlights political interference and weak corporate governance as the 
two major threats to their financial sustainability:

It is safe to conclude that majority of the respondents agree that there is a direct relationship between Corporate 
Governance, the Establishment of Institutional Safeguards (to prevent undue exposures, especially to PEPs), 
and DFIs long-term Financial Sustainability.

Rank Challenges 
1st Political Interference 
2nd Weak Corporate Governance 
3rd Attracting Funds 
4th High Operating Costs 
5th Capped Interest Rates 
6th Making good credit decisions 
7th Exchange Rate Fluctuations 
8th Formulating Actionable Strategies 
9th Attracting Great Talents 

 

From the result of the analysis, it was shown that effective corporate governance, the application of safeguards, 
and a viable business model (the wholesale mode) are required for the long-term financial sustainability of DFIs 
in Nigeria. The study observed that the wholesale model plays a major role in ensuring DFIs achieve long-run 
financial sustainability. On the basis of these, the study recommends that DFIs in Nigeria adopt the wholesale 
model and put in place institutional safeguards, and ensure compliance with corporate governance rules.
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INTRODUCTION

Overview

Scope of study

Teachers of the 21st century are qualified, motivated, facilitators of learning who play a key role in the education 
of children in their respective countries. Their mission is not only to impart education but also to nourish 
higher-order thinking skills, effective collaboration, communication, counseling, critical thinking skills, etc. 
Since teachers play such a major role in the learning outcome of the students, they need to perform their best.  
Their performance is directly linked to their motivation which on one side affects their attitude at work and on 
the other side impact’s student’s motivation to study (Hyseni Duraku and Hoxha, 2021).
Teachers’ motivation is influenced by various factors and one of the major determinants is a school leadership 
style which affects the teacher’s motivation to work, their mental exhaustion, burnout, etc. Some research 
findings have suggested that the leadership styles and practices followed by school leaders have a direct impact 
on the motivation of teachers. Leadership styles have evolved from religious, political, and military styles and 
later during the industrial revolution towards transactional and latest transformational leadership. 
Transformational Leadership has emerged today as the new leadership paradigm. This kind of leadership leans 
towards internal motivation and personal development rather than the traditional exchange process of 
transactional leadership and this doctrine is very much pertinent to school heads. It is a well-known fact that a 
school leader has a direct impact on the entire body of the school- teachers, students, parent committee, school 
committee, local community, and government (Bellibas and Liu, 2018). 
Transformational leaders also improvise student relations. They consider the lived experiences of the students 
and find out means to better their experiences. “If we want our students to have the courage to speak up, then 
the adults around them need to demonstrate that we have trust in them. Lisa Brady, Superintendent, Dobbs Ferry 
Union Free School District, New York State (Fontein, 2022)
The educational sector in Oman has gone through major changes and is always in the                   process of 
keeping abreast with the educational reforms. Oman like other countries in the Gulf region employ expatriates 
from all over the world. Due to this, the demand for private schools with different curriculums are always 
increasing. In this study the focus is going to be on private schools and secondary education as leadership in 
secondary education is very crucial as its critical to be aware of the diverse needs of students which can be 
emotional, or career related.
Most countries nowadays are trying to modify their education system to the constantly changing society. The 
expectations of parents and students from educational institutions are changing. There are still many old 
thinking-run schools where the school leaders are selected as per their age and who are almost on their verge of 
retirement. The requirement of necessary leadership skills needs to be redefined in majority of the educational 
sectors. The ultimate role of school leaders or school administrators should not be to acquire a particular position 
through their qualifications and experience but to imbibe or learn leadership skills to carry out effective 
leadership in diverse environments.

The current study aims to identify the impact of transformational attributes of secondary school leaders on the 
motivation of teachers at work concentrating on the capital city of Muscat in Oman. The present study can help 
schools in Oman to ascertain what attributes are essential in a school leader to ensure that every stake holder 
of the organization-teachers, students and parents are benefitted, and everyone’s goals are realized.
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Significance of the study

Transformational Leadership

Background of Educational Sector in Oman

The findings of this study can serve as a baseline for identifying and describing the different factors of 
transformational leadership which influence teacher’s work so that the school leaders can adopt or modify 
their styles. Under the vision of Oman 2040, the Ministry of Higher Education is stepping up its efforts to 
improvise its standard of education in both the public and private sectors. (OECD, 2008).This study can 
contribute to the existing limited research on the correlation of transformational leadership attributes on 
teachers. The findings of this study can be of help to the Higher Education of Oman to understand the roles of 
leaders and their leadership in an organization. An insight into effective leadership attributes can further be 
extended to other regions in the Gulf region who follow similar norms of education. School leadership 
frameworks can be outlined to provide directions on the tasks and responsibilities of effective school leaders 
and specify the characteristics/attributes required for educational leaders of 21st century. This framework can 
be a base for hiring, training and appraisals of school leaders.

According to Burns, transformational leadership is a process in which "leaders and followers help each other 
to advance to a higher level of morale and motivation". (Stewart, 2006). Transformational leadership creates a 
trustful environment in an organization which further motivates employees to do their best and also exchange 
their ideas with their colleagues.(Shih et al.,2012).
So, if a school head incorporates the five components of Transformational Leadership, as indicated in the 
below chart, it will lead to the success of the organization. 

Oman is one of the Arab Gulf states, and its capital is Muscat. Oman shares borders with the Kingdom of Saudi 
Arabia in the west, the United Arab Emirates in the northwest, and Yemen in the southwest. Prior to 1970, there 
was not much of emphasis on education and there were only 3 schools in Oman. Under the aegis of late, His 
Majesty Sultan Qaboos Bin Saeed, much emphasis was given for the growth of the educational sector to build 

Figure 1.1: The additive effect of transformational leadership.

Source:(Northouse, 1998)
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Research Aim and Questions

the developing nation.(UNESCO, 2006). The educational sector has gone through major changes and always in 
the process of keeping abreast with the educational reforms. The Ministry of Education, the Ministry of Higher 
Education and Sultan Qaboos University regulate the educational policies in Oman. There are three types of 
systems of education in Oman-pre-school, public and private school education. As per statistics shown in 
educational council Oman, the number of total schools in Oman are 1124, number of male and female students 
are 579024 and male and female teachers are 56385. (MOE.gov.om, 2019)The educational structure is basically 
divided into primary education (1-6), intermediate education (7-9) and secondary education (10-12). Oman like 
other countries in the Gulf region employ expatriates from all over the world. Due to this, the demand for private 
schools with different curriculums are always increasing. In this study the focus is going to be on private schools 
and secondary education as leadership in secondary education is very crucial as its critical to be aware of the 
diverse needs of students which can be emotional, or career related. Moreover, with the experience gathered 
over a period in the secondary section encompasses me to have a better knowledge about the secondary section 
practices. Leaders must nurture a high level of intellectual curiosity as they must constantly stimulate the 
turbulent teenagers and facilitate their transition to universities. 

Transformational leadership is beyond the individual’s needs which can be satisfied through a contingent 
reward, its deeper which makes the followers to move above their mere concerns to the concerns of the 
organization. (Avolio et al., 2009). A principal’s transformational leadership should not follow the method 
of “pushing” which happens in most of the places, for example salary cut if a teacher comes late more than 
three times, this is more of control type of leadership.  A leader should engage more in positive motivation, 
examples of which could be advanced professional development courses, finance, technical support, 
material support or teacher awards rather than leading through control. A supportive leadership reduces 
anxiety of teachers, stress, burnout, isolation, and frustration. Teachers require that “extra motivation” (Jnr, 
2018).
a.Research Objective:  To examine perceptions of senior teachers regarding the leadership attributes of 
their school leaders. 
b. Research Question:
The main research question that can be formed after considering the above matters will be
1.What are the perceptions of teachers on the Leadership Attributes of their leaders?

2.Which attributes perceived by teachers lead to maximum teacher motivation?

c. Research Hypothesis:
Ho1:   There is a positive relationship between transformational leadership attributes of school leaders on 
schoolteachers.
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2. LITERATURE REVIEW.
2.1 Literature Research Strategy

2.2 Definitions

2.3 Theories of Leadership

2.3.1 “Great Man” Theory: 

2.3.2 Trait Theory:

The key words used in literature search were principal, teachers, motivation, leadership, transformational 
leadership, educational heads, secondary education, Oman. The searches were made on ProQuest, Mendeley, 
Google Scholar. The literature was reviewed after taking into consideration the limited study of 
transformational leadership amongst secondary sector education in Oman.

In this theory its assumed that great leaders are born and not made. This theory portrays leaders as heroic, 
mythical and emerge as leaders when required. Earlier leadership was thought of predominantly as a male 
quality and with reference to military leadership.

Trait leadership is seen as a set of qualities that a leader has or does not have, qualities like intelligence, 
self-confidence, etc. Trait theories were based on physical attributes (height, appearance), personality 
characteristics(extrovert), skills and abilities and interpersonal relationships. The problem with this theory was 
that there were so many other traits that leaders had. Also, the leader may not have a particular mentioned trait 
but could still be a leader. Likewise the absence of some traits does not necessarily disqualify a leader.  (Theses, 
2007)

The terms leader and leadership are used simultaneously without clarifying the difference between both.  
According to (Leithwood, 2012) leadership is defined as “ the  exercise of influence on organizational members 
and diverse stakeholders towards the identification and achievement of organization’s visions and goals”. This 
states that leadership can be joint responsibility of administrators, parents, stakeholders and not the onus on a 
single person like a principal. 
Leaders are those who motivate and inspire others to achieve the goals of the organization. (Leithwood, 2012) 
mentions what are the leader practices or bundles of activities exercised by a person or group of persons. 
Leadership nowadays has evolved more than the social exchange and control process to more ‘bringing forth’ 
style of leadership.(Kelly, 2020). According to Koontz and O’Donnell “Leadership is the process of influencing 
people so that they will strive willingly towards the achievement of group goals.” (n.d.)
So, leadership from the above definitions is a process where a person influences and transforms his team or 
followers to achieve the goals or objectives of an organisation.
From the academic viewpoint, leadership in education is a process where the school principal and different 
heads of the organisation influence teachers and other stakeholders (parents, students, government) to attain a 
holistic student achievement. Effective school leadership can influence teaching and learning environments, 
promote student learning, and promote organisational policies that stakeholders can endorse. (Bellibas and Liu, 
2018).
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2.5  Education leadership in Oman

2.3.1 “Great Man” Theory: 

2.4.4 Situational Theory: 

In this theory its assumed that great leaders are born and not made. This theory portrays leaders as heroic, 
mythical and emerge as leaders when required. Earlier leadership was thought of predominantly as a male 
quality and with reference to military leadership.

In this theory its assumed that great leaders are born and not made. This theory portrays leaders as heroic, 
mythical and emerge as leaders when required. Earlier leadership was thought of predominantly as a male 
quality and with reference to military leadership.

2.4.5 Behavioural Theory: 

2.4.5 Transformational Theory

In this theory its assumed that great leaders are born and not made. This theory portrays leaders as heroic, 
mythical and emerge as leaders when required. Earlier leadership was thought of predominantly as a male 
quality and with reference to military leadership.

Since its inception in 1970, Transformational leadership has been widely researched through qualitative studies 
in leaders and CEOs of organisations. Articles published in Leadership Quarterly from 1990 to 2000 illustrated 
that 34% of the articles were about transformational or charismatic leadership(Hannah and Lester, 2000).
Transformational leadership is beyond the individual’s needs which can be satisfied through a contingent 
reward, its deeper which makes the followers to move above their mere concerns to the concerns of the 
organisation.(Avolio, Walumbwa and Weber, 2009)
Effective school leadership can influence teaching and learning environments, promote student learning, and 
promote organisational policies that stakeholders can endorse. (Bellibas and Liu, 2018).

It is necessary to incorporate the culture of Oman and the expatriate working culture which is unique to the Gulf 
countries. According to Article 22 of the Basic law of State: “A safe life is a right for every human being, and 
Oman shall provide security and tranquillity for its citizens and every resident on its territory”, while Article 23 
claims: “Personal freedom is guaranteed according to the law, and others”. (Al’Abri et al., 2022)This is one of 
the articles that dealt with the rights of citizens and those of residents on the land of Oman.This shows a concern 
for cultural and civilizational diversity, respect for others regardless of their identity, and the reinforcement of 
these values by the regime in Oman. Likewise, the analysis of Oman Vision 2040 revealed that the principle of 
cultural and civilizational diversity has been included in one of the vision’s objectives, which is “a conscious 
knowledge-based society that preserves its identity, with skills and capabilities, and keeps pace with knowledge 
developments and technical changes” within the priority of citizenship, identity, heritage, and national 
culture.(Al’Abri et al., 2022) Oman has always been a peaceful country because of its tolerance and 
encouragement to various cultures and diversities prevailing here. With relevance to this research, it is necessary 
to understand that expatriate teachers and school leaders have been an important part of Omani culture in terms 
of incorporating worldwide education within the Omani system. Also, all expatriates are in a contractual system 
of work and job security is one of the major contributors of motivation. As per the report of Vision 2040 of 
Oman, in the case of teachers, the ratio of Omanization is 77% for females and 75% for males. (Team, 2019) 
(Anon., n.d.)

28



3. RESEARCH DESIGN & METHODOLOGY

2.6 Leadership in private schools in Oman

3.1  Research Philosophy

3.2  Research Design and Rationale

3.5 Research Ethics

3.6 Population & Sampling

In this research, we are going to focus on the international schools and community schools which fall under the 
domain of private schools. The schools can choose their curriculum subject to the approvals and accordance 
with the Ministry of Education. Local students can join private schools but must pay the fees unlike free 
education for them in government schools. So according to the expatriate population there are international 
schools which cater to different curriculum like IGCSE, IB, etc. Private schools can choose their school heads, 
principals, teachers and administrative staff as per Ministry requirements, which prevents the private schools 
from choosing as per their choices.(Mohamed and Abri, 2018) There is not much literature available on the 
recruitment process with regards to leadership qualities for school heads.

In educational research, ethics is concerned with not harming the interests and well-being of the people on 
whom research is being done. Ethics are moral principles governing the conduct of an individual, a group or an 
organization. While conducting research, a researcher must follow ethical principles which should guide them 
in the conduct of research, dealing with people and finally collecting and analyzing data. The extent to which 
people’s interests can be harmed directly or indirectly is not well-known. Harm can be in the form of damage to 
reputation, being hurt by accusations or losing their credibility. Sometimes an individual or his interests can be 
harmed, sometimes it can be a group, a school, a school community or even an entire racial or ethnic group.

For this study, probability sampling was the best option as the participants and their background were known 
and they were representatives of the sample population. And among the four major random sampling 
procedures, simple random sampling, stratified sampling, cluster sampling and systematic random sampling, 
the systematic random was chosen as sampling of selecting secondary level teachers amongst all other teachers 
in the school.
The target population for this current study were the secondary level teachers who have many years of 
experience in their respective fields from my current workplace. A random selection of thirteen secondary 
school teachers was done and the number of teachers selected for interview were two. Again, to reiterate the fact 
that all schools were closed in Oman for summer break, it was difficult to reach out to the other private school 
secondary teachers. The actual sample size predicted would be a minimum of 10-12 secondary level expatriate 
teachers from 10 schools in Muscat to achieve a size of 100 teachers.

For this proposed study, however it will lean more on quantitative research rather than qualitative. The reason 
being that schools are closed for the summer break now and it is difficult to engage in semi structured interviews 
with them.

For this study the use of pragmatic framework has been adopted to examine the impact of transformational 
leadership on secondary level teachers.
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3.7  Research instrumentation:
In educational research, ethics is concerned with not harming the interests and well-being of the people on 
whom research is being done. Ethics are moral principles governing the conduct of an individual, a group or an 
organization. While conducting research, a researcher must follow ethical principles which should guide them 
in the conduct of research, dealing with people and finally collecting and analyzing data. The extent to which 
people’s interests can be harmed directly or indirectly is not well-known. Harm can be in the form of damage to 
reputation, being hurt by accusations or losing their credibility. Sometimes an individual or his interests can be 
harmed, sometimes it can be a group, a school, a school community or even an entire racial or ethnic group.

3.7.1  Questionnaires: A questionnaire is one of the primary means of collecting quantitative data. It is one of 
the backbones of any survey and the success of it lies in the formulating of questions. Questionnaires are fast 
and inexpensive. (Roopa and Rani, 2012)The things that were kept in mind while framing the questionnaire 
were:
• To keep the questionnaire short
• To frame simple questions
• To organise in a sequence.
• To use simple terms so that the participant reads and understands clearly.
The questionnaires were prepared on google forms and sent out to the participants. The advantages of a 
questionnaire for this study were that it could be accessed over a wider geographical area rather than the earlier 
pen and paper questionnaire. Due to the advanced technology, google forms prepare a quick survey response 
with charts which are user friendly. The questionnaires were prepared after going through the literature review 
from studies done in schools relating to school leadership and adapted to the requirements of this study. Also 
some style of questioning was taken from Said Nasser Al-Farsi (Theses, 2007). For reference a copy of the 
questionnaire is attached in appendix. A letter sent to the selected participants mentioning the reason of this 
study is attached. The first part of the questionnaire is general which gathers information about academic 
qualifications, experience, and age. The second part of the questionnaire consists of topics related to vision, 
collaboration, motivation, empathy. For this pilot study it was narrowed down to ten questions. The google 
survey forms allows us to choose the method of questioning. The method chosen was the Likert five-point scale 
where the participants had to choose between this 5-point scale of Strongly Agree, Agree, Neutral, Disagree, 
Strongly Disagree. The reason for choosing this method was that the participants were already aware of this 
questionnaire technique as it is widely used in school surveys. Moreover, this method is easier and quicker to 
answer.
The limitations of this chosen technique can be that the participant may have some other view, but he is 
restricted to choosing from the scale given.

 3.7.2 Interviews:    For this study, a semi structured interview was used to get a further in-depth information 
from the teachers based on the questions asked in the questionnaire. The number of participants selected were 
two. The interview questions were based on literature review of schools with related topics. The questions asked 
in the interview are attached in the appendix. The mode of conduct of interview was online face-to-face through 
zoom meeting. The interviews were taken to further understanding of the leadership practices, one was chosen 
who was in the school for many years and the other who had joined a year back to get different perspectives.

30



4. FINDINGS

3.8   Data Collection

3.11 Data Analysis: 

4.1  Data analysis of Questionnaires:

The first stage began with questionnaires and then after having understood the responses of participants, 
interviews were conducted as further extension of the questionnaires. A letter of the purpose of the survey was 
sent to the teachers by email (attached in the appendix). The questionnaires were kept brief and clear. The 
selection was based on secondary level teachers from one school for this pilot study. 
The second stage was in-depth semi structured interviews to further understand the leadership practices of the 
school. The number of participants chosen were two from the secondary level. The interviews were conducted 
online as teachers were on vacation. The medium was through zoom where the interviews were recorded. 
During the interviews notes were taken and later at the end transcripts of the audio were saved for finding the 
analysis. 

An inductive approach was used for analysing the data for the semi-structured interviews. Notes were taken 
down during interviews. The data after being recorded was transcribed and analysed according to the objectives 
of the study. A particular set of patterns were formed from the observations which were grouped together. 
According to(Saunders et al., 2019) thematic analysis is very systematic as it integrates the data from the 
different transcripts and notes and identifies key themes for further interpretation. Therefore, thematic analysis 
was used in analysing research data.

The main purpose of this data analysis was to investigate the perceived transformational leadership values and 
its impact on secondary level teachers. After the questionnaires were filled, the data was transferred to excel 
sheet and coded. Later it was transferred to SPSS, the statistical package for social scientists. From this survey 
the purpose was to find out how many teachers have a similar pattern of thinking with concerns to leadership.
The sample consisted of thirteen secondary level teachers. The number of male teachers was four and rest nine 
were female teachers. Eleven teachers have completed their master’s degree and two teachers have completed 
their bachelors in respective fields.
The questionnaire was restricted to ten questions and participants had to answer in the 5-point Likert scale. The 
codes given were:
1-Strongly Disagree    2-Disagree    3-Neutral    4- Agree     5-Strongly Agree.

Table 2: The first variable was do leaders share the school vision and mission.

The responses show that 53.8% strongly agree that the leaders share the vision and mission of the school, 30.8% 
teachers agree, and 15.4% teachers are of the opinion that it is not shared.
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Majority of teachers feel that there is strong collaboration amongst teachers and leaders. Nobody has refuted this 
variable.

Table 3: The second variable: Encouragement of Collaboration.

Table 4: The third variable: Valuing individual strength of teachers and encouragement.

Table 5: The fourth variable: Promoting Learning Environment.

Table 6: The fifth variable: Building confidence and self-esteem.

In this question, again most of the teachers agree or strongly agree that the leaders are concerned about the 
strength of teachers and give them encouragement whenever required. 

For this question, 88.8% teachers agree that there is an environment for further learning. There are 
15.4%teachers who remain neutral to this point. 
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     Table 7: The sixth variable: Easy accessibility and communication

   Table 8: The seventh variable: Confident in leaders

Table 9: The eighth variable: Leaders recognise the strengths of teachers

Table 10: The ninth variable: Teachers allowed to exercise leadership and be innovative

This analysis has raised different opinions as compared to the earlier ones. 84.7% teachers have agreed that 
leaders encourage building confidence and self-esteem. 7.7% have remained neutral and 7.7% have not agreed. 

This variable also has elicited that all teachers agree that it is possible to communicate easily to their leaders and 
they have an easy access to the leaders.

The question was concerning if the teachers feel confident in their leaders. 30.8% showed that they strongly 
agree to this. 53.8% teachers agreed to this, and 15.4% teachers remained neutral.

For this question of whether leaders recognise the strengths of teachers, 84.7% have agreed that leaders 
recognise and encourage and 15.4% have remained neutral.
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Table 11: The tenth variable: Professional integrity of leaders.

Table 12: The eleventh variable: Reflection and effectiveness of leadership

   Table 13: The twelfth variable: Leaders reflect empathy and sympathy

This question has elicited different responses from the teachers. 77% agree that they are allowed to exercise 
leadership and exhibit their innovativeness. 15.4% have remained neutral and 7.7% did not agree.

Table 12 shows variances in the responses. 84.7% agree that leaders reflect on and improve the effectiveness of 
their own leadership. 7.7% have remained neutral and 7.7% disagreed with it.

Table 13 shows that 94.4 % teachers agreed that the leaders showed empathy and sympathy to them whereas 
only 7.7% did not agree.

The point of query was whether school leaders demonstrated professional integrity. 84.7% agree that leaders 
show integrity while 15.4% have not agreed. 
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4.1  Data analysis of Questionnaires:

4.3 Data analysis from the interviews conducted:

  Table 14:  Mean and Standard Deviation

The mean analysis shows a commonality of responses between 4 and 5, with 4 being agree and 5 being strongly 
agree.
Analysing the standard deviation value indicates, there is greater variability amongst the teachers only for three 
variables that is leaders sharing the mission and vision of the institution, leaders showing empathy and 
sympathy and leaders allowing teachers to exercise leadership and be innovative. 

The purpose of the questionnaire was to verify if the School Heads followed certain behaviours or attitudes 
which represent transformational leadership styles. From the responses given by the secondary level teachers, 
most of them agreed with the questions asked. There were some minor variations or less disagreements or some 
being neutral.

To enhance the findings from the questionnaires, zoom based interviews with two secondary level teachers were 
conducted. The interview questions were an extension of the questions asked in the questionnaire. The semi 
structured interview consisted of 10 questions. The purpose of the interview was conveyed to the teachers and 
the meetings were fixed through zoom as all teachers were on vacation. Notes were taken during the interviews; 
the sessions were recorded in both audio and video mode. Later transcripts were made for both the interviewees. 

Based on literature review the following step by step approach for qualitative analysis was adopted. (Akinyode 
and Khan, 2018), Lama Jbara. 
a. Data Logging: The first stage in this process is data logging or data documentation where the raw data was 
collected in both the audio and video form and transcripts done.

b. Anecdotes: The next step was to form themes or patterns for future reviewing.            
 c. Vignettes: These help to make better interpretation of the findings and make it more credible.
d. Data-Coding: This helped separating data into categories or nodes which will later help for re-examining.

After a detailed review of the transcription, the basic themes were noted, and similar patterns were formed as 
Organizing themes. And the final summary of these themes which is also known as Global theme were formed 
for each question answered.

Question 1: Do you know what are the mission and vision of the school? Are you included when the visions are 
being formed?
The key themes that emerged were:
1.Point of view taken
2.Includes teacher’s perspective
3.Final implementation not shared

This pilot study was to find out how transformational leadership plays a role in the learning and development of 
secondary level teachers in an educational institution. In this study the mixed method analysis was attempted to 
enlarge the spectrum of the findings by using qualitative approach of semi structured interviews and quantitative 
approach of questionnaires. The main reasons for adapting this method as per (Doyle et al., 2009) are:
1.Triangulation: There is more validity in the study as there is an interrelated confirmation from both qualitative 
and quantitative analysis.
2.Completeness: One can get a complete and more comprehensive picture from both the approaches.
3.Offsetting weakness and providing stronger inferences: By using a mixed method approach, the limitations of 
each approach can be reduced, and more focus can be applied on the advantages.
4.Answering different research questions: The obstacles of detailed questioning in a questionnaire can be 
overcome if there is an interview or case study or focus group to elongate the questions asked in the question-
naire. 
5.Illustration of data: The metaphor of (Bryman, 2006) “putting meat on bones” is an apt way of describing how 
qualitative approach can bring forth a better understanding of dry quantitative data.

The results from the questionnaires provided analysis that a leader’s transformational attributes like collabora-
tion, empathy, etc. are very important for building the trust of senior secondary teachers in an educational 
institution. This environment of mutual trust and confidence is a key essential item for school effectiveness and 
success.  As per the findings from the questionnaires, majority of the teachers agreed that the school leaders 

were satisfied with their leaders.
The findings from the interviews also supported the questionnaires. The findings were consistent with the quan-
titative analysis. It further reiterated the fact that if a leader through his traits created a contented environment 
in an institution, it would enable the teachers to focus on enhancing their teaching practices and achieving 
student development. 
Based on both the findings, it is possible to state that the research hypothesis “There is a positive relationship 
between transformational leadership attributes of school leaders on schoolteachers” is true. There is a positive 
relation between the perceptions and attitudes of secondary teachers towards the characteristics of transforma-
tional leaders in secondary level institutions. Leaders play a fundamental role in the school in developing a 
positive school climate by ensuring collaboration amongst teachers, constantly enhancing teaching practices 
through continuous training courses for the betterment of both teachers and students and ensuring continuous 
success and recognition to the school. Also post covid, more attributes for leadership need be added such as 
empathy, crisis and change management, technology savvy must be incorporated towards better institutional 
practices. A constant upgrading of skills is imperative for the leaders to ensure their own survival. 
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Question 2: Do leaders engage you collaboratively? How?

To enhance the findings from the questionnaires, zoom based interviews with two secondary level teachers were 
conducted. The interview questions were an extension of the questions asked in the questionnaire. The semi 
structured interview consisted of 10 questions. The purpose of the interview was conveyed to the teachers and 
the meetings were fixed through zoom as all teachers were on vacation. Notes were taken during the interviews; 
the sessions were recorded in both audio and video mode. Later transcripts were made for both the interviewees. 

Based on literature review the following step by step approach for qualitative analysis was adopted. (Akinyode 
and Khan, 2018), Lama Jbara. 
a. Data Logging: The first stage in this process is data logging or data documentation where the raw data was 
collected in both the audio and video form and transcripts done.

b. Anecdotes: The next step was to form themes or patterns for future reviewing.            
 c. Vignettes: These help to make better interpretation of the findings and make it more credible.
d. Data-Coding: This helped separating data into categories or nodes which will later help for re-examining.

After a detailed review of the transcription, the basic themes were noted, and similar patterns were formed as 
Organizing themes. And the final summary of these themes which is also known as Global theme were formed 
for each question answered.

Question 1: Do you know what are the mission and vision of the school? Are you included when the visions are 
being formed?
The key themes that emerged were:
1.Point of view taken
2.Includes teacher’s perspective
3.Final implementation not shared

1.The key themes that emerged were:
2.Regular meetings

Participant 1: 
There are coordination meetings, where teachers sit with their lesson plans, and they discuss the pros and the 
cons of what is going well, what practices are going well, what is not working.

Question 3: Is there encouragement and feedback given on your strengths and weaknesses?
The key theme was:
Positive reinforcement 

Participant 2: Yes, we have our evaluation meetings observations are done, wherein we are informed as to 
what to do and how good you are, what are your plus points? And how the negatives can be improved on we 
do have regular meetings.

Question 4: How is the scope of your professional development?
The point that emerged was:
Self-Development

Participant 1: I believe, in the past five years itself, there has never has not been a single year where I have not 
been included in for professional development, be it internal or external. So, I believe that scope is very high. 
And I have improved myself professionally quite a lot over the past few years.

Question 5: Do you feel confident to put forth your views?
The main point that emerged from this question:
Confidence in the system

Participant 1: Yes, I feel confident when it is limited to my headmistress, that is my direct point of contact. 
With her, it's very open. And she’s herself is very open to taking views. However, if I go beyond that, I believe 
there's a little bit of hesitancy there, I am still not very confident there.
Participant 2: My views are taken into consideration and things are improvised accordingly. So, the teachers 
have no qualms in putting forth their ideas. Because your words are taken into consideration, and it does make 
you feel a part of the system.

Question 6: How approachable are your leaders?
The key theme emerging is:
Very approachable

Participant 2: Very approachable. It's like an open-door policy and so the teachers can go and talk to the 
principal or the headmistress or the coordinators without any kind of hesitation.

Question 7: Do you have confidence in your leaders?
The key theme in this answer:
Feeling of being supported

Question 8: Are there chances of self-growth and which are recognized by leaders?
The key point developing here is:
Constant Self-Growth.

Question 9: Are your leaders sympathetic and empathic?
The main point here will be:
Empathic

Participant 2: whether it's in your personal dealings or in the professional way, they’re quite empathetic and 
which is a good thing.

Question 10: Are feedback given by you have taken positively by the leaders?
The key point here is:
Positive feedback

Participant 1: Feedback by teachers is taken in a positive way, there is no negativity or any reprimand.

Probing for any further input from the participants, the reply given by participant 1 was apt.
Participant 1: Well, over the past eight years that I have been in this profession and career, I feel that a leader is 
someone who, you know, leads by example, like if he wants something from his teammates and team mem-
bers to do something, he should put himself in the forefront and first perform that act by himself.  School 
leaders or leaders in any organization should also go for continuous upgrading of their skills, like we tell 

students that they should be lifelong learners, then it should move on to up the ladder teachers and leaders 
should also be lifelong learners.  This will result in the creation of   a community or a learning environment 
which creates lifelong learning and self-development. So, a leader should be so articulate about his vision that 
he brings it forth through his words and actions. The other team members also start visualizing it that it 
becomes their vision. And when that vision is common, I believe leaders anyone can achieve anything.

This pilot study was to find out how transformational leadership plays a role in the learning and development of 
secondary level teachers in an educational institution. In this study the mixed method analysis was attempted to 
enlarge the spectrum of the findings by using qualitative approach of semi structured interviews and quantitative 
approach of questionnaires. The main reasons for adapting this method as per (Doyle et al., 2009) are:
1.Triangulation: There is more validity in the study as there is an interrelated confirmation from both qualitative 
and quantitative analysis.
2.Completeness: One can get a complete and more comprehensive picture from both the approaches.
3.Offsetting weakness and providing stronger inferences: By using a mixed method approach, the limitations of 
each approach can be reduced, and more focus can be applied on the advantages.
4.Answering different research questions: The obstacles of detailed questioning in a questionnaire can be 
overcome if there is an interview or case study or focus group to elongate the questions asked in the question-
naire. 
5.Illustration of data: The metaphor of (Bryman, 2006) “putting meat on bones” is an apt way of describing how 
qualitative approach can bring forth a better understanding of dry quantitative data.

The results from the questionnaires provided analysis that a leader’s transformational attributes like collabora-
tion, empathy, etc. are very important for building the trust of senior secondary teachers in an educational 
institution. This environment of mutual trust and confidence is a key essential item for school effectiveness and 
success.  As per the findings from the questionnaires, majority of the teachers agreed that the school leaders 

were satisfied with their leaders.
The findings from the interviews also supported the questionnaires. The findings were consistent with the quan-
titative analysis. It further reiterated the fact that if a leader through his traits created a contented environment 
in an institution, it would enable the teachers to focus on enhancing their teaching practices and achieving 
student development. 
Based on both the findings, it is possible to state that the research hypothesis “There is a positive relationship 
between transformational leadership attributes of school leaders on schoolteachers” is true. There is a positive 
relation between the perceptions and attitudes of secondary teachers towards the characteristics of transforma-
tional leaders in secondary level institutions. Leaders play a fundamental role in the school in developing a 
positive school climate by ensuring collaboration amongst teachers, constantly enhancing teaching practices 
through continuous training courses for the betterment of both teachers and students and ensuring continuous 
success and recognition to the school. Also post covid, more attributes for leadership need be added such as 
empathy, crisis and change management, technology savvy must be incorporated towards better institutional 
practices. A constant upgrading of skills is imperative for the leaders to ensure their own survival. 
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1.The key themes that emerged were:
2.Regular meetings

Participant 1: 
There are coordination meetings, where teachers sit with their lesson plans, and they discuss the pros and the 
cons of what is going well, what practices are going well, what is not working.

Question 3: Is there encouragement and feedback given on your strengths and weaknesses?
The key theme was:
Positive reinforcement 

Participant 2: Yes, we have our evaluation meetings observations are done, wherein we are informed as to 
what to do and how good you are, what are your plus points? And how the negatives can be improved on we 
do have regular meetings.

Question 4: How is the scope of your professional development?
The point that emerged was:
Self-Development

Participant 1: I believe, in the past five years itself, there has never has not been a single year where I have not 
been included in for professional development, be it internal or external. So, I believe that scope is very high. 
And I have improved myself professionally quite a lot over the past few years.

Question 5: Do you feel confident to put forth your views?
The main point that emerged from this question:
Confidence in the system

Participant 1: Yes, I feel confident when it is limited to my headmistress, that is my direct point of contact. 
With her, it's very open. And she’s herself is very open to taking views. However, if I go beyond that, I believe 
there's a little bit of hesitancy there, I am still not very confident there.
Participant 2: My views are taken into consideration and things are improvised accordingly. So, the teachers 
have no qualms in putting forth their ideas. Because your words are taken into consideration, and it does make 
you feel a part of the system.

Question 6: How approachable are your leaders?
The key theme emerging is:
Very approachable

Participant 2: Very approachable. It's like an open-door policy and so the teachers can go and talk to the 
principal or the headmistress or the coordinators without any kind of hesitation.

Question 7: Do you have confidence in your leaders?
The key theme in this answer:
Feeling of being supported

Question 8: Are there chances of self-growth and which are recognized by leaders?
The key point developing here is:
Constant Self-Growth.

Question 9: Are your leaders sympathetic and empathic?
The main point here will be:
Empathic

Participant 2: whether it's in your personal dealings or in the professional way, they’re quite empathetic and 
which is a good thing.

Question 10: Are feedback given by you have taken positively by the leaders?
The key point here is:
Positive feedback

Participant 1: Feedback by teachers is taken in a positive way, there is no negativity or any reprimand.

Probing for any further input from the participants, the reply given by participant 1 was apt.
Participant 1: Well, over the past eight years that I have been in this profession and career, I feel that a leader is 
someone who, you know, leads by example, like if he wants something from his teammates and team mem-
bers to do something, he should put himself in the forefront and first perform that act by himself.  School 
leaders or leaders in any organization should also go for continuous upgrading of their skills, like we tell 

students that they should be lifelong learners, then it should move on to up the ladder teachers and leaders 
should also be lifelong learners.  This will result in the creation of   a community or a learning environment 
which creates lifelong learning and self-development. So, a leader should be so articulate about his vision that 
he brings it forth through his words and actions. The other team members also start visualizing it that it 
becomes their vision. And when that vision is common, I believe leaders anyone can achieve anything.

This pilot study was to find out how transformational leadership plays a role in the learning and development of 
secondary level teachers in an educational institution. In this study the mixed method analysis was attempted to 
enlarge the spectrum of the findings by using qualitative approach of semi structured interviews and quantitative 
approach of questionnaires. The main reasons for adapting this method as per (Doyle et al., 2009) are:
1.Triangulation: There is more validity in the study as there is an interrelated confirmation from both qualitative 
and quantitative analysis.
2.Completeness: One can get a complete and more comprehensive picture from both the approaches.
3.Offsetting weakness and providing stronger inferences: By using a mixed method approach, the limitations of 
each approach can be reduced, and more focus can be applied on the advantages.
4.Answering different research questions: The obstacles of detailed questioning in a questionnaire can be 
overcome if there is an interview or case study or focus group to elongate the questions asked in the question-
naire. 
5.Illustration of data: The metaphor of (Bryman, 2006) “putting meat on bones” is an apt way of describing how 
qualitative approach can bring forth a better understanding of dry quantitative data.

The results from the questionnaires provided analysis that a leader’s transformational attributes like collabora-
tion, empathy, etc. are very important for building the trust of senior secondary teachers in an educational 
institution. This environment of mutual trust and confidence is a key essential item for school effectiveness and 
success.  As per the findings from the questionnaires, majority of the teachers agreed that the school leaders 

were satisfied with their leaders.
The findings from the interviews also supported the questionnaires. The findings were consistent with the quan-
titative analysis. It further reiterated the fact that if a leader through his traits created a contented environment 
in an institution, it would enable the teachers to focus on enhancing their teaching practices and achieving 
student development. 
Based on both the findings, it is possible to state that the research hypothesis “There is a positive relationship 
between transformational leadership attributes of school leaders on schoolteachers” is true. There is a positive 
relation between the perceptions and attitudes of secondary teachers towards the characteristics of transforma-
tional leaders in secondary level institutions. Leaders play a fundamental role in the school in developing a 
positive school climate by ensuring collaboration amongst teachers, constantly enhancing teaching practices 
through continuous training courses for the betterment of both teachers and students and ensuring continuous 
success and recognition to the school. Also post covid, more attributes for leadership need be added such as 
empathy, crisis and change management, technology savvy must be incorporated towards better institutional 
practices. A constant upgrading of skills is imperative for the leaders to ensure their own survival. 
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4.4 Conclusion from the analysis of interviews:

4.4 Conclusion from the analysis of interviews:

1.The key themes that emerged were:
2.Regular meetings

Participant 1: 
There are coordination meetings, where teachers sit with their lesson plans, and they discuss the pros and the 
cons of what is going well, what practices are going well, what is not working.

Question 3: Is there encouragement and feedback given on your strengths and weaknesses?
The key theme was:
Positive reinforcement 

Participant 2: Yes, we have our evaluation meetings observations are done, wherein we are informed as to 
what to do and how good you are, what are your plus points? And how the negatives can be improved on we 
do have regular meetings.

Question 4: How is the scope of your professional development?
The point that emerged was:
Self-Development

Participant 1: I believe, in the past five years itself, there has never has not been a single year where I have not 
been included in for professional development, be it internal or external. So, I believe that scope is very high. 
And I have improved myself professionally quite a lot over the past few years.

Question 5: Do you feel confident to put forth your views?
The main point that emerged from this question:
Confidence in the system

Participant 1: Yes, I feel confident when it is limited to my headmistress, that is my direct point of contact. 
With her, it's very open. And she’s herself is very open to taking views. However, if I go beyond that, I believe 
there's a little bit of hesitancy there, I am still not very confident there.
Participant 2: My views are taken into consideration and things are improvised accordingly. So, the teachers 
have no qualms in putting forth their ideas. Because your words are taken into consideration, and it does make 
you feel a part of the system.

Question 6: How approachable are your leaders?
The key theme emerging is:
Very approachable

Participant 2: Very approachable. It's like an open-door policy and so the teachers can go and talk to the 
principal or the headmistress or the coordinators without any kind of hesitation.

Question 7: Do you have confidence in your leaders?
The key theme in this answer:
Feeling of being supported

Question 8: Are there chances of self-growth and which are recognized by leaders?
The key point developing here is:
Constant Self-Growth.

Question 9: Are your leaders sympathetic and empathic?
The main point here will be:
Empathic

Participant 2: whether it's in your personal dealings or in the professional way, they’re quite empathetic and 
which is a good thing.

Question 10: Are feedback given by you have taken positively by the leaders?
The key point here is:
Positive feedback

Participant 1: Feedback by teachers is taken in a positive way, there is no negativity or any reprimand.

Probing for any further input from the participants, the reply given by participant 1 was apt.
Participant 1: Well, over the past eight years that I have been in this profession and career, I feel that a leader is 
someone who, you know, leads by example, like if he wants something from his teammates and team mem-
bers to do something, he should put himself in the forefront and first perform that act by himself.  School 
leaders or leaders in any organization should also go for continuous upgrading of their skills, like we tell 

students that they should be lifelong learners, then it should move on to up the ladder teachers and leaders 
should also be lifelong learners.  This will result in the creation of   a community or a learning environment 
which creates lifelong learning and self-development. So, a leader should be so articulate about his vision that 
he brings it forth through his words and actions. The other team members also start visualizing it that it 
becomes their vision. And when that vision is common, I believe leaders anyone can achieve anything.

The points emerging from the interviews were:
The school leaders do embrace the philosophy of Transformational leadership. They have mostly incorporated 
the seven major characteristics of Transformational Leadership (Michigan, 2022) which are:
a. Openness to New Thinking
b. Talent for Broadening Minds
c. Commitment to Active Listening
d. Tolerance for Intelligent Risks
e. Willingness to accept responsibility
f. Trust in team members
g. Ability to inspire participation.
The point of sharing the mission and vision of the school needs to be communicated clearly downwards and 
everyone needs to align themselves towards the mission. Secondary teachers feel supported by their leaders 
and are encouraged for self-growth through professional development courses. There is collaboration between 
teachers and leaders and teachers’ recommendations are considered.

This pilot study was to find out how transformational leadership plays a role in the learning and development of 
secondary level teachers in an educational institution. In this study the mixed method analysis was attempted to 
enlarge the spectrum of the findings by using qualitative approach of semi structured interviews and quantitative 
approach of questionnaires. The main reasons for adapting this method as per (Doyle et al., 2009) are:
1.Triangulation: There is more validity in the study as there is an interrelated confirmation from both qualitative 
and quantitative analysis.
2.Completeness: One can get a complete and more comprehensive picture from both the approaches.
3.Offsetting weakness and providing stronger inferences: By using a mixed method approach, the limitations of 
each approach can be reduced, and more focus can be applied on the advantages.
4.Answering different research questions: The obstacles of detailed questioning in a questionnaire can be 
overcome if there is an interview or case study or focus group to elongate the questions asked in the question-
naire. 
5.Illustration of data: The metaphor of (Bryman, 2006) “putting meat on bones” is an apt way of describing how 
qualitative approach can bring forth a better understanding of dry quantitative data.

The results from the questionnaires provided analysis that a leader’s transformational attributes like collabora-
tion, empathy, etc. are very important for building the trust of senior secondary teachers in an educational 
institution. This environment of mutual trust and confidence is a key essential item for school effectiveness and 
success.  As per the findings from the questionnaires, majority of the teachers agreed that the school leaders 

were satisfied with their leaders.
The findings from the interviews also supported the questionnaires. The findings were consistent with the quan-
titative analysis. It further reiterated the fact that if a leader through his traits created a contented environment 
in an institution, it would enable the teachers to focus on enhancing their teaching practices and achieving 
student development. 
Based on both the findings, it is possible to state that the research hypothesis “There is a positive relationship 
between transformational leadership attributes of school leaders on schoolteachers” is true. There is a positive 
relation between the perceptions and attitudes of secondary teachers towards the characteristics of transforma-
tional leaders in secondary level institutions. Leaders play a fundamental role in the school in developing a 
positive school climate by ensuring collaboration amongst teachers, constantly enhancing teaching practices 
through continuous training courses for the betterment of both teachers and students and ensuring continuous 
success and recognition to the school. Also post covid, more attributes for leadership need be added such as 
empathy, crisis and change management, technology savvy must be incorporated towards better institutional 
practices. A constant upgrading of skills is imperative for the leaders to ensure their own survival. 
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This pilot study was to find out how transformational leadership plays a role in the learning and development of 
secondary level teachers in an educational institution. In this study the mixed method analysis was attempted to 
enlarge the spectrum of the findings by using qualitative approach of semi structured interviews and quantitative 
approach of questionnaires. The main reasons for adapting this method as per (Doyle et al., 2009) are:
1.Triangulation: There is more validity in the study as there is an interrelated confirmation from both qualitative 
and quantitative analysis.
2.Completeness: One can get a complete and more comprehensive picture from both the approaches.
3.Offsetting weakness and providing stronger inferences: By using a mixed method approach, the limitations of 
each approach can be reduced, and more focus can be applied on the advantages.
4.Answering different research questions: The obstacles of detailed questioning in a questionnaire can be 
overcome if there is an interview or case study or focus group to elongate the questions asked in the question-
naire. 
5.Illustration of data: The metaphor of (Bryman, 2006) “putting meat on bones” is an apt way of describing how 
qualitative approach can bring forth a better understanding of dry quantitative data.

The results from the questionnaires provided analysis that a leader’s transformational attributes like collabora-
tion, empathy, etc. are very important for building the trust of senior secondary teachers in an educational 
institution. This environment of mutual trust and confidence is a key essential item for school effectiveness and 
success.  As per the findings from the questionnaires, majority of the teachers agreed that the school leaders 

were satisfied with their leaders.
The findings from the interviews also supported the questionnaires. The findings were consistent with the quan-
titative analysis. It further reiterated the fact that if a leader through his traits created a contented environment 
in an institution, it would enable the teachers to focus on enhancing their teaching practices and achieving 
student development. 
Based on both the findings, it is possible to state that the research hypothesis “There is a positive relationship 
between transformational leadership attributes of school leaders on schoolteachers” is true. There is a positive 
relation between the perceptions and attitudes of secondary teachers towards the characteristics of transforma-
tional leaders in secondary level institutions. Leaders play a fundamental role in the school in developing a 
positive school climate by ensuring collaboration amongst teachers, constantly enhancing teaching practices 
through continuous training courses for the betterment of both teachers and students and ensuring continuous 
success and recognition to the school. Also post covid, more attributes for leadership need be added such as 
empathy, crisis and change management, technology savvy must be incorporated towards better institutional 
practices. A constant upgrading of skills is imperative for the leaders to ensure their own survival. 
 

Akinyode, B.F. and Khan, T.H. (2018) ‘Step by step approach for qualitative data analysis’, International 
Journal of Built Environment and Sustainability, 5(3), pp. 163–174. https://doi.org/10.11113/ijbes.v5.n3.267.
Al’Abri, K.M., Ambusaidi, A.K. and Alhadi, B.R. (2022) ‘Promoting Global Citizenship Education (GCED) in 
the Sultanate of Oman: An Analysis of National Policies’, Sustainability, 14(12), p. 7140. https://-
doi.org/10.3390/su14127140.
Avolio, B.J., Walumbwa, F.O. and Weber, T.J. (2009) ‘Leadership: Current theories, research, and future direc-
tions’, Annual Review of Psychology, 60, pp. 421–449. https://doi.org/10.1146/annurev.-
psych.60.110707.163621.
Bass, B.M. and Riggio, R.E. (2005) ‘Transformational leadership: Second edition’, Transformational Leader-

ship: Second Edition, pp. 1–282. https://doi.org/10.4324/9781410617095.
Becker, F.G. et al. (2015) No Title, Syria Studies. Available at: https://www.researchgate.net/publica-
tion/269107473_What_is_governance/link/548173090cf22525dcb61443/download%0Ahttp://www.econ.upf.
edu/~reynal/Civil wars_12December2010.pdf%0Ahttps://think-asia.org/han-
dle/11540/8282%0Ahttps://www.jstor.org/stable/41857625.
Bellibas, M.S. and Liu, Y. (2018) ‘The effects of principals’ perceived instructional and distributed leadership 
practices on their perceptions of school climate’, International Journal of Leadership in Education, 21(2), pp. 
226–244. https://doi.org/10.1080/13603124.2016.1147608.
Berkovich, I. (2016) ‘School leaders and transformational leadership’, Journal of Educational Administration, 
54(5), pp. 1–27.
Bryman, A. (2006) ‘Integrating quantitative and qualitative research: How is it done?’, Qualitative Research, 
6(1), pp. 97–113. https://doi.org/10.1177/1468794106058877.
Cohen, L., Manion, L. and Morrison, K. (2017) Research Methods in Education, Research Methods in Educa-
tion. https://doi.org/10.4324/9781315456539.
Collins (1998) ‘Collins Dictionary’, Collins. Available at: https://www.collinsdictionary.com/dictionary/en-
glish/leadership.
Dinibutun, S.R. (2020) ‘Leadership: A Comprehensive Review of Literature, Research and Theoretical Frame-
work’, Journal of Economics and Business, 3(1). https://doi.org/10.31014/aior.1992.03.01.177.
Doyle, L., Brady, A.M. and Byrne, G. (2009) ‘An overview of mixed methods research’, Journal of Research in 
Nursing, 14(2), pp. 175–185. https://doi.org/10.1177/1744987108093962.
Faber, J. and Fonseca, L.M. (2014) ‘How sample size influences research outcomes’, Dental Press Journal of 
Orthodontics, 19(4), pp. 27–29. https://doi.org/10.1590/2176-9451.19.4.027-029.ebo.
FAJAR, A. and ALIAS, B.S. (2020) ‘Transformation Leadership In School Leaders: Issues And Challenges’, 
(Webinar) Seminar Nasional Pendidikan 2020 [Preprint], (Marimuthu 2012).
Hannah, S.T. and Lester, P.B. (2000) The Leadership Quarterly, The Leadership Quarterly. Available at: 
http://dx.doi.org/10.1016/j.leaqua.2016.10.010.
Hyseni Duraku, Z. and Hoxha, L. (2021) ‘Impact of Transformational and Transactional Attributes of School 
Principal Leadership on Teachers’ Motivation for Work’, Frontiers in Education, 6(June), pp. 1–9. https://-
doi.org/10.3389/feduc.2021.659919.
Johnson, R.B. and Christensen, L. (2016) ‘Education Reserach’, 4(1), pp. 1–23.
Kelly, R. (2020) ‘No Title’, Leadership Issues [Preprint]. Available at: https://www.leadershipis-
sues.org/the-root-of-leadership/.
Lam, C.K., Huang, X. and Chan, S.C.H. (2015) ‘THE THRESHOLD EFFECT OF PARTICIPATIVE LEAD-
ERSHIP AND THE ROLE OF LEADER INFORMATION SHARING Journal: Academy of Management 
Journal Academy of Management Journal The Threshold Effect of Participative Leadership and the Role of 
Leader Information Sharing’.
Lefever, S., Dal, M. and Matthíasdóttir, Á. (2007) ‘Online data collection in academic research: Advantages and 
limitations’, British Journal of Educational Technology, 38(4), pp. 574–582. https://-
doi.org/10.1111/j.1467-8535.2006.00638.x.
Leithwood, K. (1992) ‘Transforming Leadership: The move toward Transfo’. Available at: http://www.as-
cd.org/ASCD/pdf/journals/ed_lead/el_199202_leithwood.pdf.
Leithwood, K. and Jantzi, D. (2005) ‘A Review of Transformational School Leadership Research 1996–2005’, 

Leadership and Policy in Schools, 4(3), pp. 177–199. https://doi.org/10.1080/15700760500244769.
Leithwood, K.A. (2012) ‘The Ontario Leadership Framework 2012’, The Institute for Education Leadership, 
pp. 11–22. Available at: http://www.yrdsb.com/Careers/Documents/Ontario Leadership Framework.pd-
f%0Ahttp://iel.immix.ca/storage/6/1360068388/Final_Research_Report_-_EN_REV_Feb_4_2013.pdf.
Mohamed, M. and Abri, A.L. (2018) ‘Devolving decision-making to private schools of the Sultanate of Oman: 
a practical exploration of challenges and potentials’, PQDT - UK & Ireland [Preprint], (October). Available at: 
http://etheses.whiterose.ac.uk/23082/1/The final thesis- Mahmood Al Abri - revised.pdf.
Northouse, P. (1998) Leadership: Theory and practice, The Journal of Academic Librarianship. https://-
doi.org/10.1016/s0099-1333(98)90189-6.
OECD (2008) ‘Education and Training Policy Improving School Leadership Volume 1 : Policy and Practice’, 
OECD Multilngual Summaries, 1, pp. 1–6.
Ololube, N. et al. (2015) ‘A Review of Leadership Theories, Principles and Styles and Their Relevance to 
Educational Management Exploring t he Relat ionship Bet ween Personalit y and Preferred Leadership A 
Review of Leadership Theories, Principles and Styles and Their Relevance to ’, Management, 2015(1), pp. 
6–14. https://doi.org/10.5923/j.mm.20150501.02.
Patel (2019) ‘済無No Title No Title No Title’, pp. 9–25.
Roopa, S. and Rani, M. (2012) ‘Questionnaire Designing for a Survey’, Journal of Indian Orthodontic Society, 
46(4_suppl1), pp. 273–277. https://doi.org/10.1177/0974909820120509s.
Saunders, M.N.K., Lewis, P. and Thornhill, A. (2019) ‘Research Methods for Business Students’ Chapter 4: 
Understanding research philosophy and approaches to theory development, Researchgate.Net. Available at: 
w w w . p e a r s o n . c o m / u k % 0 A h t t p s : / / w w w . r e s e a r c h g a t e . n e t / p u b l i c a -
tion/330760964_Research_Methods_for_Business_Students_Chapter_4_Understanding_research_philosophy
_and_approaches_to_theory_development.
Shih, H.A., Chiang, Y.H. and Chen, T.J. (2012) ‘Transformational leadership, trusting climate, and knowl-
edge-exchange behaviors in Taiwan’, International Journal of Human Resource Management, 23(6), pp. 
1057–1073. https://doi.org/10.1080/09585192.2011.639546.
Simpson, B. (2009) ‘Pragmatism, mead and the practice turn’, Organization Studies, 30(12), pp. 1329–1347. 
https://doi.org/10.1177/0170840609349861.
Stewart, J. (2006) ‘Instructional and Transformational Leadership: Burns, Bass and Leithwoood’, Journal of 
Educational Administration, pp. 1–29.
Stogdill, R.M., Goode, O.S. and Day, D.R. (1962) ‘New Leader Behavior Description Subscales’, Journal of 
Psychology: Interdisciplinary and Applied, 54(2), pp. 259–269. https://-
doi.org/10.1080/00223980.1962.9713117.
Theses (2007) ‘Omani School Head Teachers Views of Effectiveness of School Leadership of Secondary 
Schools in Oman By A thesis submitted in fulfilment of the requirements for the degree of Doctor of Philosophy 
Faculty of Education University of Glasgow’.
UNESCO (2006) ‘Principles and general objectives of education’, World Data on Education, 6(August). Avail-
able at: http://www.ibe.unesco.org/Countries/WDE/2006/SUB-SAHARAN_AFRI-
CA/Mauritius/Mauritius.pdf.
Yammarino, F.J., Spangler, W.D. and Bass, B.M. (1993) ‘Transformational leadership and performance: A 
longitudinal investigation’, The Leadership Quarterly, 4(1), pp. 81–102. https://-
doi.org/10.1016/1048-9843(93)90005-E.

Yukl, G. (1999) ‘An evaluation of conceptual weaknesses in transformational and charismatic leadership 
theories’, Leadership Quarterly, 10(2), pp. 285–305. https://doi.org/10.1016/S1048-9843(99)00013-2.

40



This pilot study was to find out how transformational leadership plays a role in the learning and development of 
secondary level teachers in an educational institution. In this study the mixed method analysis was attempted to 
enlarge the spectrum of the findings by using qualitative approach of semi structured interviews and quantitative 
approach of questionnaires. The main reasons for adapting this method as per (Doyle et al., 2009) are:
1.Triangulation: There is more validity in the study as there is an interrelated confirmation from both qualitative 
and quantitative analysis.
2.Completeness: One can get a complete and more comprehensive picture from both the approaches.
3.Offsetting weakness and providing stronger inferences: By using a mixed method approach, the limitations of 
each approach can be reduced, and more focus can be applied on the advantages.
4.Answering different research questions: The obstacles of detailed questioning in a questionnaire can be 
overcome if there is an interview or case study or focus group to elongate the questions asked in the question-
naire. 
5.Illustration of data: The metaphor of (Bryman, 2006) “putting meat on bones” is an apt way of describing how 
qualitative approach can bring forth a better understanding of dry quantitative data.

The results from the questionnaires provided analysis that a leader’s transformational attributes like collabora-
tion, empathy, etc. are very important for building the trust of senior secondary teachers in an educational 
institution. This environment of mutual trust and confidence is a key essential item for school effectiveness and 
success.  As per the findings from the questionnaires, majority of the teachers agreed that the school leaders 

were satisfied with their leaders.
The findings from the interviews also supported the questionnaires. The findings were consistent with the quan-
titative analysis. It further reiterated the fact that if a leader through his traits created a contented environment 
in an institution, it would enable the teachers to focus on enhancing their teaching practices and achieving 
student development. 
Based on both the findings, it is possible to state that the research hypothesis “There is a positive relationship 
between transformational leadership attributes of school leaders on schoolteachers” is true. There is a positive 
relation between the perceptions and attitudes of secondary teachers towards the characteristics of transforma-
tional leaders in secondary level institutions. Leaders play a fundamental role in the school in developing a 
positive school climate by ensuring collaboration amongst teachers, constantly enhancing teaching practices 
through continuous training courses for the betterment of both teachers and students and ensuring continuous 
success and recognition to the school. Also post covid, more attributes for leadership need be added such as 
empathy, crisis and change management, technology savvy must be incorporated towards better institutional 
practices. A constant upgrading of skills is imperative for the leaders to ensure their own survival. 
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tion, empathy, etc. are very important for building the trust of senior secondary teachers in an educational 
institution. This environment of mutual trust and confidence is a key essential item for school effectiveness and 
success.  As per the findings from the questionnaires, majority of the teachers agreed that the school leaders 

were satisfied with their leaders.
The findings from the interviews also supported the questionnaires. The findings were consistent with the quan-
titative analysis. It further reiterated the fact that if a leader through his traits created a contented environment 
in an institution, it would enable the teachers to focus on enhancing their teaching practices and achieving 
student development. 
Based on both the findings, it is possible to state that the research hypothesis “There is a positive relationship 
between transformational leadership attributes of school leaders on schoolteachers” is true. There is a positive 
relation between the perceptions and attitudes of secondary teachers towards the characteristics of transforma-
tional leaders in secondary level institutions. Leaders play a fundamental role in the school in developing a 
positive school climate by ensuring collaboration amongst teachers, constantly enhancing teaching practices 
through continuous training courses for the betterment of both teachers and students and ensuring continuous 
success and recognition to the school. Also post covid, more attributes for leadership need be added such as 
empathy, crisis and change management, technology savvy must be incorporated towards better institutional 
practices. A constant upgrading of skills is imperative for the leaders to ensure their own survival. 
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ABSTRACT

1. Introduction and aims of the study

Healthcare is a knowledge-driven industry, hence knowledge management (KM) and methods to manage 
knowledge are becoming more popular. Furthermore, KM in healthcare is crucial to EBMP (Evidence Based 
Medical Practice), which is the process of making clinical decisions based on research, clinical judgment, and 
patient preferences and values. The aim of the following study was to evaluate the role of knowledge 
management tools in supporting the multidisciplinary teams involved in the clinical decision-making process 
for patient care and to evaluate the influence of KM tool in the team climate. Furthermore, it was an object of 
the study to examine the barriers of implementing KM tools in healthcare and to analyze the disadvantages of 
knowledge management tool. To meet the aims and objectives, this research was based on the mixed method 
analysis which comprised of the interviews from the healthcare workers and the critical review of the 12 
previous studies. The study concluded that despite of the various advantages of knowledge management tools 
on healthcare including the improvement in clinical practice and outcomes, increased patient’s satisfaction, and 
raised standards of the practice, there are multiple barriers which negatively affects the application of 
knowledge management tools in healthcare.  

In the healthcare sector, knowledge management (KM) and tools for managing knowledge are becoming more 
popular, because healthcare is a knowledge-driven industry (Marques et al., 2018). A study found that the use of 
technology is critical for knowledge management (KM) to enable the flow of knowledge throughout its 
lifecycle (KMS). The technological support provided by information technology (IT) makes the 
implementation of KMS much easier (Vuong et al., 2022). Because it is employed throughout the KM lifecycle, 
it also offers a means of developing a sound theoretical foundation for knowledge management. The daily 
operation of the healthcare industry is highly dependent on knowledge, in particular, the provision of care 
depends on the collaboration of numerous partners who must exchange expertise in order to treat patients 
properly (Kolagar and Hosseini, 2019). Therefore, healthcare knowledge should be available and easily 
accessible to all who need it; therefore, knowledge management is of utmost importance for knowledge sharing 
and collaboration to get the best results for healthcare (Arshad et al., 2018). Overall, applying KM in healthcare 
has a number of advantages. 
EBMP, or the merging of research findings, clinical experience, and patient preferences and values in clinical 
decision-making, depends heavily on KM (Pike et al., 2019). EBMP has a reputation for influencing choices in 
the healthcare delivery process. A significant problem in this field is how to incorporate patients' implicit 
knowledge into this approach. The desire of health care professionals to be more accountable to their patients is 
the basis for EBMP. Utilizing knowledge management in decision-making to raise the bar of care requires the 
implementation of an effective knowledge management solution.
While protecting patient privacy, the knowledge management solution enables healthcare professionals to 
record and communicate symptoms, diagnoses, and any other relevant information (Adler‐Milstein et al., 2019). 
In this way, patient privacy is maintained while potentially life-saving information is not barred from use. There 
are three elements that make up knowledge transfer: people, process, and technology. However, for its 
successful application, it is important to maintain the right balance between these three elements. It should be 
emphasized that of these three elements, the individual is the most critical pillar in the information exchange 
process (Vázquez-Ingelmo., 2019). The technology component provides a knowledge portal that connects 
individuals through various channels (e.g., email and knowledge base), while the process component provides 
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general assistance in the implementation of KM. Therefore, a thorough approach is critical for the 
implementation of KM in healthcare (Candra and Putrama, 2018).
In today's medicine, there are enormous information and knowledge processing requirements because it is 
crucial to record and distribute clinical knowledge. These knowledge management tools are a key component of 
KMS and occupy a central place in health industry. They are recognized as a way to improve patient care, 
research efforts, and identify successful solutions. The tools used to diagnose normal and disease states in 
patients can be cited as an example of how medical science technology has the potential to advance health care 
(Karamat et al., 2019). One of the core tenets of modern medicine is that the finest information, research, and 
evidence are used to drive treatment, policy, and planning decisions in order to raise the standard of care.
Today's dynamic changes and ICT advancements present a huge opportunity to enhance patient care when 
handled appropriately. However, several barriers prevent or limit informed decisions in health care, so to get 
beyond these obstacles, fresh tactics are required. Infrastructure (technology) limitations in the organizations, 
unreliable systems, lack of staff and employee regarding sharing the knowledge, organizational politics and 
dynamics, the privacy issues of the patients, and clinicians' reluctance to use ICT tools in their daily work which 
can be mainly due to lack of time, lack encouragement and support from senior management, disregard for the 
use of results and evidence, and lack of motivation to document and disseminate are some most common 
barriers which have been stated in the previous studies (Balamurugan and Zubar, 2019). 
While there are many barriers and obstacles that limit the use of knowledge management in healthcare and 
restrict its use, there are also multiple opportunities and scope that, if exploited, have the potential to transform 
healthcare by raising the standard of patient care (Candra and Putrama, 2018). These significant opportunities 
include many aspects such as advancement in communication technology and health system, support system in 
clinical decision-making, care planning advancement, and other. 

1.1.  Problem statement

1.2.  Objectives 

1.3.  Research Questions 

This study entails the clinical information or knowledge management work and identifies what requirements for 
knowledge management tools can upkeep the clinical decision-making practice within a multidisciplinary team 
(Selby et al., 2019). The study's main objective is to explore the effects of KM tool in the practice of clinicians, 
including the dentists and physicians, and the admin staff of the hospital. 

1. What is the role of knowledge management tool in supporting the multidisciplinary teams involved in the 
clinical decision-making process for patient care?

2.    How does knowledge management tool influence the team climate?

The aim of this study was to determine how effective knowledge process organization can positively influence 
the working relationships of multidisciplinary teams by enhancing learning and clinical decision-making (Batra 
et al., 2021).
The primary objectives of the following study are as follows,
1) To evaluate the role of knowledge management tools in supporting the multidisciplinary teams involved in 

the clinical decision-making process for patient care.
2)    To evaluate the influence of knowledge management tool in the team climate.
3)    To examine the barriers of implementing knowledge management tool in healthcare. 
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1.4.  Scopes

2.1   Knowledge management tools

2.  Background and Literature Review 

The scope and plan followed in collecting, analyzing and interpreting data during the research process are 
known as the research methodology (Selby et al., 2019). Basically, it is based on the nature of the research 
questions. Different research methods are used when conducting research. In this study, a deductive research 
method was chosen. In the deductive research method, theories and literature from other researchers are first 
studied, and then data is collected based on this. The data is then analyzed to accept or reject the theory. The 
evaluation of different alternatives to choose the best option is often referred to as decision making. There are 
some common examples, such as choosing university studies, choosing what to buy, etc. This is usually to 
achieve one or more personal or professional goals (Song, 2018).

To find relevant results, the search strategy incorporates the basic terms which are related to search query. For 
constructing the following literature, the data has been searched from multiple electronic data base which 
includes PubMed, Medline, Google scholar, and Medscape. The searching terms and phrases include, 
“knowledge management tools in healthcare”, “KM in clinical decision making”, “team-based management in 
clinical decision making”, and others. The extracted information is collected and used in answering the research 
questions.

Knowledge management (KM) is becoming increasingly important in reducing barriers to evidence-based 
health care decision making. Knowledge management (KM) refers to the methodological processes and tools 
that people and organizations use to find the relevant knowledge, record, archive, recover, share, modify or 
innovate, use the tactics again, and specific knowledge created and required by an organization (Almansoori et 
al., 2021). A successful KM strategy offers a wide range of capabilities, responds directly to the needs of the 
target audience, is open and transparent, and follows strict procedures. 
Knowledge management systems are now used in all industries to improve productivity and organizational 
learning. It's easy to see why the same knowledge base systems used in business are quickly becoming part of 
the IT infrastructure structure of healthcare organizations. In healthcare, the stakes are much higher for quick 
and easy access to information. Health professionals realize that this is critical for their patients. The complex 
and extensive healthcare sector relies on knowledge to deliver services to its patients (Karamitri et al., 2020). 
The importance of knowledge management systems (knowledge models) is growing for healthcare companies. 
Whether working in a hospital, a rehabilitation center or a specialty clinic, healthcare professionals’ benefit from 
advances in information technology more than staff in any other sector. To be effective, knowledge management 
needs to be structured, user-friendly, and cost effective for administrators. The resources, assistance, and 
expertise available to healthcare providers determine the quality of care.
According to the references used in the study, there are mixed results regarding the effective use of information 
technology for knowledge management. The use of management strategies, the idea of designing and creating 
knowledge modeling tools, the availability of numerous knowledge modeling technologies, and their 
application and use, provide challenges (Chi et al., 2018). Many IT artifacts, including knowledge bases, 

3.    What are the barriers of implementing knowledge management tool in healthcare?
4.    What are the metrics of knowledge management tool in healthcare?
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2.2 Knowledge Management Tools in clinical decision making 

databases, electronic message boards, and data management and learning tools, are recognized to assist 
knowledge production, retrieval, storage, sharing and transfer, and application. These knowledge modeling 
technologies are a key part of the knowledge model in healthcare.
A healthcare system readily requires the access to the knowledge and records on daily basis, in addition to it, the 
delivery of optimal care and meeting the health-related requirements of the population demands the teamwork 
based on collaboration of multiple different domains in healthcare system (Basyal et al., 2020). For 
accomplishing the following demand, the knowledge in a healthcare system must be easily and readily 
accessible for the workers and it must be sufficiently available. The implementation of knowledge management 
tool enables the sharing of knowledge and collaboration which brings out the best consequences (Agaçi, 2018). 
In addition to the collaborative care and sharing of knowledge, one of the most integral element of the healthcare 
system is the evidence based medical practice. The evidence based medical practice requires incorporation of 
research based and scientific knowledge in the clinical practice and patient care (Kempa-Liehr et al., 2020). It 
helps in making decisions which are better than the conventional and traditional medical practice. Knowledge 
management tool provide a systematic approach to incorporate evidence-based practice in clinical work and 
result in the best quality of care.

In today's medicine, there is a tremendous demand for information and knowledge processing. The focus of the 
tools for this work is on IT systems that enable knowledge management, as these tools are essential for capturing 
and disseminating clinical knowledge. Various IT artifacts, such as knowledge bases, databases, electronic 
bulletin boards, and email services, are considered to facilitate knowledge generation, storage, retrieval, transfer, 
and use.
These knowledge management tools are a key part of knowledge management systems and have taken center 
stage in the healthcare system. They are seen as a way to enhance patient care and research efforts and identify 
successful solutions. As indicated by Laka et al. (2021), Clinical Decision Support Systems (CDSS) and KMS 
are technologies that provide relevant information based on context, but the interpretation is done by humans, 
therefore initiatives to enhance the quality and value of treatment are required for their effective usage. "Info 
button," an information retrieval tool that assists doctors in searching and retrieving specific knowledge, is an 
example of such a tool that facilitates clinical decision making. It is an online health knowledge resource that is 
has been connected into an electronic health record system (EHRS). 

By offering a range of tools and methods for producing, presenting, and sharing knowledge, KMS assists health-
care professionals in making decisions in any care situation. A successful CDSS/KMS implementation is associ-
ated with many factors, several of which are listed below. Clinical workflow involving automated decision 
support within it, assisting with decisions at the point of care, providing recommendations instead than simply 
assessments, integration with charting or order entry systems facilitating workflow integration, demonstrating 
decision support by providing research evidence from EBMP, user involvement in the development process. 
(Mebrahtu et al., 2021). Clinical decision assistance, particularly when offered at the point of treatment and 
backed by an EHRS, can dramatically increase the quality and safety of care.
Mahdi et al. (2019), in their study, stated an example of a knowledge model that illustrates how the UNFPA is 
sharing knowledge through the KADS (Knowledge Asset Development System), a pilot project in which 
UNFPA tried out knowledge transfer and acquisition as a wise course of action. Because it provides a technolo-
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2.3 Team-based environment for clinical decision making 
A September 2015 paper from the Institute of Medicine, "Improving Diagnosis in Healthcare," notes that each 
practitioner is likely to make a diagnostic error in their entire career, which often leads to serious consequences. 
Traditionally, making a diagnosis has been the sole domain of the individual practitioner. However, diagnosis 
requires communication between members of different professional teams from different backgrounds, areas of 
expertise, different methods of working, and cultures. In addition, diagnostic errors are common in disrup-
tion-prone settings where there are more distractions and interruptions, such as the emergency room, where the 
loss of information can make a correct diagnosis more difficult. Diagnostic reasoning by team members can 
help improve diagnostic decisions and contribute to avoiding mishaps and mismanagements in the clinical 
environments, according to the results of a study by (Abdel-Basset et al., 2019). According to the study, the use 
of informatics and knowledge-based models in a clinical setting, coupled with the involvement of all team 
members, is a good way to work toward resolving diagnostic errors.

gy base that makes the implementation of KMS easier, technology is critical for KM to facilitate the flow of 
knowledge throughout its lifecycle. This role is accomplished through the use of a Knowledge Management 
System (KMS). In order to increase the quality of care, it is a core tenet of modern healthcare to base treatment, 
policy, and planning decisions on the best information currently available, technology has made many contribu-
tions to the development of medical science and health care, among which can be mentioned the tools used to 
diagnose normal versus disease states in patients.
By analyzing outcomes including healthcare choice, decision satisfaction, decision conflict, and provider 
satisfaction, a study by Manesh et al. (2020) examined the influence which is created by health technologies and 
IT on enhancing the collective decision making, shared decision tools, clinical decision aids, and remote moni-
toring systems. These authors' studies showed that the level of patient awareness and communication with 
clinicians were enhanced by the overall health IT program. The efficiency and effectiveness of knowledge 
retrieval were improved through technological approaches. 
A similarly important approach that increases the quality of clinical decision-making is described by Oliva and 
Kotabe (2019), who stated that the need for caregivers, including physicians, nurses, physiotherapists, and other 
healthcare workers, to take greater responsibility for their patients was the driving force behind this approach of 
knowledge-based clinical decision making. It has made a significant contribution to patient care by raising the 
standard of care, ensuring that every patient is treated according to the latest research, ensuring that physicians 
increase the likelihood of success, and reducing the gap between current research and practice. 
Moreover, it reduces the care based on conventional practice and based on expert opinions and encourages the 
evidence-based use of knowledge. As a result, it has been a factor in decision-making and activities across the 
healthcare sector for more than 20 years. Based on these authors and the references provided, the procedure 
consists of four major steps that include developing a specific clinical investigation related to the patient's prob-
lem or the clinical presentation, followed by looking up relevant clinical practice in the literature and evaluating 
the value of the data that has already been gathered, considering that the evidence must be most relevant and 
recent, and lastly, applying the evidence in clinical practice and decision making  (Christie et al., 2022). 
Healthcare providers can find the "why-what-how" answers they need through evidence-based medical 
practice. The search and reliability of finding ''why'' through research is gaining most popularity as the aging 
population is increasing, the complexity of biomedical research is elevating, the tremendous advances in knowl-
edge and technology research, and other factors.
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2.4 Knowledge Management Tools in the Healthcare system  

2.4.1. Learning management systems (LMS) in healthcare

The knowledge management tools which are used in healthcare enable the hospitals and healthcare system to 
evaluate that they are using the right processes, systems, and procedures in their organization to manage the 
information, share the knowledge, and implement it rightly. There are multiple different knowledge manage-
ment tools that are implemented in the healthcare system. Some of these tools include:

A team-based work and an environment that enables healthy term work improves the clinical practice and helps 
in beneficial outcomes. One of the most fundamental benefits of knowledge management tools is facilitating 
the team-based environment, sharing the knowledge and aligning it systematically. Within the organization, the 
system of sharing knowledge has the potential to serve as the invasive knowledge system, which expands the 
information and scope of knowledge in an intraorganizational setup (Vaishnavi and Suresh, 2020).
 The overall approach of sharing knowledge and transferring it to one another results in the benefit of people 
who work in an organization, including all healthcare workers, the patients who receive the services, and lastly, 
the scope of the hospital by raising the standard of care. Better learning, decision-making, problem-solving, 
productivity, and job satisfaction benefit individuals, and better employee collaboration, faster information 
flow, information availability/accessibility, information quality, creation of new knowledge, and social 
networking benefit knowledge-sharing processes (Martins et al., 2019). Customers benefit from faster service, 
fewer errors, and quality issues, while organizations benefit from enhanced organizational learning, reduced 
duplication of effort, and savings in employee time. In addition, there are multiple organizational advantages, 
too which include the hospital advancement, such as increased standardization (Antony et al., 2019). 
Environment based on collective and team-based working helps in retaining the information and keeping it on 
record. It promotes collective learning and helps in building a cooperative environment which increases the 
productive interaction between the employees and promotes evidence-based learning. One of the known meth-
ods which facilitate teamwork, and a favorable environment includes communicating virtually and increasing 
knowledge flow. The Home Hospital Unit (HHU) is another place where medically meaningful information 
can be stored, and it can be processed according to the need and made available to the system's stakeholders. A 
similar environment is known as home health rehabilitation through a virtual network (Peltier et al., 2020). 
Through a virtual platform that enables communication and information sharing with doctors and other health-
care professionals, this setting enables geographically scattered patients to get the treatments they require. It 
improves the quality and status of health amongst patients without the incontinence and expense associated 
with traveling. The diversity and volume of knowledge exchange among its healthcare professionals, some-
times referred to as a knowledge ecosystem, is a virtual health network's most crucial component because it 
speeds up community evolution. However, to encourage communication between users, the technology 
supporting the entire network must be user-friendly and conform to the standards of the medical process 
(Schulz et al., 2019).
 In addition, by solving the right problems in the right way, such a network can improve the quality of life for 
people with disabilities and reduce the cost of healthcare services. ICT-based services and solutions, such as 
smart homes that support continuous real-time activity, are new to the healthcare industry. The use of the knowl-
edge model plays an important role in facilitating such technologies and widens the scope of practice.

An online tool or software known as a learning management system (LMS) is used to organize, conduct, and 
evaluate specific learning activities. It is used in e-learning programs and in its most basic version, it has only 
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2.4.2. Knowledge-Centered Service (KCS) in the healthcare system 

2.4.3. AI knowledge management in healthcare

2.5  Knowledge management metrics 

As indicated by Lineberry (2019), the introduction of knowledge-centered services in health care and hospitals 
has allowed hospitals to fully standardize all procedures and make training materials for these procedures readi-
ly available. With this approach, even if a healthcare provider with specialized knowledge leaves the company, 
other healthcare providers can still access the information, reducing the likelihood of errors due to ignorance or 
lack of training. If the knowledge management solution has a robust search engine and mobile application, 
physicians, nurses, and medical technicians can access procedures instantly on the go. In addition, the benefits 
of knowledge-centered services add to the fact that medical records are now updated, maintained, and transmit-
ted almost entirely electronically. Physicians and specialists can easily search, share and update records. 
Electronic medical records are also much harder to lose than outdated, worn-out data packets sent from one 
clinic to another. Despite these advantages, some physicians are concerned about keeping electronic medical 
records. Patient privacy, the physician-patient relationship, and the confidentiality of the physician-patient 
relationship are all exposed to new risks as a result of digital transformation.

The healthcare industry is steadily taking advantage of artificial intelligence (AI) technologies that are ubiqui-
tous in modern business and everyday life. AI in healthcare has the potential to help healthcare providers in 
many areas of patient care and operational procedures, enabling them to build on current solutions to solve prob-
lems more quickly. Most AI and healthcare technologies are highly relevant to the healthcare industry, but 
hospitals and other healthcare organizations may take a very different strategy. In addition to it, while some 
articles on the use of AI in healthcare suggest that it performs as well or better than humans in certain proce-
dures, such as diagnosing diseases, it will be quite a while before AI in healthcare replaces humans for a wide 
range of medical tasks (Wiljer and Hakim, 2019).

Although the medical community has enthusiastically adopted all significant technology advancements (such as 
magnetic resonance imaging, nuclear medicine, digital radiology, etc.), it is paradoxical that the advancement in 
patient care only occurred when discussing healthcare informatics (Shiffman and Shawar, 2020). Thus, it may 
be concluded that concerns like data management, data modeling, and knowledge management (KM) still have 
a way to go before they reach the degree of maturity that other technologies in the medical industry have 
attained. Lead time, deployment frequency, mean time to recovery (MTTR), and change failure rates, according 
to the researchers, may discriminate between poor, moderate, and good performers. In terms of healthcare, the 
success and benefit of the implementation of the healthcare knowledge model can be evaluated by the satisfac-
tion of patients from the quality of treatment, the time required in the management of the acute symptoms and 
treatment of the disease, and the approach of healthcare workers (Garcia-Perez et al., 2019).

two parts: a server that oversees basic operations and a user interface that administrators, instructors, and 
students can control (Ashraf et al., 2019). Instructors often use the learning management system to create and 
deliver courses, track student participation, and assess student performance. Students can also use interactive 
tools such as message boards, video conferencing, and threaded discussions through the learning management 
system. In the healthcare system, the learning management system helps in ensuring compliance throughout the 
organization by using compliance management to keep everyone safe. Additionally, it facilitates managing 
seminars and audiences.
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2.6   Barriers 

2.7   Theoretical framework 

When used effectively, in the present dynamic changes and advances in ICT technology offer significant oppor-
tunities to enhance patient care and improve the quality of healthcare services. However, there are numerous 
obstacles that prevent or restrict making informed decisions in the healthcare industry, necessitating the use of 
novel ideas and tactics to remove these obstacles and promote effective practice. Infrastructure (technology) 
restrictions are some of the issues mentioned in many of the studies evaluated in this articles, as in many rural 
areas and underdeveloped states there is no access to internet and other technologies,  lack of staff motivation to 
share knowledge and manage time from their clinical hours to go through researches and encourage evidence 
based discussions in work place, unreliable systems, inadequate backing from upper management, organization-
al and political concerns around patients' privacy, and physician reluctance to regularly use ICT tools, mostly 
due to a lack of time, attention to outcomes, and use of evidence (Bhosale and Kant, 2020). Other obstacles that 
have been looked into include: a lack of incentives for recording and sharing, a lack of documentation and appli-
cation of best practices, a lack of knowledge about KMS, inadequate patient data or information, practitioners' 
unequal status (i.e., barriers to information exchange), a company's culture, uncentralized knowledge systems, 
and a lack of trust. Lack of funding, limited access to cutting-edge technology and current medical research, 
shared decision-complexity, making's target audiences' allegedly low expectations for change, a communication 
gap between decision-makers and researchers, a dearth of applied research, locating exact information is 
challenging, and interface usability issues are the current barriers to EBMP implementation (Oliva and Kotabe, 
2019).

The structure that can accommodate or support the theory of a study is known as the theoretical framework. For 
explaining the concept of study in detail this study has used the theory of reasoned action in healthcare manage-
ment and a theoretical framework has been built based on it. This framework consists of all the variables 
involved and it has established the relationship between the variables. 

Multidisciplinary
teams.

Multidisciplinary
team environment.

Knowledge
management tools

Improve clinical
decision making

Increased patients’
satisfaction

Figure 1 Theoretical Framework

Source: Author
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3.  Methodology 

Research Methodology

Data analysis

Methods are the specific tools and processes that are used in the following research to collect and analyze the 
data that answer the questions of the research and meet the objectives and the aims of the research. This route 
will be determined by the methodology. Moreover, choosing an appropriate and reliable methodology for the 
research project helped to put the research on the right track to completion. The research can be effectively 
managed, streamlined, and completed by the following methodology. The chapter has discussed the Approach 
of research which has been used, the methods, and the details of the analysis. In addition to it, the collection of 
data has also been explained descriptively, which involves both primary and secondary sources. 

Research methodology is a strategy and a process that extends from general hypotheses to specific techniques 
for collecting, analyzing, and interpreting data. As such, it is determined by the type of research question being 
addressed (Belur et al., 2021). In the following mixed method approach, both the inductive and deductive 
Approach has been used. Therefore, the philosophy which has been selected is pragmatism, as stated by Song 
et al. (2021). That the strength of pragmatism is that it provides a space for investigating how social interactions 
shape human experience, perception, and behavior. In this study, a deep and descriptive insight will be given 
regarding the application of the knowledge management model in the healthcare system, the benefits of those 
models, metrics, and other aspects. The focus of this research is a real, real-world single decision maker. Finding 
a problem and understanding it in its broadest context is the first step in conducting pragmatic research. This 
leads to research investigations whose purpose is to understand the problem more thoroughly and ultimately 
find a solution (Sarwono, 2022).

In this research project, mixed methods were used to better understand a phenomenon. On the basis of the 
selected studies, the data has been analyzed with respect to the research questions. In addition to it, one 
technique for evaluating qualitative data is called theme analysis, which involves finding, examining, and docu-
menting recurring themes through data collection. It is a technique for summarizing data, but it also involves 
interpretation when selecting codes and creating themes. The primary results of the interview have been 
analyzed in a thematic manner.
Primary data collection was collected by the healthcare workers through a face-to-face interview which 
proposed 15 questions regarding the objective. The interview questions are attached in the appendix below. To 
assure the validity of the questionnaire which has been used in this study, a formal mail was sent to the experts 
(the validation of the questions from the questionnaire used in the interview was done by three of my former 
colleagues that are holding executive positions in reputable healthcare organizations in Romania and have 20+ 
years’ experience in healthcare management). The mail mentioned the objectives of the research and attached 
questionnaire. After the scrutiny, the questionnaire was improvised and finalized.
A systematic review using the PRISMA technique involves a systematic review during the process of data 
extraction in conducting secondary data. The number of papers screened at each stage of the study is reported 
using the Prisma method, as shown in (Page et al., 2021). This information is presented in a PRISMA diagram. 
It includes details of the study design, the risk of bias, the assessment of the quality of the articles, the critical 
analysis conducted as part of the study, and the results obtained from many of the studies. It includes a summary 
of the main conclusions drawn from the data, along with the limitations of the study and the quality of the 
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Figure 2 Prisma Chart

Source: Author

evidence supporting those conclusions.
In the following systematic review, there are twelve studies included. These studies include literature reviews, 
primary studies, secondary studies, meta-analyses, and all the other studies without the restriction of type of 
studies. However, all the studies have undergone the criteria of inclusion and exclusion, which have been select-
ed for the systematic review. 
Multiple electronic databases have been used in search of the data, which include Medline, Medscape, PubMed, 
and google scholar. Multiple relevant search phrases and words are used to run the online search of the topic that 
includes, including "KM in health care," "KM tools used in health care", "KM metrics in healthcare", and 
"significance of multidisciplinary approach in health care", and "KM and patients' satisfaction". 
The table of the selected articles is assigned below in appendix. The Prisma chart for the following research is 
presented below. 

300 searched articles from
electronic databases

Removal of duplicated
articles and studies in other
languges than english
300-250 = 250

Articles published before 2017.
250-150=100

Screening the abstracts and
conclusions.

Recent Article shortlisted =
100

Relevant to the objective
and research questions = 25

Articles selected = 15
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PICO

Inclusion criteria 

Exclusion criteria 

The PICO framework is an acronym for "Patient, Intervention, Comparison, and Outcome" and is typically used 
to ask targeted clinical questions for quantitative systematic reviews (Peixoto et al., 2021). For qualitative ques-
tions, a modified version of PICO can be used. The Cochrane Collaboration supports qualitative systematic 
reviews as a widely used method for identifying clinical evidence components for systematic reviews of 
evidence-based medicine. Based on empirical studies, the use of the PICO framework can increase specificity 
and conceptual clarity of treatment situations. It leads to more sophisticated search tactics, more information 
gathered in reference interviews prior to the review, and more accurate search results.

Inclusion criteria are everything a study must have to be included. Inclusion criteria of a systematic review focus 
on the type of participants or the target population, the methodology of the studies, the type of intervention 
which has been used in the studies, objectives and research questions, and the measured outcomes of the studies. 
In the following review, all those studies reviewed have focused on the implementation of knowledge manage-
ment in the healthcare domain and have been published in the span of the last five years. It helps to keep the 
knowledge updated and recent. Moreover, all the articles have been included despite their area of publication.

Exclusion criteria are the factors that would make a study ineligible to be included. There are multiple aspects 
of the study which contribute to its inclusion or exclusion. Some of the excluding factors are date, interest, expo-
sure, location of publication, target population and participants, peer reviews, outcomes, objectives, design of 
the study, and many others.
In the following research, the articles which have been excluded were those which were published before 2017. 
Moreover, articles which have been published in another language than English were excluded

Figure 4 PICO
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4.   Results & Discussion

4.1.  Introduction

4.2.  Discussion on the first theme

4.3.  Discussion on the second theme

In the following chapter of the dissertation, each theme of the analyzed results is discussed, and the findings of 
the study are further discussed based on the evidence-based studies.

Based on the findings of the following review, it was found that the physicians, dentists, and the staff members 
of the administration of hospital were all positive about the influence of knowledge management tools in health-
care. The major benefits which were observed included the improvement in the flow of knowledge, incorpora-
tion of advanced methods of knowledge management techniques to implement evidence-based practice, and 
facilitation of a patient-oriented healthcare structure. Participants further indicated that knowledge management 
helped in increasing the satisfaction of patients and building their trust with their care providers. 
The following findings of the study have been seconded by multiple studies which have been conducted in the 
past. In a study, Antonacci et al. (2018) represented similar findings which stated that knowledge management 
tool enables the transfer of knowledge. Moreover, with the right technological infrastructure, knowledge can 
now be shared more widely because it can now be sent to the recipient quickly and without the need to travel. 
Online knowledge transfer or knowledge exchange sites are a crucial enabler of efficient and timely knowledge 
exchange as well as knowledge production and dissemination. Likewise, the findings of Mehta and Pandit. 
(2018) review suggests that communities of practice are critical to controlling the flow of knowledge and 
improving organizational performance. This is because this practice connects researchers, practitioners, policy-
makers, and consumers to rapidly translate new health knowledge. Additionally, it facilitates the interchange of 
timely, pertinent information and expertise. Communities of practice are becoming more and more popular and 
due to their free-will nature to exchange information with a certain set of people, they inspire individuals to learn 
more so they can offer more (Boivin et al., 2018). In knowledge-intensive industries like healthcare, the ability 
to bring all stakeholders together allows to claim that is one of the greatest and most widely used knowledge 
management tools of the future.

The results indicated that people's satisfaction with their medical care, within and out of the clinics of the physi-
cian's office, is referred to as the satisfaction of the patient. Patient satisfaction is a measure of the level of care 
received, and it provides medical staff with information various different medical issues, including the efficien-
cy of their treatment and their level of compassion. Furthermore, the results added that patient satisfaction is an 
important and widely used measure to assess the level of healthcare delivery (Shen et al., 2019). The outcomes 
of the clinical practice, retention of patients, and medical malpractice litigation are all affected by patient 
satisfaction. It affects the effective, timely delivery, and patient-centered quality care.
These results have been supported by the published articles which stated that while ensuring the privacy of the 
patient, management of knowledge and technology enables healthcare professionals to record and communicate 
symptoms, treatments, and any other information which is not relevant. In this way, the privacy of the patient is 
maintained, but information which is potentially life-saving is not barred from use. However, on contrary it has 
been found that due to increased time duration of the procedure, and time-consuming use of the knowledge 
management tool, the patients get frustrated (Razzaq et al., 2018).
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4.4.  Discussion on the third theme 

4.5.  Discussion on the fourth theme 

Regarding the influence of knowledge management in the individual practice of the healthcare workers and 
hospital staff, this study resulted from that tool of management of knowledge helps in boosting the quality of 
practice through evidence-based decision making and improving clinical decision making. Manesh et al. 
(2020) indicated that knowledge management tools in the practice of a healthcare worker include factors such 
as knowledge dissemination, numerous networks, possibilities for organizational learning, increased collabo-
ration, collection and use of information and knowledge, knowledge sharing, and the development of strategic 
technologies. All of this influence the socio-economic positioning of clinics, organizations, and hospitals. 
Healthcare professionals can better adapt to this changing environment by using the tools and techniques of 
knowledge management (Van, 2022). Healthcare professionals can advocate the use of knowledge manage-
ment tools and methods to help local businesses collect and leverage their knowledge and information assets, 
as well as the use of knowledge management techniques to identify local information assets and improve 
communications and practice.
Moreover, Archer-Brown and Kietzmann. (2018) found many aspects which help in the advancement and 
overall growth of the healthcare industry. Knowledge management can be a powerful weapon for economic 
development in the healthcare industry if we look at the potential of knowledge for the specific needs of 
economic development activities. These tools will also help healthcare professionals to make faster decisions 
(Nisar et al., 2019). For the sake of economic development, healthcare organizations should study and experi-
ment with various tools and strategies. It would be a good idea to focus on knowledge management techniques 
and methods to facilitate the development, use and sharing of knowledge in the healthcare industry.

Healthcare practitioners should be facilitated, supported, and encouraged in their efforts to use and adapt 
these technologies to meet their specific needs and urged to share their achievements and failures (Schnied-
erjans et al., 2020). Regarding the barriers to the use of tools of knowledge management amongst healthcare 
workers, this study indicated that the use of KM consumes enough time, and the use of the tools is compli-
cated and requires training. In a similar study conducted by Boivin et al. (2018), it was indicated that infra-
structure or technology limitations, lack of staff motivation to share knowledge, unreliable systems, lack of 
management from the seniors and their support, organizational politics, issues regarding the patients’ priva-
cy, clinician resistance to the routine use of ICT tools - majorly due to time shortage or lack of time manage-
ment, disregard for the use of results and evidence, and lack of incentives to document and disseminate are 
just a few of the issues in several studies which have been reviewed and critically appraised in this work.

In addition to the barriers to knowledge management in healthcare, a study which has been held by Nisar et 
al. (2019) indicated multiple solutions to the barriers. Regarding the lack of time for the implication of 
knowledge management strategies, it was indicated that hospitals and educational institutions should try to 
set aside a regular time each week for educators, trainers, and healthcare professionals to get together for 
knowledge sharing or give experienced staff the opportunity to create and discuss learning resources as part 
of their regular work. If knowledge sharing is a core part of a hospital's organizational goals, staff can priori-
tize and make time for it, in terms of lack of motivation and reluctance towards the use of knowledge man-
agement. North and Kumta. (2020) suggested clearly articulating the advantages of knowledge exchange. 
Carefully choosing the goals of knowledge sharing, especially at the outset, is one way to achieve this goal. 
Look for areas where employees are likely to benefit most from knowledge sharing. It can be a technical 
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4.6.   Conclusion
Healthcare stakeholders are increasingly demanding practical, proactive, and holistic knowledge at the point of 
service. Although acceptable and effective, this demand from healthcare stakeholders will not be met unless we 
are prepared to integrate KM practices into clinical processes and develop the basic skills of managing knowl-
edge among healthcare professionals. The predominance of operational barriers to knowledge flow and applica-
tion in the healthcare system is actually due to a general lack of encouragement from the seniors, resources from 
the organization, lack of time, general reluctance of the healthcare workers, and requirement of additional skills 
of healthcare knowledge management. Recent developments in knowledge management software are expected 
to successfully remove these barriers as they will show how they can successfully contribute to higher standards 
of patient care, quality of care, collaborative care, patient-centeredness, and economic viability. However, 
organizations and healthcare authorities must address issues related to the sustainability, variability and produc-
tivity of healthcare knowledge and experience and understanding of services if they wish to sustain the growing 
demand for healthcare knowledge management concepts and practices to achieve a knowledge-aware health-
care system.

subject or a compliance issue. 
Choose senior practitioners and top experts and assist them in sharing their expertise, for example, by writing 
an online course. Choosing the topic carefully at the beginning will allow to experience initial success and 
convince the employees to embrace knowledge sharing. Moreover, highlighting healthcare members' contribu-
tions to the shared knowledge base whenever they contribute to internal communications is a great way to 
increase engagement (Ferraris et al., 2018). By rewarding healthcare workers appropriately, you can encourage 
information sharing. Make sure that any information which is submitted by the healthcare worker is clearly 
acknowledged as a significant contribution (Razzaq et al., 2018). Healthcare workers will thus get the impact 
that they want, which will encourage them to get involved again in the future.
In conclusion, the primary themes of the work in this review are thought to be the application, implementation 
and the use of KM technologies in health care, the opportunities available, and the barriers (North and Kumta, 
2020). The availability of the appropriate knowledge at the moment of decision-making, or when knowledge 
management is being implemented in the healthcare industry, is vital. The use of a suitable tool to aid learning 
and a user-friendly system is required to do so since it can considerably boost the quality and safety of care 
provided to patients in both hospital and home settings. The future of the healthcare industry is evidence-based 
medical practice, or the application of best practices to treat and care for patients, and is crucial for developing 
nations. As such, it is not currently an option and clearly will not be in the future. However, it can only be done 
successfully if an appropriate knowledge management system is in place, so it must be given the attention it 
deserves (Mardani et al., 2018). If this is to be accomplished, it is crucial to seize opportunities like develop-
ments in ICT, health information systems, electronic health record systems, and communities of practice.
There were various limitations of the following research. The major limitation of the study included the small 
sample size for the interviews. As the research involved face-to-face interviews, which required appointments, 
it was difficult to convince the experienced workers to spare time in the short duration of the study. In addition 
to it, the responses to the interview questions were descriptive, and it was difficult to extract the information, 
which proved that closed-ended questions are more accurate. Moreover, the responses to the interviews were 
markedly influenced by the temperament of the respondent. However, despite many more limitations, the 
following study extracted maximum information from the interviews and as well as from the critical analysis of 
the selected studies.
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ABSTRACT

1. Introduction 

The main objective of this study was to determine the Effectiveness of Performance Appraisal System: 
Correlation of Job Satisfaction and Employee Retention to Workforce Performance in the healthcare sector 
in Saudi Arabia at Dr. Sulaiman Al Habib Hospital in Riyadh.
With the goals of determining how the performance appraisal system affects employee performance at Dr. 
Sulaiman Al Habib Hospital; determining how employee views of PAs can be improved to improve job 
satisfaction by investigating the impact of employee performance appraisal systems on job satisfaction 
within a healthcare organization as well as the healthcare sector at Dr. Sulaiman Al Habib Hospital in 
Riyadh, Kingdom of Saudi Arabia; and providing data that hospital administration can use.
The findings of this study will help firms establish successful performance measurement systems by 
allowing the company to discover and make recommendations that will enhance effective staff assessment 
and, therefore, staff performance. The study findings were beneficial to academics and researchers in laying 
the groundwork for future research on the subject and providing a critical appraisal of the profession. It 
founded on expectations theory and equity theory. A cross-sectional descriptive research approach was 
adopted for the investigation.
A sample of 50 staff from Dr. Sulaiman Al Habib Hospital in Riyadh. The primary data gathering 
instrument employed by the researcher was questionnaires.
Keywords: Performance Appraisal System, Job Satisfaction,  Employee Retention , and Workforce 
Performance 

Human resources are considered one of the most important organizational resources because employees are 
the most valuable asset in any organization, particularly in the medical industry today (Sadraei, 2019). In 
recent years, companies have been searching for methods to increase employee interest, improve the work 
environment, and encourage employees. Performance management is needed in order to appreciate these 
resources, most especially the performance appraisal system (Sadraei, 2019). A performance appraisal is a 
basic technique for routinely reviewing and improving the effectiveness of an organization's staff. 
Employee performance has traditionally been the focus of the HR Department of any organization. As a 
result, many performance evaluation methods have been developed over time to determine employee 
performance (Idowu, 2017).
Strong organizational performance is defined as employee performance. Employees' success does not 
happen by chance. Employee performance is influenced by managerial goals, skills and knowledge, 
commitment, and performance reviews.
Performance assessments have remained important part of human resource management (HRM). 
According to specialists, employees are dissatisfied part of human resource management (HRM). 
According to specialists, employees are dissatisfied with its level of impartiality (Kim & Holzer, 2016).
Performance evaluations are essential for measuring employee performance and assisting the organization 
in tracking progress toward the targeted goals and objectives (Ijbmr, 2012). Performance appraisal is now 
used as a strategic approach by organizations through combining human resource activities with policies. 
They are concentrating on it because it is a broad phrase that encompasses a variety of operations such as 
examining personnel, improving abilities, maintaining performance, or giving benefits (Fakharyan, 
Jailvand, and Dini, 2012).
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1.2   Statement of the Problem

1.3   Variables of the Study

1.4   Research Questions

In today's world, performance appraisal goes beyond employee performance evaluation to include aspects 
such as motivation and retention (Idowu, 2017).The purpose of this analysis knowing if the current 
performance appraisal system of Dr. Sulaiman Al Habib Medical Group demonstrates the existence of 
significant positive results as a motivational tool to increase worker's satisfaction and retention in the four 
branches of Dr. Sulaiman Al Habib Medical Group, one of the most well-known private sector hospitals in 
Riyadh, the kingdom of Saudi Arabia.
This research is significant because it may help to understand worker's attitudes towards PAs. It's providing 
a realistic structure for improving performance evaluation fairness views.

As such, job evaluation have survived  a an element of the human resource managerial serve  their imple-
mentation improves businesses greatly, as fairness evaluations In high-performing firms, job happiness may 
contribute to employee performance (Harrington & Lee, 2014; Kuranchie-Mensah & Amponsah-Tawiah, 
2016). Employees and supervisors, on the other hand, have expressed dissatisfaction with the method due 
to its ineffectiveness (Ekpe, Daniel, & Ekpe, 2013; Kim & Holzer, 2016). Despite being adopted globally 
(Monsur & Akkas, 2015), fairness evaluations pose a conundrum for experts (Kromrei, 2015; Stepanovich, 
2013).
 Only 6% of participants felt performance reviews were equal and effective, which would be inadequate to 
boost job satisfaction (Teckchandani & Pichler, 2015). According to Teckchandani and Pichler (2015), the 
procedure has frequently left both managers and staff unsatisfied, despite the fact that the major goal of PA 
is to provide feedback for improving performance and match staff performance with institution objectives. 
According to Goh (2012), despite empirical evidence that employee perspectives and management styles 
influence individual actions (Taneja, Srivastava, & Ravichandran, 2015), 70% of assessment efforts failed

 In the conceptual framework of the study, a method of quantitative research is employed to assess the influ-
ence of performance assessment on employee job satisfaction in at Dr. Sulaiman Al Habib Hospital in 
Riyadh, Kingdom of Saudi Arabia, where is the independent  variable is the performance appraisal and 
dependent variables are Employee performance, job satisfaction.

 The research aimed to provide answers the following research questions:

1.4.1 What is the level of Job Satisfaction of employees at Dr. Sulaiman Al Habib Hospital in Riyadh, 
Kingdom of Saudi Arabia hospital in terms of the following?

1.4.2 What is the level of employee retention of employees in terms of the following?

a. Engagement of Work 
b. Feeling as part of hospital
c. Working Condition 

a. Increased productivity
b. Experienced employees
c. Stronger corporate culture

d. Recruitment and training efficiency
e. Improved employee morale.

d. Working Environment 
e. Job Achievement  
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1.5  Research Objectives

1.6  Hypothesis of the Study 

1.7  Significance of the Study

1.8  Limitations of the Study 

1.4.3 What is the influence of performance appraisal on Employee’s   Retention to Workforce Perfor-
mance at Dr. Sulaiman Al Habib Hospital in Riyadh?

 The goal of this research is to create a model that connects performance appraisal to the job Satisfaction 
and Employee Retention to Workforce Performance at Dr. Sulaiman Al Habib Hospital in Riyadh, Kingdom 
of Saudi Arabia, Key insights derived from this study include:
The research aimed to answer the following research questions:
1.5.1 Determine the level of Job Satisfaction of employees at Dr. Sulaiman Al Habib Hospital in Riyadh, 
Kingdom of Saudi Arabia hospital in terms of the following: 
a. Engagement at work
b. Feeling as a part of hospital
c.  Working condition
d.  Working Environment
e.  Job Achievement
1.5.2 Analyze the level of employee retention of employees in terms of the following: 
a. Increased of self- productivity
b. Experienced employees
c. Stronger corporate culture
d. Recruitment and training efficiency
e. Improved employee morale
1.5.3 Analyze the influence of performance appraisal on   Employee’s   Retention to Workforce Perfor-
mance at Dr. Sulaiman Al Habib Hospital in Riyadh.

There is no significant relationship between job satisfaction and employment in relation on workforce 
performance.

The objective of this research was to look into how individuals' perceptions of PAs may be changed in order 
to increase job satisfaction by looking at the effectiveness of employee performance appraisal systems on 
job satisfaction within a healthcare organization.
This research techniques are design to provide more relevant information into the performance appraisal on 
employee performance of job processes on the levels of job satisfaction in the healthcare sector at Dr. 
Sulaiman Al Habib Hospital in Riyadh, Kingdom of Saudi Arabia, also to provide data that hospital admin-
istrators and workers might utilize to improve PA systems and increase job satisfaction as a vital perfor-
mance measure.

Every research has its own limitations, and they differ even when the topic is identical. The following are 
some of the several hurdles towards this investigation. First and foremost, time Breaking point: This job 
was given a set amount of time to complete or deploy. Furthermore, a deadline has been set for each of the 
sections discussed in this report. These time restrictions limited our ability to widen our investigation. 
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2.1  Performance Appraisal 

2.0 Review of Related Literature

Second, the COVID-19 epidemic and the importance of using internet data collection methods. Despite 
their availability at any time, they demand financial resources to get permission and authorization to use 
them. In other words, even if they are accessible, their availability is constrained. Third, there is a scarcity 
of secondary data on the performance appraisal system in Riyadh. This study is reliable because of model-
ing and investigations undertaken in various developed and developing nations throughout the country.

The effectiveness of any endeavor is determined by how these are   executed to maximize the  effectiveness  
of the organization as a whole. Employee development is the most important attitudes of a good perfor-
mance appraisal system.
Employment is one of the most important components of a person's life. Their employment has an impact 
on their way of life and social lives. As a result, every firm must have a happy staff. Nowadays, the health 
industry is critical to the economy and administration of Saudi Arabia.
Employee performance and achievements assessed together, also the organization's long-term success was 
acknowledged to be  the most significant human resource considerations strategies (Aleassa, 2014).
They not only provide excellent services but also provide employment opportunities to a big number  of 
people. Given the significance of the health sector to society and the role of work happiness in improving 
employee performance, the goal of this study is to learn about the efficacy of the Performance Appraisal 
System: Correlation of Job Satisfaction and Employee Retention to Workforce Performance.

"Performance evaluation is more than merely rating workers," writes Meenakshi (2012). Performance 
assessment is used by organizations to make executive choices such as promotion, monetary benefit distri-
bution, job enrichment, and identifying training needs. 
When staff are subjected to continuous performance appraisal, they become more committed to their orga-
nization, and this commitment, at least partially, drives them to exhibit appropriate role behavior, lowering 
employers' healthcare costs, increasing efficiency, and increasing productivity (Schuller, 2012).

D. B. Bagul (2014) defines performance evaluation as the process of monitoring employee behavior inside 
a company. First, from outside, supervisors may assess how staff are behaving in contrast to previous 
performances. It supports employers in properly developing and implementing a planning process. A fair 
appraisal system, on the other hand, improves employees' motivation and dedication while simultaneously 
attempting to do their productivity. Furthermore, if performance assessment is fair and open, it has a signifi-
cant psychological retention guarantee. Many researches have confirmed that performance appraisals have 
a major effective  on employee retention, particularly when they are communicated (badgul2013).
Performance evaluation is a systematic procedure that evaluates the inner features of all staff in order to 
evaluate their performance, dedication, efficiency, and performance. Employee engagement and perfor-
mance appraisal can be influenced by true equality, fairness in the evaluation process, job tasks, workload 
compensation, and motivation toward individual and professional development; performance appraisal 
through benefits and standing ovation; safety and security; remuneration; and reinforcements toward their 
work. Healthcare staff employees are much more successful, perform much better, and also have better 
health when their hospital structure cooperates with them (including provision of safety and security).
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2.2   Performance Appraisal System 
Performance evaluation assesses how effectively and how far employees do their tasks over a given period 
in order to enhance their human and organizational performance. 
Performance assessment is defined as a "control approach used by almost all businesses to identify the 
behaviors that employees must exhibit in order to accomplish organizational goals" (Ali MA, Opatha 
HH.2012). Furthermore, while different businesses use the term differently, most definitions of "perfor-
mance appraisal" are linked to the concept of improving employee performance. 
             Performance assessment systems, according to Yosuf (2013), are the processes and procedures 
involved in effective, directing, and communicating performance appraisal events. It is frequently a normal 
process that outlined in the personnel management policy.

                        Over the last several decades, there has been various research on performance evaluation 
(Bretz, Milkovich & Read, 1992; Fisher, 1989). 
                 74 to 89 percent of enterprises, including healthcare facilities, use performance appraisal systems 
(Murphy & Cleveland, 2015). Performance evaluation systems provide a variety of functions, including 
human resource decision making, assessment, and feedback (Cleveland, Murphy & Williams, 2018).
               The psychologist focused on employee reactions to performance reviews and exchanged thoughts 
on how performance reviews are handled (Levy, 2000; Levy & Williams, 2004). According to Nasud 
(1999), analyzing a range is a crucial technique for recouping the value of workers' performance. Perfor-
mance assessment establishes a compensation system that combines the efforts of leadership and employees 
to achieve their companies' joint goals (Cleveland, Murphy, & William, 2017). Entire company perfor-
mance evaluation is a vital component of human resource management in order to achieve high perfor-
mance targets. 
 
              The data obtained and the evaluation system serve as the basic  for recruiting and selection, training 
and development of existing staff, and retaining and motivating a quality human resource through timely , 
suitable performance reward (Lillian, Mathooko, & Sitati,2011).
              The psychologist focused on employee reactions to performance evaluations and discussed how 
performance reviews should be conducted (Levy, 2000; Levy & Williams, 2004). According to Nasud 
(1999), evaluating a band is a critical tool for recouping the value of workers' performance. Performance 
evaluation develops a pay system that combines the efforts of leadership and employees to meet the joint 
goals of their organizations (Cleveland, Murphy, & William, 2017). In order to reach high performance 
objectives, the entire business appraisal system is a important component of human resource administra-
tion.

            The collected data and the assessment system serve as the foundation for recruiting and selecting 
new employees; training and developing existing employees; and maintaining and motivating excellent 
human resources through timely and appropriate performance rewards (Lillian, Mathooko, & Sitati,2011) 
(Sharma, 2012).

69



2.3   Performance Appraisal and Job Satisfaction

2.3.2 Effectiveness of Performance Appraisal and Job Satisfaction

Performance assessment in the workplace increases employee accountability and productivity (Halachmi, 
2012). Performance appraisals are widely regarded as an important HRM (HRM) technique used by 
businesses to monitor and manage performance (Radebe, 2015). Supervisors and executives use an assess-
ment system to motivate or inspire their employees to perform effectively by identifying and recognizing 
their achievements through promotions, increased pay, and awards (Park, 2014). Performance assessments 

2.3.1    Locke and Lathan (2011) describe job satisfaction as "a cheerful or excellent emotion stemming 
from an evaluation of one's employment or work experience." Employment satisfaction is measured by a 
person's assessment of how well their team works the factors that are important to them. Employment satis-
faction is defined by Vroom (1964) as people's choices and favorable attitudes towards the job duties they 
now have.
                       According to Mitchell and Lasan (2016), job satisfaction is the most significant and often 
researched attitude in the field of organizational performance. Job satisfaction has three significant 
elements, according to Luthan (2008). For starters, it is visible but must be believed because it is an emo-
tional reaction to a work environment. Second, it is characterized by how effectively the outcomes meet or 
exceed assumptions. Lastly, work satisfaction reflects long-term perspectives on the most important aspects 
of a job to which people respond positively.
                                               Employee happiness when Spector began to emphasize the significance of 
thinking abilities in influencing the future of many elements of their professions, the focus shifted away 
from standards. Working satisfaction is a measure of how much individuals appreciate or despise their work 
and its elements.(Spector, 1997). Nair (2010) applies a similar concept of satisfaction to one's attitude 
chosen based on the worker's employment environment. As a consequence, job satisfaction is more than 
simply feelings; it also represents one's evaluation.
                         It explains how a range of external and internal components must be identified and assessed 
in order to evaluate contentment. According to Locke (2016), work satisfaction is a good psychological 
response directed  by the perception to someone's work as helping in the satisfaction of significant values 
that are reachable on the job, all of the objectives are consistent with one's standards.
 
           According to Davis and Nestrom (2002), the degree to which expectancies and incentives are related 
influences whether a job is considered gratifying (Statt, 2014). Job satisfaction is a complicated set of 
linked psychosocial elements .The degree has an impact on a person's sentiments about work satisfaction 
level.
                      This, in fact, offers credence to the view that job satisfaction is a varied system of interrelated 
emotional actors to work performed (Hulin and Judge, 2013); these responses are associated with cognition, 
emotional, and behavioral elements. Its various definitions of this class, but this one lies in the middle 
(Wudarzewski, 2013).
  
            Organizational elements such as responsibilities and goals assigned to employees, according to Katz 
(1978), are critical.   According to Springer (2011), workers are more happy with their jobs.
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have long been used to assess work engagement, set work goals, and identify opportunities for employee 
career development and staff training. Staff responsibility and efficiency are both important. Employee 
accountability and productivity are increased via performance appraisal in the workplace (Halachmi, 2002). 
            Performance evaluations are widely regarded as an important human resource management (HRM) 
technique used by supervisors, to monitor and manage performance (Radebe, 2015). Supervisors and man-
agers using an assessment system to motivate or motivate their employees to perform effectively by recog-
nizing and awarding outstanding achievements through promotions, increased pay, and awards (Park, 
2014).
           Performance assessments have long been used to assess employee performance, set career objectives, 
and gain insights for employee career development and training staff. (Aleassa, 2014).

          Organizations use performance appraisal for a kind   purposes, such as forecasting staffing levels, 
advancements, and awards; terminating and reducing positions; protecting their company from work activi-
ties; and ensuring personnel are guided (Deepa & Kuppusamy, 2016; Deepa et al., 2014). 
           Administrators can utilize the assessment process to offer feedback on their employees' strengths and 
shortcomings, identify specific training requirements, detect performance differences, evaluate their super-
visor's effectiveness, and minimize the number of worker conflicts (Hauck, 2014). 
Workers' performance is routinely evaluated by supervisors, employees, or colleagues, as well as by the 
staff members themselves (Prasad, 2015). 
            Employee efficiency and satisfaction are assessed on a daily basis in accordance with company objec-
tives and pre-established criteria. Human resource managers may use performance evaluation data to make 
targeted decisions that promote employee happiness, job satisfaction, firm commitment, and efficiency.
          According to Radebe (2015), the evaluation phenomenon has been seen as an essential instrument in 
enhancing staff  and growth since it has a favorable impact on healthcare.
           Tsai and Wang (2013) discovered that workers' perceptions of assessments impact their performance, 
behavior. Effective supervisors, according to Akkas (2015), conduct daily performance reviews and offer 
feedback to their employees in order to identify problem areas and track their progress toward achieving 
their goals for improved performance. Employers must provide a structured methodology to guarantee that 
employee performance evaluations on job satisfaction are deemed fair. Human resources (HR) organiza-
tions have depended on performance reviews for years, but there are restrictions to how frequently they may 
enhance employee attitudes, attitudes, and motivation (Hosain, 2016). Regardless of the influence of 
performance appraisal on job performance and dedication, this assertion is founded on previous research 
(Budworth et al., 2014).

             Performance evaluations have been accused of undervaluing people's true worth and contributions 
to the company, despite the fact that they are often used to promote this value to employees (Neu Morén, 
2013). Job satisfaction impacts the fairness of job appraisal, which important to all engagement (Singh & 
Mishra, 2016).
            According to Shrivastava and Purang (2016), staff opinions of fairness affected employee evaluation 
outcomes more than the system's stated purpose and design, and job satisfaction has a positive relationship 
with job satisfaction with the appraisal. Despite the fact that the performance assessment technique has been 
recognized as a critical management tool for assisting in decision making, several organizations have failed 
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2.4.1  Employee Retention

2.4.2 Effectiveness of Performance Appraisal and Employees Retention

2.4   Performance Appraisal and Employees Retention

Employee retention refers to a organizations capacity to maintain its employees. It is straightforward to 
understand that an 80 percent retention rate indicates that a company keeps 80 percent of its employees. The 
purpose of retention is to develop in workers a sense of responsibility. Employee retention is important to 
the success of any firm (Gulzar, S., Advani, A., 2016).
 According to Abeysekera (2017), employee turnover is a critical concern for every business. However, 
organizations that have adopted good human resource management practices may minimize employee 
turnover and boost productivity because an organization can maintain its benefits by keeping workers.. 
According to Kok (2013), there are indeed sets of human resource practices inspired by the human resource 
profession that are referred to as quality standards and, if properly applied, would assure staff retention. 
There are several elements that impact HR practices, including both internal and external, and these differ 
from institution to institution (Ozutku 2009).
According to Narsimha (2000), firms can get a competitive advantage or a long-term or sustainable advan-
tage over their competitors by developing complete human resource procedures.
 Developing a competitive advantage Employers use a variety of business approaches, which are more 
effective when they are consistently coupled with human resource management methods. This means that 
firms may continue to improve their environments in order to make good human resource decisions (Tiwari 
2012). According to Capelli (2013), It was found that organizations that had put in place more dynamic 
human resource practices and reported a workplace environment climate that strongly valued engagement, 
energy, and responsibility tended to be better performing and thus able to compete, suggesting that staff 
were more likely to stay.

Mehta, Kerbelli, and Dhankar (2014) concentrated on performance evaluation, which is an essential tool for 
both employers and staff. Organizations can determine how well their staff are performing based on their 

to produce instant benefits.).
            According to several studies, contentment with the process is related to a decrease in work engage-
ment and an increase in the desire to quit (Dusterhoff et al., 2014). Also  job assessments are used, their 
ability to improve performance is increasingly being called into question.  It the  topic of conflict disagree-
ment in management theory and practice regarding the regularity with which workplace job  evaluations 
must be undertaken. Although performance appraisal methods are expensive to establish, several academics 
argue that resources would be better spent developing reliable and very good ways of assessing performance 
in order to represent job satisfaction (Vasset, 2014).
 As international initiatives rise, workers' perspectives on performance evaluations and the workplace may 
change. Assessments and the employment environment may vary. According to West and Berman (2011), 
Additional obligations alter workers' perceptions of their performance, resulting in a rise in job stress. 
Employers would be able to raise crucial job-related difficulties that would otherwise go unreported if 
performance assessments were effective. It is anticipated that a fair and objective assessment would result 
in pleasant and specific interactions for both managers and supervisors. in order to promote job satisfaction 
and performance by striving to solve present issues and overcome impediments. (Ali, 2016).
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2.4.3  Job Satisfaction and Employee Retention

 Job satisfaction is vital in retaining employees, according to a new study released by Showkat, S. (2013). 
A person who is satisfied with his or her employment is more loyal to the organization and so remains for a 
longer period of time.
           Furthermore, job satisfaction is something that staff want and is an important factor in keeping person-
nel. This can only be accomplished by making staff both physically and emotionally pleased. Retention is 
getting increasingly difficult as the skill pool gets more constrained.(Qadria Alkandari, 2009).
            Job satisfaction is also important for lowering turnover costs, or the costs incurred by a business in 
attracting and training new personnel. However, maintaining employees is more important in order to 
protect great workers from being poached. There are various factors that highlight the importance of staff 
retention. According to Elton Mayo (2013), employees are motivated not only by remuneration but also by 
having their social needs addressed while on the job.

historical performance. Employees' responsibilities in strategic planning design and implementation A fair 
evaluation system, on the other hand, not only increases staff's excitement and devotion but also offers them 
an opportunity to enhance their performance. Furthermore, a clear and honest performance assessment has 
a substantial influence on employee retention (2013).
When firms use this tool for staff counseling and risk allocation, according to Kossivi1.B, Xu1. M, and 
Kalgora. B. (2015). Although the link was validated, it was also revealed that the appraisal method would 
be more successful.
Employee attitude performance assessments stress the relevance of feedback and rewards (Shrivastav & 
Sapra, 2012). In their investigation of the effectiveness of assessment of employee retention, Gichuhi, 
Abaja, and Ochieng (2012), Shrivastav and Sapra (2012) discovered the importance of performance 
appraisal to institutions while also highlighting the significance of providing employees with information 
about the positive spillover effects it will have on their achievement. They say that offering feedback after 
an evaluation increases communication between employees and managers, and it may enhance job opportu-
nities. also underlines the significance of performance evaluations in inspiring people to strive both towards 
personal and professional goals.
Omboi Bernard Messah and Shadrack M. Kamencu (2011) proved the impact of performance assessment 
methods on staff at the Dr. Sulaiman Al Habib Hospital in Riyadh, Kingdom of Saudi Arabia. Employee 
training, goal setting, and performance-based compensation were identified as the most important factors 
influencing employee performance and earned high marks from respondents. This research also found that 
knowledge, assessment, and development had a minor influence on employee performance. Staff perfor-
mance and efficiency are substantially hurt since they report that their drive to complete their jobs is 
harmed. Workers' responses indicated they would prefer not to work longer hours. They will, however, be 
reticent to work beyond or beyond the hours for which they are compensated since they feel individuals 
really aren't related to additional pay.
Furthermore, because employee participation and shared goal clarity enhance job rating systems (Roberts 
& Reed, 1996), it may be favorably associated with loyalty, reinforcing the justification for declaring partic-
ular career objectives (Latham, 2013). Furthermore, development performance appraisal focuses on provid-
ing workers with a sense of connection as well as  appreciated by their teams and the organization, since it 
is important in boosting staff's emotional engagement with the company (Levy & Williams, 2015).
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2.5.1  Equity Theory 

2.5.2  Expectancy Theory 

2.5   Theoretical Framework  

          Furthermore, work satisfaction is a mix of good and bad thoughts about one's employment. Neverthe-
less, work satisfaction reflects the extent to which real benefits meet and surpass assumptions. Job satisfac-
tion is inextricably linked to an individual's conduct at work (Davis et al., 2011).

Motivation is one of the factors that influence performance. Motivation is a crucial factor in determining 
employee performance and willingness to perform at work (Bogicevic, Yang, Bilgihan, & Budisic, 2013; 
Herzberg, 195). 
             Psychologists have sought to understand how motivation is impacted. Several theories have made 
significant contributions to human psychology research in order to get a better knowledge of the influence 
motivation has on performance measurement (including Maslow, Herzberg, McGregor, and McClelland) 
(Herzberg, 1959; Worlu & Chidozie, 2012). 
            Managers or supervisors looking to boost staff productivity, performance, and motivation have put 
the results to the test. In today's corporate world, more current ideas of motivation are being used. 
Approaches such as John Stacy Adams' Equity Theory and Victor Vroom's Expectancy Theory can help us 
comprehend motivation in today‘s workplace. The purpose of this research is to give an examination of 
these two hypotheses in detail in order to consider the ramifications (Masum, Azad, & Beh, 2015).        
Motivational theories are invaluable in the explanation of performance appraisal. Examples of such theories 
are the Equity theory and the Expectancy theory. 

It is a hypothesis that explains human relationships' pleasure in terms of perceived fair or unequal resource 
allocation decisions (Rowland, 2013). Based on the theory's creator, John Stacey Adams (1963, 1965), 
workers feel fairness in having contributed to an organization and what they receive back from the organi-
zation, especially in relation to what they believe other workers' contributions are and what the organization 
provides in return to those staff members (Tseng & Kuo,2014). 
As a result , they will try to make up the difference by increasing or lowering their efforts. Equity theory is 
generally focused on maintaining justice in an organization's allocation. It is quantified by calculating the 
ratio of relationship associates' contributions to results (Folger, 2013).

In expectation theory, the desired rewards that a person intends to obtain if he begins or executes certain 
activities are examined. It describes how motivated a worker is to finish a job  (Montana, n.d).

Perfomance Ability EnvironmentMotivation

Figure 1: Performance Is a Function of the Interaction Between  An Employee's Motivation, Ability, And Environment
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2.6   Research Gaps 

2.7   Conceptual Framework
A theoretical framework  examines concepts that try to explains the research issue under consideration, with 
a focus on the specific variables sought in the study. One independent variable and one dependent variable 
comprise the conceptual framework.
According to DeNisi and Smith (2014), theoretical studies on performance appraisal systems are originally 
focused on validity. However, in the context of institutional jobs, the latest development is to start analyses 
aimed at improving employee productivity and empowering staff to improve performance.
Furthermore, performance appraisal methods are intended to increase job performance, as is the importance 
of focusing research on increasing job satisfaction. 
                Investigators focused on the importance of the employee performance evaluation framework and 

Performance appraisal provides a valuable chance to focus on objectives and work activities; to identify and 
fix current problems; and to stimulate future performance. As a result, leading businesses attempt to imple-
ment a value-based performance evaluation method that will assist them in setting agreed-upon perfor-
mance targets and achieving the required outcomes.
The effectiveness of performance appraisal factors and the efficacy of performance appraisal methods are 
investigated in this study at Dr. Sulaiman Al Habib Hospital in Riyadh, Saudi Arabia.
Several academics have also pointed out a lack in the consequences of performance evaluation, such as 
motivation, equity theory, expectation theory. According to Cheese and Cantrell (2005).

   Saratun (2017) establishes a relationship between performance assessment and employee performance, 
which leads to corporate sustainability but does not mention job engagement as an intermediary result of 
the relationship.
Nevertheless, development and research remain a gap that, if filled, might help firms to make the best 
choices, particularly in the area of human resources (Ahmad & Allen, 2015). Furthermore, as said before, 
there is a need for an empirical study on the advancement of staff performance as it could be highly valuable 
for both academics and professionals in this area. As a result, the present study concentrated on the health-
care sector at Dr. Sulaiman Al Habib Hospital.
Performance measures create data that is used to evaluate the plan of action and allow the organization to 
improve, regulate, and account for staff performance as outlined in the organizational objectives (Schleich-
er al..2019).
                   Much research on assessment systems has been undertaken in Saudi Arabia. (2007) conducted 
a study on employee performance appraisal.

Makawiti (2011) conducted research on perceptive hospital employees regarding the use of performance 
assessment data in training and skill choices. Kagendo (2012) did a similar study on factors that influence 
the performance evaluation of personnel in Riydah hospitals.
            Magutu (2017) conducted research on the efficiency of performance assessment systems in Saudi 
Arabia, specifically at Dr. Sulaiman Al Habib Hospital. According to the scholar, these local studies have 
investigated performance appraisal effects on employee performance in the health sector in Saudi. 
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Research Methodology

3.2   Research Design

3.2.1 Research Methodological Choice

3.2.2 Sampling procedures and Discussion on Respondents of the Study

identified contextual elements that impact the performance appraisal, which shed light on this topic. Maha-
pal, Dzimbiri, and Maphosa, 2015; Schleicher et al., 2019; Lutwama, Roos, and Dolamo, 2017). 

                The conceptual framework appears to be an analytical technique that can be used in a number of 
different categories and appears in a range of varieties and scenario
  A conceptual model was created in this study to investigate the influence of four independent factors: 
performance appraisal, on the dependent variable employee performance.
Based on the literature reviewed, the conceptual framework is as follows

This study titled “An Analysis on the Effectiveness of Performance Appraisal System: Correlation of Job 
Satisfaction and Employee Retention to Workforce Performance at Dr.Sulaiman Al Habib Hospital is 
conducted in Riyadh, Kingdom of Saudi Arabia.
 That gives details and important ideas on research ideology, methods, strategy, methodological selection, 
timescale, and data analysis.

A research approach is created to guide a study process.  A Study is viewed as a series of interconnected 
steps, the success of which is contingent on the performance of those that come before   (Sarantakos, 1993). 
It can be thought of as an the  approach that directs a project, data collecting and analysis and provides as 
the framework or design for a study (Churchill, 1995).

In this field, whether the study is quantitative or qualitative is determined by the research strategy. A quanti-
tative study, as an example, is utilized in conjunction with a positivist philosophy and a deductive 
technique. Variables are described visually and quantitatively within this type of investigation. 
 This necessitates a high level of generalization, such as crafting queries that are straightforward or under-
standable to everybody, with really no unreadable or complex terms.  In 2010, Ceu used the "survey 
method" as a survey strategy. 

This study focuses mostly on the staff members working at Dr. Sulaiman Al Habib Hospital in Riyadh; 
Kingdom of Saudi Arabia Hence, they provide the primary source of data for this study. The whole demo-
graphic in this study is (N= 50) workers working in Al Habib hospital. The target population consists of 
both male (27) and female (23) which includes junior staff, senior, management staff and other.

 TABLE 1 1  Frequency Percent Valid Percent 
Cumulative 
Percent 

Val
id 

Male 27 54.0 54.0 54.0 
Female 23 46.0 46.0 100.0 
Total 50 100.0 100.0  

Table 1: Gender
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3.2.3 Variables of the Study

3.2.4 Research Instruments and Data Gathering Procedures

3.2.5 Data Collection and Storage

a. Dependent Variable(X) 
Employee performance will be the dependent variable in this study. It must have been noted in the first 
section of the survey.
b. Independent Variable(Y)
Performance Appraisal will be the independent variable in this study.
Latham and Locke (1984) developed a 30- questions in survey aimed at measured analysis on the Effective-
ness of Performance Appraisal System: Correlation of Job Satisfaction and Employee Retention to Work-
force Performance related to central aspect of their theoretical framework. Lee et al. (1991) thoroughly 
analyzed and identified the survey.

As in specific investigation, survey method was used for collecting primary data from employees of   Dr. 
Sulaiman Al Habib Hospital in Riyadh, Kingdom of Saudi Arabia. A closed-ended question was utilized to 
obtain survey method.
The Questionnaire was divided into two parts. The first part of the questionnaire concentrated on partici-
pants' demographic data, while the second part covered essential aspects of performance rating in Riyadh. 
The usefulness of performance appraisal was evaluated on a scale of 1–5 in this article. An ego survey was 
undertaken with staff at Dr. Sulaiman Al Habib Hospital in Riyadh, Kingdom of Saudi Arabia, to gather 
information.
        Here, quantitative data analysis was investigate the empirical analysis of the research topic. 

In addition, statistical analysis was to determine the relationship between the study's variables.
The set of questions was designed in such a way that the participants' addresses and identification are keep 
private. Surveyors are the most common method of gathering numerical methods. Closed-ended question-
naires, in contrast to qualitative surveys, in which participants can provide as much detail as they like, 
compel respondents to respond to yes-or-no and/or multiple-choice items.

According to Denzin and Lincoln (2011), every investigator develops a relationship that allows him to tie 
the ideology selected, strategy, to the methodologies and tactics that he would utilize in the previous step of 
Blaikie's processes.
             To accomplish this, we must first plan and coordinate his work, and then establish the goals that he 
wants to attain. The sole data gathering method utilized in this project is an "online questionnaire" via the 
internet platform "Google Forms." Participants must answer 30 mandatory items separated into categories.
 The survey comprised demographics and basic question about the Effectiveness of Performance Appraisal 
System: Correlation of Job Satisfaction and Employee Retention to Workforce Performance. it’s intended 
for people who work in the hospital and see how it effectiveness. 
The questionnaire will be included in the appendix, and the findings will be included in chapter 4 when they 
have been evaluated. Employers and supervisors are among those who have working at Dr. Sulaiman Al 
Habib Hospital in Riyadh, located in Riyadh, Kingdom of Saudi Arabia geographic areas and their answers 
were analyzed in chapter 4.
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3.2.6 Data Analysis and Interpretation 
The outcomes of analyzing the Effectiveness of Performance Appraisal System: Correlation of Job Satis-
faction and Employee Retention to Workforce Performance at Dr.Sulaiman Al Habib Hospital in Riyadh, 
Kingdom of Saudi Arabia 
In Chapter 4, data will be displayed visually and quantitatively utilizing SPSS and Microsoft Excel.
             The study starts with my findings analysis and gathering with delivering the questionnaire to a prede-
termined group. It is a Google form survey that is distributed by email to those who this could touch. Then 
I downloaded the answers as excel files and began distributing them as numerical, integer, and scale ques-
tions. These responses were then carefully input as numerical information. After that, I separated the 
variables into dependent and independent components to make my task easier.
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  50 50 50 50 50 
The appraisal 

system 
contributes to 

my overall 
organizational 
effectiveness. 

 Pearson 
Correlatio

n 
.067 .000 1 -.062- -.074- 

 Sig. (2-
tailed) .644 1.000  .669 .611 

  50 50 50 50 50 
The appraisal 

criteria in 
which I am 

evaluated is fair 

  .244 .377** -.062- 1 -.095- 
 Pearson 
Correlatio

n 
.087 .007 .669  .510 

 Sig. (2-
tailed) 50 50 50 50 50 

Table 2: Correlation 
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*. Correlation is significant at the 0.05 level (2-tailed).
**. Correlation is significant at the 0.01 level (2-tailed).

In Statistics, correlation is a way of establishing the relationship between variables. The formula for correla-
tion coefficient for population of N= 50

Using the above equation, we calculate the following   values.   As we see here in this table we have a Pear-
son correlation table with two tailed test 0.05 and 0.01.
First, Current performance appraisal system is very effective relation with   a good understanding of the 
appraisal criteria r=.033 also system contributes to my overall organizational effectiveness r=.067, the 
appraisal criteria   in which I am evaluated is fair r= .244 and an effective performance appraisal system is 
an important indicator of the effectiveness of employee performance=w .206.
Second, a good understanding of the appraisal criteria relation with   current performance appraisal system 
is very effective r=.303 while   with The appraisal system contributes to my overall organizational effective-
ness r=.000 then with   The appraisal criteria   in which I am evaluated is fair r= .377** and with effective 
performance appraisal system is an important indicator of the effectiveness of employee performance 
r=099.
Third, the appraisal system contributes to my overall organizational effectiveness with current performance 
appraisal system is very effective r= .067, a good understanding of the appraisal criteria r=000, The apprais-
al criteria in which I am evaluated is fair r=-.062-  and an effective performance appraisal system is an 
important indicator of the effectiveness of employee performance r=-.074-.
Fourth, the appraisal criteria in which I am evaluated is fair with   current performance appraisal system is 
very effective r=.244a good understanding of the appraisal criteria r= .377**, The appraisal system contrib-
utes to my overall organizational effectiveness r=-.062 and with effective performance appraisal system is 
an important indicator of the effectiveness of employee performance r=-.095-
Fifth, an effective performance appraisal system is an important indicator of the effectiveness of employee 
performance with current performance appraisal system is very effective r=.206. a good understanding of 
the appraisal criteria r=.099, The appraisal system contributes to my overall organizational effectiveness r= 
-.074- and The appraisal criteria in which I am evaluated is fair r=-.095.

  Pearson 
Correlatio

n 
.206 .099 -.074- -.095- 1 

 Sig. (2-
tailed) .150 .496 .611 .510  

  50 50 50 50 50 
 

Formula 
r= Pearson Correlation Coefficient
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Chapter 4
Interpretation and Analysis

4.2.1 Sample Profiling 

4.1   Introduction

4.2 Findings (Descriptive Statistics)

The questionnaire has 30 questions with a study population of 50. This survey was issued to Saudi Arabian 
employees ranging in age from 20 to 61. 

           Furthermore, the questionnaire that was administered or disseminated was separated into two 
sections. Now we input this information into SPSS to get a significant result about our issue and check if 
there is a relationship, whether it is positive or negative, and we get a response regarding the efficacy of the 
assessment method. Here is a table that contains a descriptive analysis for the full variables that we utilized 
and the levels of significance that we obtained utilizing SPSS.

Descriptive statistics are a series of brief descriptive coefficients that summarize a set of data. This 
approach is used in this study to characterize the frequency for each gender, age, and other variables.

Demographics are the different features of a population that characterize it, such as age, race, ethnicity, 
education, and so on. 

Table 3: Research Questions:

Research Questions  Participant 
Questionnaire 

Remarks  

    
1. What is the level of Job 

Satisfaction of employees 
at Dr. Sulaiman Al Habib 
Hospital in Riyadh, 
Kingdom of Saudi Arabia 
hospital in terms of the 
following? 

 

 1,2,3,4,5 Participant Profile 
 
 
6 to 10 Survey Questions 

Method used is Survey 
for this Quantitative 
Study. 
Questions are done in 
Likert Scale Model 
from 1 to 5. 

2. What is the level of employee 
retention of employees in terms 
of the following? 
 

 10 to 21 will answer 
Research Question 2 

 Questions are done in 
Likert Scale Model 
from 1 to 5. 

3. What is the influence of 
performance appraisal on 
Employee’s   Retention to 
Workforce Performance at Dr. 
Sulaiman Al Habib Hospital in 
Riyadh? 

 22 to 30 will answer 
Research Question 3 

 
Questions are done in 
Likert Scale Model 
from 1 to 5. 
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Descriptive statistics are a series of brief descriptive coefficients that summarize a set of data. This 
approach is used in this study to characterize the frequency for each gender, age, and other variables.

The Female valid percent is (46 %) and male valid percent is (52 %). The results show that females are 
higher than males.

Figure 6: Represents the gender of 50 Respondents

Figure 7: Educational level between High school, Graduate, Master and PhD Degree

Table 4: Descriptive Statistic for Gender 

 Frequency Percent Valid Percent Cumulative Percent 
Valid Male 27 54.0 54.0 54.0 

Female 23 46.0 46.0 100.0 
Total 50 100.0 100.0  
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The Master valid percent is (62 %), The Graduate valid percent is (18 %). The High school is (8%) and 
The PHD (12%). The results show that masters level is higher than.

It varies between more than strongly agree (42 %) and agree valid percent is (34 %). the neither agree nor 
disagree valid percent is (18%), and the disagree valid percent is (6%).The results show that strongly 
agree are higher

It varies between more than strongly agree (56 %) and agree valid percent is (36 %). the neither agree nor 
disagree valid percent is (6%), and the disagree valid percent is (2%).The results show that strongly agree 
are higher.

 

Figure 8: My Manager/ Supervisor Recognize Me When I Do a Good Job It Varies Between More Than Strongly Agree and Agree.

Figure 9: Performance Appraisal in my company is fair. 
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Motivation in doing work, it varies between more than strongly agree (90 %) and agree valid percent is 
(10 %). The results show that strongly agree are higher.

It varies between more than strongly agree (58 %) and agree valid percent is (16 %). the neither agree nor 
disagree valid percent is (26%), and the results show that strongly agree are higher.

Figure 11: Strong corporate culture leads to strong performance appraisal varies between strongly agree and agree

Figure 10: Motivation in Doing the Work Is Strongly Agree
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It varies between more than strongly agree (76 %) and agree valid percent is (24 %). The results show that 
strongly agree are higher.

It varies between more than strongly agree (80 %) and agree valid percent is (5 %). the neither agree nor 
disagree (15%) The results show that strongly agree are higher.

Figure 13: Performance Appraisal strongly agrees to be focused on development of employees.

Figure 12: Performance appraisal strongly agrees to be focused on development of employees.

The 
appraisal 
system 

contributes 
to my 
overall 

organizatio
nal 

effectivene

My 
current 

performa
nce 

appraisal 
system is 

very 

- I have a 
good 

understandi
ng of the 
appraisal 

The appraisal criteria 
in which I am 
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It varies between more than strongly agree (70 %) and agree valid percent is (26 %). the neither agree nor 
disagree valid percent is (2%), and the disagree valid percent is (2%).The results show that strongly agree 
are higher.

Figure 14: The Appraisal System Contributes to All Organizational Effectiveness Is Strongly Agree.

Figure 15: Performance Appraisal System is very effective 

Strongly Agree.
It varies between more than strongly agree (80 %) and agree valid percent is (20%). The results show that 
strongly agree are higher
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Figure 16: Good Understanding of Appraisal System. 

 Figure 17: Performance Appraisal Process Encourage Cooperation and Team Spirit.

It varies between more than strongly agree (58 %) and agree valid percent is (36 %). the neither agree nor 
disagree valid percent is (4%), and the disagree valid percent is (2%).The results show that strongly agree 
are higher.

It varies between more than strongly agree (58 %) and agree valid percent is (21 %). the neither agree nor 
disagree valid percent is (21%).The results show that strongly agree are higher
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Table 5: Descriptive for Positions 

Table 6: Descriptive of Years worked in the organization 

Table 7: Descriptive Statistics 

Table 2 represents the positions of the respondents in Saudi Arabia. Analysis of the data collected showed 
that the valid percent were (26%) for junior staff - for senior, (18%) for management staff, (42%) - and 
(14%) for other. The results show that highest respondents were management staff.

Table 3 represents the number of years worked in the organization. Analysis of the data collected showed 
that the valid percent were (34%). For less than 3 years, (24%) for 3-6 years - to more than 6 years, 
(42%). The results show that highest respondents were less than 3 years.

 
Frequency Percent Valid Percent 

Cumulative 
Percent 

Valid junior Staff 13 26.0 26.0 26.0 
senior 9 18.0 18.0 44.0 
Management  staff 

21 42.0 42.0 86.0 

Other 7 14.0 14.0 100.0 
Total 50 100.0 100.0  

 

 Frequency Percent Valid Percent 
Cumulative 
Percent 

Valid less than3 years 17 34.0 34.0 34.0 
3-6 years 12 24.0 24.0 58.0 
more than 6 years 

21 42.0 42.0 100.0 

Total 50 100.0 100.0  
 

 N Minimum Maximum Mean Std. Deviation 
-My manager/supervisor 
recognize me when I do a 
good job. 

50 1.00 4.00 1.8800 .91785 

-My manager/supervisor 
has reasonable 
expectations from my 
work. 

50 1.00 5.00 2.0800 1.20949 

-My job is fulfilling my 
needs 50 1.00 5.00 2.6600 1.58578 

-I feel proud to work for 
my company. 50 1.00 2.00 1.0600 .23990 

-I receive adequate training 
and information about the 
performance appraisal 
cycle before it starts 

50 1.00 5.00 2.9600 1.47025 

-Valid N (listwise) 50     
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4.3    Correlation Coefficient 

Table 5 illustrates the descriptive statistics for the five   variables of this research in relation to its questions 
that describe the effectiveness of Performance Appraisal System: Correlation of Job Satisfaction and 
Employee Retention to Workforce Performance at Dr. Sulaiman Al Habib Hospital in Riyadh, Kingdom of 
Saudi Arabia. Descriptive statistics for my manager/supervisor recognize me when I do a good job. Where 
1 represents strongly disagree and 4 represents strongly agree. Descriptive statistics for my manager/super-
visor has reasonable expectations from my work, where 1 represents strongly disagree and 5 represents 
strongly agree. Descriptive statistics for my job is fulfilling my needs where 1 represents strongly disagree 
and 4 represents strongly agree. Descriptive statistics for I feel proud to work for my company where 1 
represents strongly disagree and 2 represents strongly agree. Descriptive statistics for I receive adequate 
training and information about the performance appraisal cycle before it starts where 1 represents strongly 
disagree and 5represents strongly agree.

An ANOVA is a statistical approach used in research which breaks the total discrepancy seen in a database 
framework into two parts: systematic components and random factors. Such systematic elements influence 
the obtained data, while random factors do not. 
         The Cronbach’s alpha is utilized in a regression study to estimate the overall effect of independent 
variables on the dependent variable. Tambunan (2011).
The test statistic's F value is .215. The hypothesis of equal population means is rejected since the test statis-
tic is significantly greater than the significance level, and the researchers conclude that there is a (statistical-
ly significant) significant difference in population means. So it have a p-value of .645, indicating that it is 
statistically significant at that level.

Pearson's Correlation Coefficient Correlation is a statistical measure of the relationship between two 
variables. There might be a positive (as one rises, the other falls) or negative (as one rises, the other falls) 
link. Correlation strength can range from poor to strong. Pearson Product Moment Correlation, sometimes 
known as Pearson Correlation, is one of the most widely used correlation statistics (Emerson, 2015)The 
correlation coefficient r and sample size n must both be considered at the same time (Schober et al., 2018). 
These findings are given in a matrix, as seen in table -----, the correlations are replicated. The table presents 
the coefficient of correlation, the value of its significance and the size of the sample. What’s important in 
this table .The Pearson's r value, which ranges between +1 and -1, where +1 represents a perfect positive 
correlation and -1 represents a perfect negative relationship. If indeed the coefficient value is significant, it 
implies there is no corelation at all.

a. Dependent Variable: Employee performance
b. Predictors: (Constant), Performance appraisal.

Table 8: ANOVA

Model Sum of Squares df Mean Square F Sig. 

1 Regression .020 1 .020 .215 .645b 
Residual 4.480 48 .093   
Total 4.500 49    
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Table 9: Correlations

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

 

My 
productivity 
and output 

My 
motivatio
n in doing 
my work 

The 
performanc
e appraisal 
system is 
designed to 
motivate 
employees 

My 
attitude 
towards 
assigne
d task 

My 
attitude 
towards 
doing my 
work 
beyond my 
time 

My productivity and 
output 

Pearson 
Correlat
ion 

1 -.070- .125 .220 .219 

Sig. (2-
tailed)  .631 .387 .124 .126 

N 50 50 50 50 50 
My motivation in 
doing my work 

Pearson 
Correlat
ion 

-.070- 1 .185 -.092- .492** 

Sig. (2-
tailed) .631  .199 .526 .000 

N 50 50 50 50 50 
The performance 
appraisal system is 
designed to motivate 
employees 

Pearson 
Correlat
ion 

.125 .185 1 -.096- .034 

Sig. (2-
tailed) .387 .199  .505 .814 

N 50 50 50 50 50 
My attitude towards 
assigned task 

Pearson 
Correlat
ion 

.220 -.092- -.096- 1 .031 

Sig. (2-
tailed) .124 .526 .505  .828 

N 50 50 50 50 50 
My attitude towards 
doing my work 
beyond my time 

Pearson 
Correlat
ion 

.219 .492** .034 .031 1 

Sig. (2-
tailed) .126 .000 .814 .828  

N 50 50 50 50 50 

As correlations (-0.070and -0.092) in table 9are negative, my motivation in doing my work, My productivi-
ty and output, My attitude towards assigned task. In this order, hypothesis H1 (There is not a significant 
relation between job performance and employment in relation on workforce performance) is accepted.
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Table 10: Correlations

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

As correlations (-0.013and -0.173) in table 10 are negative, my job is fulfilling my needs, my manager/su-
pervisor recognize me when I do a good job, my manager/supervisor has reasonable expectations from my 
work. In this order, hypothesis H1 (There is not a significant relationship between job satisfaction and 
employment in relation on workforce performance) is accepted.

 

My 
manager/s
upervisor 
recognize 
me when I 
do a good 
job. 

My 
manager/s
upervisor 
has 
reasonable 
expectatio
ns from 
my work 

My job is 
fulfilling 
my needs 

I feel 
proud to 
work for 
my 
company 

Performan
ce 
manageme
nt can help 
people 
understan
d the 
organizati
on's 
strategic 
priorities 

My 
manager/superviso
r recognize me 
when I do a good 
job. 

Pearson 
Correlation 1 -.101- -.013- -.152- .163 

Sig. (2-tailed)  .483 .931 .292 .257 
N 50 50 50 50 50 

My 
manager/superviso
r has reasonable 
expectations from 
my work 

Pearson 
Correlation -.101- 1 -.173- .475** -.020- 

Sig. (2-tailed) .483  .230 .000 .890 
N 

50 50 50 50 50 

My job is fulfilling 
my needs 

Pearson 
Correlation -.013- -.173- 1 -.076- .062 

Sig. (2-tailed) .931 .230  .598 .668 
N 50 50 50 50 50 

I feel proud to work 
for my company 

Pearson 
Correlation -.152- .475** -.076- 1 -.234- 

Sig. (2-tailed) .292 .000 .598  .102 
N 50 50 50 50 50 

Performance 
management can 
help people 
understand the 
organization's 
strategic priorities 

Pearson 
Correlation .163 -.020- .062 -.234- 1 

Sig. (2-tailed) .257 .890 .668 .102  
N 

50 50 50 50 50 
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Table 11: Correlations 

Table 12: Correlations  

*. Correlation is significant at the 0.05 level (2-tailed).

As correlations (-0.107and -0.73) in table 11 are negative The appraisal criteria in which I am evaluated is 
fair, my current performance appraisal system is very effective. In this order, hypothesis H1 (There is not a 
significant relationship between job satisfaction and employment in relation on workforce performance) is 
accepted.

 

Strong 
Corporate 
Culture 
Leads to 
Strong 

Performanc
e appraisal. 

The 
performanc
e appraisal 
system is 

not 
effective 

The 
appraisal 
criteria  in 
which I am 
evaluated is 

fair 

My current 
performanc
e appraisal 
system is 

very 
effective 

Strong Corporate 
Culture Leads to Strong 
Performance appraisal. 

Pearson 
Correlation 1 .192 -.107- -.073- 

Sig. (2-
tailed)  .181 .462 .616 

N 50 50 50 50 
The performance 
appraisal system is not 
effective 

Pearson 
Correlation .192 1 .091 .329* 

Sig. (2-
tailed) .181  .529 .020 

N 50 50 50 50 
The appraisal criteria  in 
which I am evaluated is 
fair 

Pearson 
Correlation -.107- .091 1 .244 

Sig. (2-
tailed) .462 .529  .087 

N 50 50 50 50 
My current performance 
appraisal system is very 
effectiveness 
         

Pearson 
Correlation -.073- .329* .244 1 

Sig. (2-
tailed) .616 .020 .087  

N 50 50 50 50 
 

 

The 
appraisal 
system 

contributes 
to my 
overall 

organizatio
nal 

effectivene
ss. 

My 
current 

performa
nce 

appraisal 
system is 

very 
effective 

- I have a 
good 

understandi
ng of the 
appraisal 
criteria 

The appraisal criteria 
in which I am 

evaluated is fair 
The appraisal system 
contributes to my 
overall organizational 
effectiveness. 

Pearson 
Correlati
on 

1 -.067 .000 -.062- 

Sig. (2-
tailed)  .644 1.000 .669 

N 50 50 50 50 
My current 
performance appraisal 
system is very effective 

Pearson 
Correlati
on 

.067 1 .303* .244 

Sig. (2-
tailed) .644  .033 .087 

N 50 50 50 50 
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4.5   Regression Analysis

Table 13: Coefficients 

a. Dependent Variable: Employee performance

*. Correlation is significant at the 0.05 level (2-tailed).

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

That is connected with relevance at the 0.05 and 0.01 levels using two-tailed tests. 
Dr. Saul McLeod believes (2020),  The correlation coefficient is an activity in statistics that's also defined 
by the values -1 and +1, and it addresses the direct dependence on the information's organization. It calcu-
lates the size and direction of the relationship between two variables, performance evaluation and employee 
performance. 
According to our SPSS study, and based on the coefficient of correlation, there is a significant positive 
relationship in the issue as well as in the questionnaire. The hypothesis H1 is accepted (there is no substan-
tial association between job happiness and employment in terms of workforce performance).

MLR, commonly referred to as multiple regression, is a quantitative tool that forecasts the outcome of a 
dependent variable by combining a large number of explanatory variables. MLR tries to simulate the linear 
interplay between explanatory (independent) and response (dependent) components.

Table 13 shows the coefficient value of  the variable, allowing you to assess their significance. the factor in 
the table are significant predictors since their p-value is less than 0.05. Outcome expectation has the most 
effect (beta=.067).  the variable has a significant positive effect.

The appraisal system 
contributes to my 
overall organizational 
effectiveness. 

Pearson 
Correlati
on 

1 -.067 .000 -.062- 

Sig. (2-
tailed)  .644 1.000 .669 

N 50 50 50 50 
My current 
performance appraisal 
system is very effective 

Pearson 
Correlati
on 

.067 1 .303* .244 

Sig. (2-
tailed) .644  .033 .087 

N 50 50 50 50 
- I have a good 
understanding of the 
appraisal criteria 

Pearson 
Correlati
on 

.000 .303* 1 .377** 

Sig. (2-
tailed) 1.000 .033  .007 

N 50 50 50 50 
The appraisal criteria  
in which I am evaluated 
is fair 

Pearson 
Correlati
on 

-.062- .244 .377** 1 

Sig. (2-
tailed) .669 .087 .007  

N 50 50 50 50 
 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 
1 (Constant) 1.144 .105  10.943 .000 

Performance appraisal 
in my company  -.029- .062 -.067- -.464- .645 
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Research Methodology

4.5  Summary of the Chapter 

5.1 Reflection on the overall Results

5.2 Conclusions

5.1 Reflection on the overall Results

5.1.3 Cost Incurred and Access to resources

5.2.1 Introduction

Chapter 4 included a data collection and analysis acquired from 50 respondents who are employees working 
at Dr. Sulaiman Al Habib Hospital in. The descriptive statistics for demographic characteristics were 
provided in the first section of the chapter (age, gender, positions, education level and etc.). The last section 
discussed the reliability of all variables using Correlation, Anova, as well as hypothesis testing using Pear-
son Correlation coefficient and Multiple Linear Regression. 
The SPSS results showed that all the hypotheses were supported (H1). Finally, the next chapter will justify, 
discuss, and provide recommendations for future studies based on the data acquired in chapter four.

 This section of the study includes the research detailed components, recommendations, and summary based 
on the study aim and objective, which was to determine the effectiveness of the performance appraisal 
system, Correlation of Job Satisfaction and Employee Retention, on employee performance in the Saudi 
healthcare sector with reference to Dr. Sulaiman Al Habib hospital in Riyadh.

The purpose of the research is to understand the effectiveness of performance appraisal at Dr. Sulaiman Al 
Habib Hospital in Riyadh, Kingdom of Saudi Arabia. The research clearly names elements impacting 
performance assessment. Moreover, the purpose of this research was to elucidate the overall effects of 
appraisal on employee performance at Al Habib Hospital. Lastly, important difficulties in the performance 
assessment system will be carefully examined.

The performance appraisal and the employee's performance are important because the procedure allows 
organizations to determine how each employee compares to previously defined goals and requirements. 
However, until appraisal feedback becomes fact , certain employees will always underperform, so institu-

The success of any hospital depends on the standard of its employees. 
Every hospital must plan its expenses carefully because they are the main source of the effective perfor-
mance system and must be paid on time. 
Telephone: It refers to the hospital telephone expenses. Even if the payment has not yet been produced, it is 
a cost that needs to be documented in the Profit and Loss Account.
Salaries: are the fixed costs incurred by the hospital employees or workforce in order to maintain the perfor-
mance appraisal system.
Sundry Expenses: These are miscellaneous costs incurred by the hospital on a daily basis that are factored 
into the cost structure. Also Computers, tablets, modems, emerging technology and other hardware. 
A careful investigation of the hospital's cost structure will assist management in making some strategic 
decisions that will have an influence on the hospital's success story.
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5.2.2 Discussion on the Contribution to the Study

tions  must be equipped to manage this problem.
The challenges are repelling workers who are eager to participate .The investigation It's also been shown 
that performance evaluation objectives are critical to the achievement of good results for performance 
appraisal.
Lastly , the analysis revealed that the performance appraisal methods used at Suliman Al Habib Hospital are 
straightforward and consistent across time, and that all members of staff are treated the same way in terms 
of the performance appraisal system.

This  study  aimed to evaluate the effectiveness of the performance appraisal on employee performance 
As illustrated in figure 4 of this study's conceptual framework, performance appraisal aids in the develop-
ment of performance appraisal systems designed to the relevance is focusing studies on improving employ-
ee performance.

Both managers and employees will grasp the degree of performance as well as the current strengths and 
limits as a result of this source of data. Furthermore, assessments foster a learning environment that drives 
employees to enhance their performance as a motivator. Their respondent profile in table 1 demonstrated 
that they were qualified to contribute substantially to the academic efficacy of the research. According to 
Ivancevich (2001), performance evaluation is used to make strategic choices that have a significant influ-
ence on hospitals. Both also believed that performance reviews were an effective motivator for improving 
employee performance (Feldman, 2007). It was stated that the performance of employees is critical to the 
organization.     
The correlation analysis was utilized in table 4 to establish the degree of association between the variables 
of interest. R is the model's coefficient of correlation in Pearson correlation. As a result of this study, there 
is a strong positive correlation between the dependent and independent variables used in the model, as well 
as a strong positive relationship between performance appraisal and employee. This is the research's focus. 
The finding backs up Gomez-Mejia et al.'s prior finding that performance assessment is vital for perfor-
mance improvement, which is critical to obtaining improved and maintaining performance levels for 
employees and their hospitals.
According to the first question about the level of Job Satisfaction of employees at Dr. Sulaiman Al Habib 
Hospital in Riyadh, Kingdom of Saudi Arabia hospital in terms of the following terms: the result of the 
study shows a   positive relationship between engagement at work; Feeling as a part of hospital, which 
reflects very high satisfaction. Job satisfaction due to working condition, working environment and job 
achievement are generally positive. They are in relation to each other, observed in the opportunities provid-
ed by the employees in the hospital continuous professional development and in providing feedback on the 
development of their work.  
According to the second question about the level of employee retention of employees in terms of the follow-
ing terms, 
The subscale of increased productivity, experienced employees in staff department had comparatively the 
best results, providing that the satisfaction of employee retention of employees is high. Employee's views 
of employee retention are generally positive. 
The highest satisfaction in relation to the stronger corporate culture, recruitment and training efficiency, 
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5.3 Recommendations

improved employee morale observed by the staff members are major factor in staff development, help the 
employees in the hospital to continuous development and gain more. Both terms are important for employee 
retention as we shown in table 9: correlation.
According to the third question about the influence of performance appraisal on Employee’s   Retention to 
Workforce Performance at Dr. Sulaiman Al Habib Hospital in Riyadh. The result of the study has been 
discovered that performance appraisal system based on the factors would be more efficient in the context of 
employee retention as shown in table 10: correlation.  
And last, according to the hypothesis of the research , there is no significant relationship between job satis-
faction and employment in relation on workforce performance is accepted. Therefore, the difference in the 
nature of jobs may be the cause of some difference in the results of our study also maybe the type of occupa-
tion affects the satisfaction level of employees.
So, employees' performance differs after a performance appraisal. As a consequence, companies must take 
a more personal experience to combining performance assessment results and incentives or benefits. As a 
result of higher levels of satisfaction, this might greatly raise employee performance.

Its recommended  that the management and human resource department at Dr. Suleiman Al Habib 
Hospital should express clearly the purpose  for the appraisal, as well as staff training on how to give 
and obtain feedback. Human resources should make sure that responses are kept confidential in 
order for employees to believe that the process is honest and open. Supervisors, employees, and 
staff should all be engaged in the performance appraisal strategic planning, and the performance 
appraisal policy should be easily accessible to all members of the staff.

The Human Resource Manager at Dr. Suliman Al Habib Hospital should ensure that performance 
assessment goals can identify training requirements and are structured in such a way that they can 
identify the best  and required training sessions that, when indicated, will result in improved 
employee performance.
 It is therefore recommended that the HR department use a variety of approaches to obtain the best 
results.
Managers are responsible for ensuring that their supervisors meet previously agreed standards and 
objectives.
As a result, supervisors must:
a. Clearly identify each staff member's responsibilities.
b. Set measurable, realistic, and challenging goals for the employee  performance
c. Review key task areas on a routine basis in light of the current circumstances. 
d. Evaluate any shortcomings in employee's performance and correct them.
The HR Manager at Dr. Sulaiman al Habib hospital must  ensure that performance assessment  is 
more open and sensible, that in certain situations, personality occurs, and that staff is counseled in 
order to learn what is required of it.
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5.5 Summary and Closing

5.5.1  The level of Job Satisfaction of employees at Dr. Sulaiman Al Habib Hospital in Riyadh,
Kingdom of Saudi Arabia hospital

The researcher distributed a total of 50 questionnaires to the respondents. This gave a response rate. The 
gender characteristics of participants were dominated by females at 46 % and males were 54% all genders 
had almost equal representation in the study but female were slightly more.  Participants were also 
required to their   positions of the respondents in Saudi Arabia. Analysis of the data collected showed that 
the valid percent were (26%) for junior staff - for senior, (18%) for management staff, (42%) and (14%) 
for other, the results shows that highest participants were management staff.  Respondents represent the 
number of years worked in the organization. Analysis of the data collected showed that the valid percent 
were (34%). For less than 3 years, (24%) for 3-6 years - to more than 6 years, (42%). These results show 
that highest participants were less than 3 years.

On a rating scales, participants were asked to evaluate a phrase on the level of job satisfaction of staff at 
Dr. Sulaiman Al Habib Hospital. The first statement   inquired  in relation on workforce performance 
the respondent’s organization represents 1 strongly disagree and 4 represents strongly agree.
  The second question asked was the level of employee retention of employees. On a 
Likert Scale measure respondents were asked their opinion on some statement regarding which level of 
employees at Dr. Sulaiman Al Habib hospital. It inquired was relation on workforce performance the 
respondent’s organization represents 1 strongly disagree and 4 represents strongly agree.

  The third question sought was if there influence of performance appraisal on   Employ-
ee’s   Retention to Workforce Performance at Dr. Sulaiman Al Habib Hospital in Riyadh. Also, it 
inquired was if  is not a significant relationship between job satisfaction and employment in represents 
strongly agree.
            This study, the majority of hospital staff believe that hospitals have a formal perfor-
mance management system in place and that performance appraisals are done on a yearly basis. 
"training and development needs," and they use a daily list method to evaluate the organization's 
employee performance. The majority of employees believe that self-appraisal is beneficial in the 
performance appraisal process.
          The Managers , staff are recommended to understand why appraisal systems are important and 
how it must be aligned to the strategy. This route as viewed to set clear expectations around staff 
management and utilize the value of the appraisal system in the organizations today. Few staff feel that 
performance appraisals help to "change an employee's performance." And performance appraisal 
contributes to creating an environment in which everyone is encouraged to share in a constructive way.
Employees believe that top management does not have a biased attitude toward performance appraisal. 
In the organization, all employees are treated equally and almost all employees participate in the 
performance appraisal system. Staff members are pleased with the organization's appraisal system and 
believe that performance appraisals improve motivation and job satisfaction.
Performance evaluation has finally caught up with twenty-first-century management practices. Previ-
ously, performance reviews were one-sided, confrontational, backward-looking, and widely loathed. 
Now comes the performance appraisal. It entails a continuous process of planning, goal-setting, feed-
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ABSTRACT
Total quality management is a strategy for ensuring long-term success by focusing on improving the 
customer experience. When a company implements Total Quality Management, everyone in the company 
works together to better the company's operations, its outputs, and its internal culture. For this reason, 
researchers in Somalia set out to analyse how Total Quality Management principles affect business success 
in the pharmaceutical distribution sector. A cross-sectional approach was used in the research and Somalia’s 
30 pharmaceutical wholesalers were examined.
Since everyone has an equal opportunity of being included in the study, a stratified random sampling 
approach was applied. Structured questionnaires were used to gather the primary data. Descriptive statistics 
were used to analyse the data using SPSS, and the results were displayed as percentages, probabilities, 
means, standard deviations, correlation coefficients, and SEM.
In this study, it was found that pharmaceutical company performance was significantly impacted by TQM 
principles. A positive correlation between TQM principles and company performance was confirmed by 
SPSS (Pearson correlation) analysis. TQM's impact on business success is examined further and found to 
be independent of factors like employee gender or firm size. This study's findings corroborate those of 
earlier research and shine a light on how crucial TQM techniques are to the financial and social success of 
the pharmaceutical distribution industry. Both the study's limitations and its recommendations for 
businesses are examined.

Total quality management (TQM) is a management philosophy that focuses on steadily improving the 
quality of goods and services by determining the needs and preferences of customers to improve customer 
satisfaction and organizational performance (Sadikoglu & Oclay, 2014).  Total quality management (TQM) 
focuses on a company's total quality measures such as managing quality design and implementation, quality 
standards, and quality improvement. Every person in a company is involved in the TQM process, which 
considers all quality measurements at every level (Murray, 2009). Continued growth is the goal of TQM, 
which is a theory that looks to involve everyone in the business from the top to the bottom (Ndirangu, 
2014).
Total quality management concepts guarantee quality growth by ensuring client satisfaction. All employees 
of a company are involved in a TQM program, which aims to improve processes, products, activities, and 
the work environment. For a company to succeed in the market, it must recognize the impact that each 
individual and each activity has on others and the reciprocal effects this has on others in order to function 
effectively as a team. Organizations are turning to Total Quality Management (TQM) as a means of 
enhancing their competitiveness by increasing the efficiency of all of their operations and processes 
(Baidoun, 2010).
Performance refers to how well a task is completed in comparison to predetermined standards of accuracy, 
thoroughness, cost, and time. In a contract, performance is defined as the execution of an obligation in such 
a way that the performer is released from all contractual obligations (Prajogo, 2005).
TQM and a quality-oriented organization are not possible without performance evaluation. Organizations 
have traditionally used financial success as a yardstick for measuring their employees' performance. 
Customers and other stakeholders, such as shareholders, will be able to notice changes in a sustainable 
comprehensive quality organization's performance (Kathaara, 2014).

1.0 Introduction 
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The pharmaceutical industry in Somalia is primarily made up of two sections: wholesalers and retailers, 
both of whom play an important role in the nation's health sector. There are more than thirty licensed 
businesses in the industry, some of which are solely wholesale distributors and others that operate both 
wholesale and retail. 

The aim of this study is to see if there is a link between TQM principles and the performance of 
pharmaceutical companies in Somalia as well as to examine the moderating effect of gender and company 
size on the link.

The objectives of this research therefore were:
1. To determine the link between TQM and the performance of pharmaceutical distributing 
companies 
2. To determine the moderating impact of gender and company size on the relationship between TQM 
and performance 

The study hypotheses are:
1. H1: There is a significant relationship between TQM and performance in pharmaceutical 
distributing companies.
2. H2: Gender and size of the company moderates the relationship between TQM and performance in 
pharmaceutical companies. 

1.1 Statement of the problem 

1.2 Aim of the study 

1.3 Research objectives

1.4 Hypothesis 

1.5 Theoretical model 
 

 

                                                               

 

1.  

         

 

Performance  TQM  

Company 
size  

Gender  

Figure 1.1: Theoretical framework 
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According to Zhang et al (2015), the main Japanese manufacturing enterprises have used TQM for the 
previous 40 years. This is only one example of the widespread adoption of TQM since its debut. This is due 
to the fact that TQM may motivate businesses to continuously enhance their products and services in order 
to increase their share of domestic and international markets. There is a lot of rivalry for businesses these 
days, and TQM is one of the best tools they can utilize to get ahead. 
Corresponding to the TQM concept, organizations may utilize TQM to train and motivate workers at all 
levels to reliably complete their projects. However, TQM can only be successful if senior management 
takes the time to cultivate a reasonable corporate culture (Ristova, et al., 2011).
Different researchers and quality gurus have presented different ideas and approaches for TQM. Quality 
management gurus each has their own take on quality management, but some common themes emerge, 
such as the importance of top-level management's dedication, a focus on customer happiness, avoidance of 
product defects, continual improvement and the empowerment of employees. They all share these common 
elements. Identification of TQM's core elements aids businesses in better comprehending and 
implementing TQM in their own organizations. 

As early as nineteen eighties, after realizing the importance of quality, US markets adopted TQM tools, 
techniques, and methodologies to compete with Japanese firms (Sun et al., 2004). Since then, people all 
over the world—from Europe to Asia and Africa—have come to recognize the value of high-quality goods 
and services. 
The operational performance of a company can be impacted by the organisational elements. Organizational 
success may be gauged by looking at metrics like product/service quality, design quality, and customer 
happiness. Customer happiness and quality conformity are both significantly influenced by an 
organization's quality culture, the quality instruments used in its processes, and the rewards and recognition 
that its employees get (Li et al., 2010). 
The results of customer-focused activities and the company's long-term goals provide valuable insight into 
where the company may stand to grow and improve. In addition, PM entails the formulation of goals or 
objectives and the identification of steps to be taken in order to enhance performance in light of the insights 
provided by performance indicators. The results of performance evaluations are then factored into strategic, 
tactical, and operational decisions made throughout an organization. 
Studies conducted in Ethiopia and Kenya, two neighbouring nations, indicated that Total Quality 
Management had a significant impact on the level of agility achieved by pharmaceutical enterprises in 
Ethiopia and Kenya. TQM is used by pharmaceutical businesses to improve the quality of their products, 
increase involvement of employees in the company and thus employee satisfaction, and to promote high 
effectiveness and efficiency (Jeremiah et al., 2015; Mohammed et al., 2020).
It was found that TQM had a positive effect on all examined aspects of firm profitability, namely internal 
stakeholders (improved employee participation and morale), operating methods (improved product and 
service quality, process efficiency, reduced defects), satisfaction of customers (reduced customer 
complaints), and monetary results (Corredor and Goñi, 2011).
According to the conclusions of an Iranian research, pharmaceutical firms in Tehran place a higher value on 

2.0 Literature review 

2.7 TQM and Performance
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3.1: Research Design 

3.2: Sample 

3.3.1 Inclusion and exclusion criteria 

consistency than adaptability. Both culture and TQM have favourable direct effects on performance, and 
culture also has a positive indirect effect on TQM. Some acceptable theories of effectiveness and quality 
techniques are proposed by analysing the cultural profile, progression stages of TQM categories, and 
performance metrics (Kumar et al., 2009).
TQM implementation and elements that affect it were measured by Suwandei using seven parameters, and 
it found that most of the respondents were male (Suwandej, 2015). Moreover, gender and geographic 
location had no discernible impact on the level of TQM on education, according to a study (Pourrajab and 
Ghani, 2014).
 It has been found that organization size has a significant impact on TQM implementation, according to 
another research study (Jayaram, Ahire and Dreyfus, 2010).  According to a comparable investigation into 
the impact of firm size on the link between TQM strategy and organizational performance, TQM does affect 
business performance, operational performance, employee relations and customer experience significantly 
and positively. When the correlation between defect rates and warranty costs was correlated with the size of 
the company, the association deteriorated. Defect rates and warranty costs are less of an issue when TQM 
is used in larger organizations (Terziovski and Samson, 2000).

The study relied on a cross-sectional, non-experimental survey of Somali pharmaceutical distribution firms. 
An investigation of how total quality management methods impact the performance of Somalia's pharma-
ceutical distributors will be conducted as part of this research project.
The cross-sectional approach was chosen because it is quick and straightforward to perform, making it 
easier for us to collect data on all of the factors that we chose to study.

Included companies will be all pharmaceutical import companies that are registered and licensed as 
pharmaceutical distributing companies in the ministry of trade and tourism, excluded companies will be 
all pharmaceutical companies that have been registered within the current year and/or companies regis-
tered as distributers only.

The target population will be the thirty pharmaceutical distributing companies that operate in Somalia, in 
the period of June-Sep 2022.  The number of registered pharmaceuticals distributing companies will be 
provided by the Ministry of trade & tourism and Ministry of health development; directorate of health 
services and hospitals; private sector section. All of these companies are privately owned and operate in 
importing and distributing pharmaceuticals. 
From among the quality managers and supervisors working for the pharmaceutical distribution firms oper-
ating within Somalia, a sample of thirty individuals will be chosen, with at least one responder coming from 
each of the companies. The type of sampling that will be utilized is known as a stratified random sampling 
method. This is due to the fact that with this approach, all have an equal opportunity of being accepted as a 
sample.
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3.4 Data collection techniques

3.5 Data analysis 

3.5.1 Reliability

3.5.2 Descriptive analysis 

3.5.3 Correlation analysis 

The uniformity, completeness, and consistency of completed surveys will checked, data cleaned and will be 
entered in to the SPSS. The questions will also be coded and statistical analysis performed. The sample's 
patterns will be shown using descriptive statistics, such as means and frequencies of responses.

The link of performance and the total quality management practiced will be analysed with the Pearson Prod-
uct-Moment Correlation Coefficient in order to have a better understanding of the relationship between the 
two factors. The degree of relationship that exists between two variables that are not modified by the 
researcher is referred as correlation by Bless and Khathura (1993). The purpose of this study is to investi-
gate the connection between total quality management and the performance of pharmaceutical firms. It is 
important to keep in mind that correlations might pose problems for the internal validity of the results, and 
these problems need to be taken into consideration. On the other hand, correlational designs have been 

Primary data will be collected directly from respondents and therefore suitable for analysis. These data will 
be collected by means of standardized questionnaires as this enables the collecting of data from a large 
number of respondents in a short amount of time, provide a high grade of statistics uniformity, and promote 
the acceptance of generic information among communities, the questionnaire is deemed to be the most ideal 
research tool. To enable us the control over the information gathered, the questions will only include ques-
tions with predetermined answers (Jeremiah et al., 2015). 

Before beginning the survey, a pilot survey will be carried out as a means of establishing the reliability of 
the tool that would be used. The pilot study contained a section of the questionnaire to which respondents 
may react by expressing their degree of agreement using a five-point scale, and this section will be sent out 
to a total of five participants, with one participant coming from each of the five pharmaceutical companies.
The researcher will utilize the results of the pilot survey to indicate the capacity of the instruments to assess 
ideas that will be consistently assessed and to offer information on adjustments that are necessary in the 
survey for the purpose of increasing its reliability. After the data is gathered in the pilot research it will be 
loaded into SPSS, the internal consistency of the questionnaire could be calculated using Cronbach's alpha 
coefficients. An estimate of the dependability of the measuring instruments employed in this investigation 
may be derived from the internal consistency reliabilities.

Where:
 N = the number of items.
 c = average covariance between item-pairs.
 v = average variance.
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3.6 Ethics 

4.0 Results 

3.5.4 Structural equation modelling

4.1.1 Reliability analysis 

A structural equation model, which is a set of statistical techniques used to measure and analyse the 
relationships of observed and latent variables, will be used in this study to analyse the moderating impact 
of gender and size of the company on the relationship between TQM and performance using AMOS 
software for Structural equation Modelling. This is to be done in order to fulfil the second objective of the 
study, which is to determine whether or not these factors have an effect on the relationship.

This study has had ethics approval from the Westford University Research Committee. Order for permis-
sion will applied for each company and respondents will be chosen only after getting permission from their 
company, moreover the respondents will be given verbal consent where they are explained of the research 
being conducted, how they have no obligation to participate and that they can on their free will voluntarily 
fill the questionnaire or decline to collaborate. Additionally, all resources and ideas used within this study, 
have been appropriately cited.

Before questionnaires were sent to the respondents, the internal consistency of the data collection tool was 
tested using Cronbach alpha and the result is as shown below.

Where,
• r = Pearson Coefficient
• n= number of the pairs of the stock
• ∑xy = sum of products of the paired stocks
• ∑x = sum of the x scores
• ∑y= sum of the y scores
• ∑x2 = sum of the squared x scores
• ∑y2 = sum of the squared y scores

shown to be helpful in validating or invalidating hypotheses about the existence of causal linkages.

Table 4.1 Reliability statistics 
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4.2 Background 

4.2.1 Response Rate

4.2.2 Gender

4.2.3 Size of the Company 

ronbach's for the questionnaire indicates internal consistency (0.899), demonstrating that the generated 
scale and items are reliable as it’s above the limit of 0.7 (Hair et al., 1998). Bonett and Wright (2015) 
emphasized that values of the alpha coefficient can vary between 0 and 1, with 1 indicating 'perfect' internal 
consistency and 0 indicating 'no' internal consistency or reliability. While there have been varying opinions 
on the threshold the for acceptability of scales, it is widely agreed that values above 0.70 are acceptable 
(Creswell, 2012; Pallant, 2011).

Primary data for this study came from the researcher dropping and picking up questionnaires from partici-
pants. Quality managers at Somalia's pharmaceutical distributors were the intended respondents for the 
surveys. Twenty-seven of the thirty surveys were filled out and returned. There was a 90% response rate, 
allowing us to draw meaningful findings.

From table 4.2 above, the degree of response was 27 (90%). This was deemed suitable and sufficient by the 
researcher for the examination of the data.

The gender of the respondent (quality manger) of the firm can determine how it affects the TQM initiatives 
and practice. The respondents were asked to indicate their gender and the responses are as in table 4.3 below

In this table 4.3 showing gender of the respondents, it was found that only 2(6.7%) were females whereas 
the rest of the respondents 25(83.3%) were males. 

The extent to which a company invests in TQM programs and procedures can vary depending on its size. 
Respondents were asked to rate their company's size in terms of the number of employees, and the results 
are as in table 4.4 below

Table 4.2 Number of respondents

Table 4.3: Gender
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In table 4.4 above, it turned out that 6 (20.03%) of the companies had 5 to10 staff, 3 (10.0%) had 11-20, 4 
(13.3%) had 21- 30, while 5 (16.7%) had 31-40, similarly 5 (16.7%) of the firms had 41 to 50, whereas 4 
(14.8%) had 51 and above employees. It can be concluded that majority of the firms had enough employees 
to carry out TQM initiatives.

From the findings in table 4.5 above, it was found that only 1 (3.3%) of the firms had been in business for 
one year, 9 (30.0%) had been in business for 2-5 years while 8(9.6%) had been operating for a period of 
6-10 years, where 5(16.7%) were in business for 11-20 years, and 4 (13.3%) were operating for 21 years 
and above. This means that some of the companies included in the study have been around long enough to 
have established internal quality management practices. 

How much of an organization's resources are allocated to TQM efforts can be approximated based on how 
long it has been in operation. Respondents were given the option to specify their business's age in years, and 
the subsequent replies are given in table 4.5.

4.2.4 Years of existence 

Table 4.4: size of the company 

Table 4.5: Years of existence 
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For respondents to proceed with the TQM practices in their companies they were first required to answer if 
they have TQM or any quality system in place, and their responses are as flows.

There are numerous upsides to embracing TQM practices. Participants were given a 3-point Likert scale on 
which to rate their responses (3 = Great extent, 2 = Moderately, and 1 = Small extent).

The findings in table 4.6 above, it was found that only 8 (26.7%) of the companies had a TQM practice in 
place while the rest of the companies 19 (63.3%) did not have any quality systems in place. 

4.3. TQM Practices

4.3.1: Prescence of TQM or quality systems

4.3.2 TQM Practices Implementation Benefits

Table 4.6: TQM presence 

Table 4.7 TQM implementation benefits
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In this table 4.7 its shown that companies that have embarked on TQM initiatives have, on the whole, seen 
significant cost savings of (Mean>2.5). These businesses have improved the quality of all other aspects of 
their business, and natural setting moderately (Mean >2.0). Second, the company has achieved peak 
competitiveness. Finally, these businesses have reduced backlogs, late deliveries, and surplus items while 
simultaneously boosting production, efficiency, and staff morale. They have also cut down on waste and 
redoes. Both the number of defects and the overall cost have been lowered. 

It is demonstrated in the above table 4.8 that to a great extent (Mean>2.5), the companies have applied data 
gathering to meet their customers’ demands. Moderately (Mean>2.0), they practiced the values of putting 
their customers first. However other customer focus programs were practiced to small extent (Mean>1.5). 
This suggests that effective customer relationship management can be achieved through the use of 
Customer Focus drivers, which in turn can lead to a deeper familiarity with consumers' wants, needs, and 
inclinations.

There are numerous benefits to be gained by adopting Customer Focus procedures.

4.3.3 Customer Focus Practices 

Table 4.8: Customer Focus 
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Table 4.9 illustrates that all upper and lower-level managers have proven their sincerity and dedication to 
quality to small extent (Mean>1.5). Second, the top executives in these companies spearhead all TQM 
efforts from the very beginning. Moreover, the businesses have a solid quality policy, along with the 
necessary strategies and resources, to put it into action. Leaders also create a vision statement and strategies 
that become plans of action. 

4.3.4 Senior Management Dedication

4.3.5 SRM practices 

Table 4.9: Senior management dedication

Table 4.10 SRM 

Supplier relationship Management Total Quality Management has several potential benefits. 
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Table 4.10 shows results that senior executives at these companies have shown small enthusiasm 
(Mean>1.5) by incorporating quality improvement ideas into their management practices. For another, 
TQM has been fuelled by how well companies manage their relationships with their suppliers. Thirdly, 
these companies' top management has prioritized its managerial function and is involved in the 
implementation of decisions. 

When employees are given more responsibility and encouraged to actively participate in company affairs, 
everyone benefits.

4.3.6 Employee engagement 

Table 4.11: Employee engagement 
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In table 4.11 it’s shown that in these organizations, frontline employees have a fair amount of autonomy and 
independence from superiors (Mean>2.0). However, to a small extent (Mean>1.5), even a moderate level 
of employee participation at these firms helps maximize the use of employees' unique sets of experience 
and insights. 

4.3.7 Communication TQM Practice 
Table 4.12: Communication drivers 
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The above table 4.14 shows that firms exhibit a somewhat significant association between effective 
communication and performance (Mean>1.5). Second, communication has been crucial in resolving the 
quality problems faced by the companies. Finally, overall quality management in these businesses is 
impossible without two-way, horizontal, and upward communication. 

Training and development is known to be one of the key TQM practices, as shown in the above table, these 
companies, training has contributed to the TQM success but only marginally (Mean>1.5). Second, the 
opportunity to enhance employee agency and enthusiasm has been made possible by training. Thirdly, 
training has allowed us to educate staff on the company's TQM objective. 

4.3.9 Rewards and Recognition TQM Practice

4.3.8 Training TQM Practice

 Table 4.14: Rewards & Recognitions

Table 4.13: Training practices 
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Small amounts of reinforcement (Mean>1.5) from external sources have aided these businesses in meeting 
their quality targets. Besides monetary compensation, people are motivated to work for other reasons such 
as personal development, career growth, job satisfaction, and social status. Second, the TQM programme in 
these companies has benefited greatly from an effective method of recognition. Third, managers use public 
recognition to increase its impact and efficacy. Finally, supervisors are constantly on the lookout for 
deserving examples of good behaviour. Furthermore, participatory problem-solving projects succeed only 
when participants are rewarded for their efforts.
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Similarly, standards and metrics have assisted the company in partially (Mean>1.5) reflecting customer's 
needs, inclinations, and changes. Furthermore, these businesses have been given the freedom to establish 
their own priorities. They have also been given the opportunity to assess the development. Companies can 
now take corrective action because of measurements.

Respondents were required to respond first if they thought that performance was enhanced after 
implementing the TQM practices before estimating the extent to which their different key areas of 
performance.

Only 8 (26.7%) that practiced TQM responded that their overall performance has been enhanced. 

4.4 Performance Enhancements 

4.3.10: Standards and Measures TQM Practice

4.4.1 Performance improved 

Table 4.15: Standard & measures

Table 4.16: Performance improved 
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A company's ability to improve in four specific areas is measured by four distinct metrics. (Innovations, 
financial improvements, internal processes and meeting customer’s needs). Participants were prompted to 
give thoughtful responses on a 5 Likert scale: (5= Very good, 4=Good, 3=Adequate, 2=poor and 1=Very 
poor).

Comparably, all performance key areas of the companies that practiced TQM were enhanced to some extant 
(Mean>1.5). Though only to some extent this is consistent with previous studies outcomes where it was 
claimed that TQM boosts organisational efficiency, to the benefit of all parties involved.

This study used an association analysis to determine the strength of the bond between TQM procedures 
(input variables) and performance (outcome variable) among Somalian drug distribution companies. For 
this study, the investigator used SPSS for data entry, coding, and Pearson correlation. 

4.4.2 Performance measures

4.5 Pearson corelation 

Table 4.17: Performance measures

Table 4.18: Pearson corelation 

Factor  Mean  Std Dev 

Innovation   1.88 0.354 

Financial improvements  1.88 0.354 

Internal processes 1.88 0.354 

Customer  1.88 0.354 
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The results presented above in the table 4.18 shows the correlation analysis calculated by using Pearson's 
coefficient. It can be found that there is a significant positive and strong correlation between TQM and 
performance among (r = .821, N = 27, p = .000, < .05 level of significance). There, the first hypothesis of 
this study which is that there is a significant relationship between TQM and performance in pharmaceutical 
distribution companies is supported by this above results.

A structural path was drawn from the independent variable (TQM) through moderator (gender) and 
dependent variable (performance). The structural model fits indices were found to be good (X2/df = 1.003, 
TLI = .963, CFI = .959, SRMR = .126, RMSEA = .039, C.I, 95% [.038; .061], P-Close = .555). In this study, 
the path model was found to show excellent model fits. The structural path diagram is offered in Figure 4.1, 
4.2, 4.3, and 4.4 
The findings of the structural path as presented in figure 4.1 and 4.2 showed the total, direct and indirect 
effect of the model. When only TQM was in the model, TQM significantly predicted performance (β = .029, 
SE = .057, p = .000 < .01 level of significance, CI, 95%) as the bootstrapping (2000) at 95% confidence 
interval does not contain a value of zero. This result supports the postulation of the hypothesis that TQM 
will predict performance. This result supports the hypothesis that TQM will predict performance.
The indirect effect showed that the relationship between TQM and performance was not significantly 
moderated by gender (male, female). The introduction of male as a moderator into the model did not have 
a significant effect of TQM on performance (β = .112, SE = .042, p = .065 > .05 level of significance, CI, 
95%).  Moreover, the introduction of female as a moderator into the model did not have a significant effect 
of TQM on performance (β = .40, SE = .043, p = .082 > .05 level of significance, CI, 95%), which suggests 
no indication of the full moderating effect of gender in the relationship between TQM and performance. In 
other words, the gender does not play any role in explaining how and why TQM promotes the level of 
performance.

4.6 Structural Equation Modeling

Figure 4.1: Path diagram showing the moderating effect of female gender on the relationship between

TQM (independent variable) and performance (dependent variable).
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Similarly, to the gender, the indirect effect showed that the relationship between TQM and performance was 
not significantly moderated by company size (large/small size). The insertion of small company size as 
moderator into the model did not have a significant effect of TQM on performance (β = 0.28, SE = .056 p 
= .086 > .05 level of significance, CI, 95%).      Furthermore, the insertion of large company size as 
moderator into the model did not have a significant effect of TQM on performance (β = 0.28, SE = .056 p 
= .086 > .05 level of significance, CI, 95%). Just as the gender, company size does not have a significant 
role on TQM’s effect on performance.

Figure 4.2: Diagram illustrating how male gender predominance moderates the correlation between

total quality management (the independent variable) and output (dependent variable).

Figure 4.3: Path diagram showing the moderating effect of small company size on the relationship between

TQM (independent variable) and performance (dependent variable).

Figure 4.4: Path diagram showing the moderating effect of large company size on the relationship between

TQM (independent variable) and performance (dependent variable).
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TQM practice implementation benefits were found to have a moderate impact on the firms' performance 
enhancement. These benefits included enhancements to the quality of goods, services, individuals, 
operations, and the environment; enhancement of innovation capability; growth in productivity, efficiency, 
and employee retention; and growth in capital structure. Organizational performance was moderately 
affected by efforts to minimize accumulations, late releases, extra goods & rework, defect removal, and cost 
reduction. 

Employee engagement is found to have an impact no matter how small on a company's productivity, and 
the study also finds that crucial empowerment initiatives and transparent leadership development can have 
the same effect. To a similar extent adapting work procedures and training staff members to be more 
dominant-free can help.  Moreover, good communication among employees from top management to 
bottom help in organization achieve their objectives and quality goals.

Constructive feedback was discovered to have an impact on the development of companies' performance in 
the field of Rewards and Recognition Practice. Company gives rewards and praise publicly, and supervisors 
are always on the lookout for positive behaviour to recognize and reward, which has a moderate effect on 
the company's effectiveness. 

The study found that a company's current performance was substantially influenced by the adoption of 
Benchmarks and Measures Strategies, such as those that helped the firm better reflect customer 
expectations, choices, and changes; prioritize activities; and assess the progress of the organization; 
whereas the adoption of punitive measures had a relatively mild impact.

The first aim of this study was to determine the link between TQM practices and performance of 
pharmaceutical distributing companies in Somalia. As predicted in the hypothesis of the study and in 
coherent with previous studies, the Pearson correlation has shown perfect positive relationship. 

Numerous surveys, papers, and research detail quality's contributions to enhanced "organizational 
performance." It's obvious that TQM has an effect on the productivity of manufacturers and service 
providers alike (Terziovski and Samson 1999; Ahmad et al., 2013). 
Of the long list of performance advantages from implementing TQM practices include increase of 
competitive advantage, as suggested by the results of this study previous studies have suggested that a 
company's competitiveness and profitability can both improve through TQM, (Jeremiah et al., 2015; 
Roselyn 2013).
In this study performance enhancement though only to some extent, it is consistent with previous studies 
outcomes where it was claimed that TQM boosts organisational efficiency, to the benefit of all parties 
involved (Dubey et al., 2014; García-Bernal et al., 2015).

5.2 Summary 

5.3 Discussion 

CONCLUSION & RECOMMENDATIONS 
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Meeting customer’s’ needs is one of the key elements in TQM, as was found in this study which is 
consistent with the view of other studies who asserted that TQM's primary and defining characteristic is an 
organization's dedication to satisfying its customers (LeBoeuf 2000; Farris 2010).
Engagement of management is vital for TQM, however according to our respondents it was not of 
importance and this is opposing to other studies that suggested all needs to be involved in TQM. It has to 
begin with the company's executives if it is to be successful. All upper-level management must show they 
take quality seriously and are committed to it, while all middle-level management must also show they are 
committed and make sure those under their supervision are aware of the concepts, tactics, and benefits 
(Cortanda et al., 2004).Moreover, this study suggest that employee participation was not practiced that 
well, nevertheless, other studies found that that businesses benefited from employee participation in 
self-manage teams, kaizen teams, managing directors, and executive advisory boards because of the unique 
expertise each member brought to the table (Pearson et al., 2014; Jeremiah et al., 2015).
According to the present study communication does not play a significant role in TQM practices, 
conversely, findings from other studies acknowledging the vital role that communication plays in 
addressing quality concerns and the recognition that it is essential to the survival of any company. 
Moreover, they argued that effective communication was crucial to achieving quality goals and that the two 
were inextricably linked (Akgün et al. 2014).
Training was practiced to a small extent by the companies in our study, however other studies underlined 
the significance of training in the effective rollout of a TQM program by giving the chance to educate staff 
on the program's objectives and equip them with the expertise to do so (Aguinis et al., 2009; 
Kappelman&Prybutok 2012).
A study by Das et al., (2006) found that recommendations for using reward and recognition to get 
employees invested in TQM efforts were made based on findings that TQM implementation is associated 
with improved organizational performance and that five TQM principles—customer focus, continuous 
improvement, top management commitment, employee involvement, and product innovation—have a 
significant positive effect on product quality (Das et al., 2006).
Moreover, Salaheldin (2008) has shown that TQM application improves both operational and 
organizational performance. Product quality is strongly and favourably correlated with customer attention, 
continuous improvement, top-level management's dedication, staff participation, and new product 
development (Salahedin, 2008). A similar study from UAE estimating the relationship between TQM and 
organizational performance also found that TQM has a significant effect on the organizational performance 
(Ahmad et al., 2012).

The studies suggesting that TQM has positive effect on performance is not limited to developed countries 
as finding from researches done in developing countries purpose same results, a study by Shafiq et al., 
(2019) on effect of TQM on performance in developing countries and reported that there is a significant 
boost to productivity when TQM is implemented. These results lend credence to the divergence argument, 
which suggests that the good impact of TQM on organization performance is not unique to businesses in 
developed countries but is, in fact, achievable in any area of the world. The financial and non-financial 
outcomes are positively correlated with all TQM elements (Shafiq et al., 2019).

In this study SEM analysis found that gander and company size do not affect the TQM practice in 
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5.4 Recommendations 

improving company performance. As much as there is studies assessing the relationship between TQM and 
performance but not much of them assed the effect of company size on the TQM implementation, however, 
available studies are reporting mixed finding on the effect of organization size on TQM, Shah and colleague 
found that organization size have a negative effect on the correlation between TQM practices (Shah and 
Ward 2003), whereas Sila (2007) narrated finding that company size have no effect on TQM. On the 
contrary a study by Terziovski and Samson (1999) found TQM is most beneficial to large corporations 
rather than small ones. All things considered; the results demonstrate that TQM increases the likelihood that 
a typical manufacturing organization would achieve high organizational performance compared to 
operating without TQM (Terziovski and Samson 2000).

TQM practices have been shown to improve business outcomes, thus it's important that pharmaceutical 
companies in Somalia that distribute medicines be encouraged to use them more widely. Improvements in 
service, people, process, and environmental quality, as well as a rise in organizational competitiveness, have 
all been linked to TQM system implementation. Other advantages include a decrease in scrap and rework, 
the elimination of defects, and lower overall costs. Companies involved in the distribution of pharmaceuti-
cals would do well to investigate TQM Practices for opportunities to maximize the aforementioned gains. 
In the same way that pharmaceutical distributors have found success with TQM practices, other businesses 
would do well to follow suit.

5.5 Conclusions 
The study concludes that implementing TQM practices has a positive impact on an organization's perfor-
mance in several key areas: Enhancing the quality of goods, operations, individuals, processes, and the 
environment; gaining a sustainable competitive advantage; increased effectiveness and competitiveness; 
and higher morale among employees and capital structure. In a nutshell it is proven by literature as well as 
this study that implementation of TQM improves performance of business both monetary and non-mone-
tary wise.

5.6 Limitations and Evocation for further studies
It is of the utmost importance to highlight the limits of this dissertation and explain the direction that future 
research should take. The current study explored the size of the firm and gender as moderating factors; how-
ever, other possible factors were outside the scope of this study; hence, additional issues need to be 
addressed as well. In order to overcome the limitations of the study, it is strongly recommended that more 
research be carried out in which other elements are taken into account as moderating factors.
In light of the fact that new ideas and methods emerge over time, it will be necessary to conduct this 
research again at some point to see if the results hold true then as well.
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ABSTRACT
This research work is primarily anchored on the traits theory of leadership and uses a very reliable and valid 
leadership assessment framework and tool to unravel common leadership traits found in executives 
working in select companies featuring in the top 20 financially successful companies operating in Oman 
which has consistently generated profits for the last 5 years. Considering the scope of this study, as well as 
the ensuing results, it can be concluded that there are common leadership traits among consistently 
profit-making organizations in Oman and the leadership traits seen in the top 20 organizations are different 
from the ones seen in the top 5 organizations which probably is the difference between good companies and 
great companies.  This study to unravel if there are common leadership traits among Senior leaders working 
for consistently profit-making companies has made some contributions to the field of talent management 
and human resource development. Supporting the work of  other researchers such as (Mishra, Grunewald, 
and Kulkarni, 2014) the study has again confirmed that the relationship between leadership traits and the 
profitability of Companies
Key Words: Competency, Traits, Profitability, leadership, Oman

If you want one year of prosperity, grow grain, 
if you want ten years of prosperity, grow trees, 
if you want a hundred years of prosperity, grow people.

Today in the 21st century, there is a universal agreement that the key distinctive edge that organisations 
have is in the strength of their people, it’s a new science of developing human resource management 
practices and customs. For this generation of human capital, the major requirement for the organization to 
be successful is to leverage the talents of its human resources.
Many management studies suggest that “Investing in the right people” will boost the organisational 
performance. But at the same time, one cannot invest in everyone as there is a dearth of resources in the 
world. In the practicality, small or restricted budgets force organizations to narrow down on things more 
pertinent, due to this reason, there is a keen interest in Hipo (High Potential identification).  HiPo’s are 
candidates identified through a structured process of having high Potential for growing into senior roles  
To emerge victorious in this war for talent, Human Resources should take the lead for the enhancing the 
effectiveness of an organization. The optimum manner to achieve this is to optimize the company’s 
capability to attract, manage and retain important people.(Chamaro-Premuzic, 2017)

Leadership, in business, is defined as the potential of a company to determine and achieve difficult 
objectives, ensure prompt and efficient reactions when needed, surpass any competition, and empower 
staff. It motivates one to apply their best efforts. 
Another definition of leadership is the capability of a marked citizen or group to motivate and empower 
others to reach out in the group. Leadership is essential in all aspects of life from commerce to elections, to 
areas to neighbouring organizations. A successful leader shows  the  keenness to face challenges, 
demonstrates patience for development,.(Rajoria et al., 2022)

1.0 Introduction 

Chinese proverb

What is Leadership?
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Almost 40% of internal promotions made by people identified by their companies as “high potentials” end 
in failure says several studies. The secrets, signposts, and science of measuring potential of individuals for 
a future leadership role has been quite under researched.   
There needs to be more empirical research and evidence on what Factors determines potential for success 
in a leadership role especially in the post Pandemic Vuca World.  How are these factors linked to the 
financial success of an organization?  Are there such common success factors identifiable among people 
working in a specific geography? 
Many research studies have shown that financially successful organizations narrow down and train their 
leaders well in comparison to other organizations (Johson, 2009)
But not much research is seen in specific area of common leadership traits of Senior Executives in 
financially successful organizations in the GCC region and specifically Oman.
We will investigate if there are common leadership traits present among leaders occupying senior and 
critical positions in such companies Oman and if so, what are those specific leadership traits.
To this research, we referred to the Oman economic review magazine’s top 20 listed companies survey for 

Why identifying common leadership traits in successful organizations as a
subject is appropriate for an Academic research topic?

In an interesting article “Leadership and fate of organisations”  in the American psychologist journal it talks 
about how leadership is very significant to determine the go or no go for companies and social institutions. 
(Kaiser, Hogan and Craig, 2008)
Our focus on this research is primarily anchored on the trait theory of leadership.
The trait theory has an interesting history.   Leadership success is not guaranteed only because of the 
presence of certain traits, there is enough research to prove that in a lot of key aspects, business leaders are 
different from others. Evidence suggests that for a business leader’s success, certain key leadership traits do 
contribute. Different research studies during different time periods have come out with various traits that 
leaders possess.
This research work is primarily anchored on the trait theory of leadership and using a very reliable and valid 
leadership assessment framework will be attempting to unravel common leadership traits found in 
executives working in select companies featuring in the top 20 financially successful companies operating 
in Oman which has consistently generated profits for the last 5 years 
This study helps us to understand that companies are operating in a more complex landscape for two main 
purposes, first is to achieve maximum profits and second to outperform the competitors. To achieve the 
objectives of a company it is necessary to perform well against a competitor to ensure the success and 
survival of the company. The main parameter to judge the performance of an organisation is through its 
profitability. Profitability is an indicator of the ability and capacity of a business to generate earnings with 
a specified sale at a specified asset level in a specific period (Margaretha & Supartika, 2016; Codina et al., 
2020). Therefore, profit as a measure of success of an organisation has been a very important indicator for 
policymakers and academicians across all sectors for many years.  The profitable organisations develop 
value for the customer and tend to recruit more people. The better the performance in an organisation, the 
higher will be the income generation which impacts the overall economic growth. Therefore, a lot of 
research is being done to find out what are the factors that contribute to the increase in the profit margin of 
an organisation. (Al-Jafari & Samman, 2015) as quoted by  (Jurgilewicz and Poplavska, 2019)
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Profitability is an index for assessing business efficiency. Various research has been carried out in 
leadership traits and competencies and its influence on the bottom line – profit. However, it is not known if 
there are common leadership traits/ Competencies of leaders among consistently profit-making firms 

The research questions for this study are as follow:
1. Are there Common leadership traits among top 20 consistently profit-making companies in Oman?
2. Are there Common leadership traits among top 5 consistently profit-making companies in Oman?
3. Is there a significant difference in the leadership Traits and Competencies of top 20 consistently 
profit-making companies’ leaders and top 5 profit making companies leaders?

2.1 Statement of the Research Problem 

2.2 The Research Questions

� To determine if there are Common leadership traits among top 20 consistently profit-making 
companies in Oman?
� To determine there are Common leadership traits among top 5 consistently profit-making 
companies in Oman.
� To determine if there are significant difference in the leadership Traits and Competencies of top 20 
consistently profit-making companies’ leaders and top 5 profit making companies leaders?

This study is aimed at unravelling if there are common leadership traits among executives working for 
organisations in Oman which are consistently profit making. The bottom line of all business activities is to 
make profit. The results of this study will help talent development in business organizations and help them 
to draw up the right job specifications when recruiting, developing internal talent or planning for succession 
of leadership position in their firms. This way, the organisations will be able to attract and develop 
candidates with relevant leadership traits that have significant relationship with firm’s profitability.

2.3 The Objectives of the Study 

2.4 The Significance of Study 

the year 2017, 2018, 2019, 2021,2022.  The survey was not conducted in the year 2020 due to the pandemic.
We identified companies which have consistently featured within the top 20 company list for highest profits 
successively for the last five years and out of this list shortlisted 5 companies at random to represent most 
of the major industry sectors in Oman 
The Harrison assessments Senior leadership assessment instrument which is a highly reputed reliable and 
valid instrument was administered to 10 Senior executives working for these organisations
32 distinct leadership traits which has been identified using reliable and valid criteria by the Harrison 
assessments was used and the results of the assessments will be taken up for analysis and inferences in the 
chapters below 
This work could be potentially extended to other Geographies and could be used in developing a model or 
framework in Oman and the GCC for identifying potential leaders who can drive a business towards 
financial success in future
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Leadership is a method through which a leader can influence guide and direct the behaviour and work of 
others toward the attainment of the goals of an organisation. It’s an innate ability of a manager to energize 
his staff to work with zeal, enthusiasm, passion, and confidence. Leadership can be defined as the kind of 
impact for a set of people to realise their goals. The main challenge of the leaders is to align the vision of 
the members of the organisation towards the organisational goals and through this path, their performance 
also must be constantly improved. Leadership is akin to persuasion wherein the motto is to achieve the 
objectives by constantly persuading and motivating them in a cheerful and encouraging manner and leading 
them towards the final objectives. A leader is that delicate thread who binds the group together, improves 
their performance and directs them towards goals (Iqbal, Anwar & Haider, 2015).  Leadership is also seen 
as the method of energizing a group to realize and identify a desired future in the short and long term in 
which the expectations, needs and objectives of both the leader and the followers are fulfilled at  higher 
levels of competition and collaboration, as quoted in  (EVANS, 2017)
An efficient leader must be capable in all situations especially the challenging situations. A leader is 
successful when he provides constructive and regular feedback and engaging the employees to perform 
their best and can make independent and unique decisions. A leader must be able to guide when to listen, 
think, and make ideal choices.(Rajoria et al., 2022)
There are different leadership approaches which have been formulated over a period. The great man theory 
in the early days was a popular approach which suggested that leaders are born and not made. This approach 
evolved into the traits approach, which was all about identifying the personality traits of great 
leaders.(Mishra, Grunewald and Kulkarni, 2014)
A commonality found through all these leadership theories is that great leaders can make critical and 
visionary decisions and motivate their team members to follow through. Leaders have the knack of 
convincing others to work towards the goals of an organisation to achieve the desired results. And in this 
process, great leaders through their motivation and perseverance encourage individuals to achieve their own 
personal objectives in this path. (Rajoria et al., 2022)
There are different opinions from researchers whether leadership styles can impact the performance of the 
company.  Some researchers have the viewpoint that the leadership style coupled with their responsibilities 
and their capacity to adapt to the rapid and complex environment play a direct role in the success of an 
organisation. There is a direct proportion of leadership style and success as the leader’s decisions and 
management ultimately lead to a good performance of the company. (Waldman, Bass, & Yammarino, 1990) 
cited by  (Mishra, Grunewald and Kulkarni, 2014)
A review of leadership styles and its impact, outcome and effects shows that there is no uniformity in the 
concept of leadership and organizational performance. Thus, a generalisation cannot be made with the 
findings of the previous researchers. Secondly, there is no uniqueness in relationship between leadership 
styles and performance, there are multifarious combinations. Thirdly and which is of utmost importance is 
that from the past  literature search, here is no empirical published work on leadership styles of senior and 
middle level managers and their impact on the firm performance in the Sultanate of Oman.(Mishra, 
Grunewald and Kulkarni, 2014)

3.2 The nature and concept of leadership 

3.0  Literature Review / Theoretical framework 
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Trait theory is among the earliest attempts to provide an explanation for why only some leaders are 
successful. Studies in the early part of the 20th century used the great man approach to try to identify 
exceptional characteristics which made good leaders. The approach became more sophisticated with 
advances in psychological research in the 1940s and 1950s, although the actual traits themselves varied 
from the 18,000 enumerated in a 1936 study to more manageable numbers of traits.
Trait theory was almost abandoned by leadership practitioners as leadership research evolved, but in the 
past few years, there has been a renewed interest and more research related to trait theory. Thus, according 
to the trait’s theory, leadership is something innate to the individual. An individual’s predisposition to 
leadership (his or her “nature”) has a greater influence than the context, nature is more important than 
nurture.  The trait approach is anchored in the “Great Man” theory as a way of identifying the key 
characteristics of successful leaders. This theory believed that key leadership traits could be churned out 
and that individuals with such traits could then be made to occupy leadership positions. Militaries around 
the world still uses this system for their commissions. The Trait theory suggests that the characteristics or 
the personality of a person may make them an effective leader. Several studies have espoused  that future 
leaders can be identifies by studying the personality traits of the individual and matching them to the 
personality traits of actual leaders. (Henman, 2015).
Leaders are different from others in certain key aspects, though these traits alone do not guarantee 
leadership success. Key leader traits include drive (an umbrella term which includes achievement, 
motivation, ambition, energy, tenacity, and initiative): leadership motivation (the desire to lead but not to 
seek power as an end in itself): honesty and integrity, self-confidence (which is associated with emotional 
stability): cognitive ability, and knowledge of the business. There is less clear evidence for traits such as 
charisma, creativity, and flexibility. These bedrock leader traits assist in developing required skills, form the 
key result areas and develop a strategy to pursue it and at the end to convert the plan into action. 
(Kirkpatrick, & Locke, 1991). It would be interesting to see how traits are seen in the context of 
competencies. Behavioural competencies are a collection of traits which represents an overall behaviour.  
They are behaviours identified by organisations that focuses on specific abilities that results in professional 
success. They are formulated to guide employees to increase productivity, teamwork, innovation, and 
leadership skills. It’s important to know behavioural competencies are different from technical skills, 
knowledge, and other qualifications.
Behavioural competencies usually come in sets designed for a specific purpose a group of traits could be 
grouped into various buckets like Senior leadership competencies, Sales competencies, Customer Service 
competencies etc.   A particular trait can feature in multiple buckets of competencies.   For example, an 
analytical trait can be placed under the competency buckets of Action orientation, Innovation and Leading 
people.   Likewise, Research and learning competencies can be placed under the competency buckets of 
Innovation and strategic thinking 
In this research project, we will be specifically looking at the following competencies which are 
combination bundles of the 32 leadership traits which are taking up for study.

3.3 The Trait Approach to Leadership 
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(Harrison and Ph, 2015)
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The most important requirement for majority of organisations is the profitability since it is a major indicator 
of the performance and success of an organisation. It also enhances the honour of a firm (Bhutta & Hasan, 
2013). In simpler words, profitability is the indicator to understand whether a business is doing well or not. 
Profitability is a part of a firm’s performance. Firm performance can be measured by any of the following 
concepts: Employee Performance, Productivity or Profitability (Shaibu, 2017). Organizational performance 
is the ability of an organisation as high profit, quality product, large market share, good financial results, 
and survival at pre-determined time using relevant strategy for action (Koontz and Donnell, 1993; as quoted 
by (Obiwuru, et al., 2011).  
Organizational performance can also be used to view how an enterprise is performing with regards to 
profits, market share and product quality in relation  to  other enterprises  in the same industry.  Thus, it 
gives an idea of the productivity of members of an enterprise measured in terms of revenue, profit, growth, 
development, and expansion of the organization (Obiwuru, et al., 2011). 
 A survey of related reviews in the International Journal of business management shows one more 
examination study done to distinguish administration styles of senior and centre level supervisors and their 
relationship with the financial performance of the chosen FMCG firms in Muscat, Sultanate of Oman. 
Results uncover that there is a huge connection between leadership style and financial performance 
(Mishra, et al., 2014).
A study on leadership was focused on the influence of leaders on profitability and on organizational success 
in the small construction business environment, and the study was designed to explore how profitability and 
organizational success were achieved through different leadership styles. Under an effective leader, 
employees perform efficiently at their highest ability, which generates profitability and organizational 
success according to (Valdiserri, 2009). In a review directed toward deciding the relationship of trait theory 
on the productivity of Nigeria Bottling Company, in Benin City. The examination of leadership 
characteristics in Nigeria Bottling Company, demonstrated the way that the 45.3% of the organization's 
productivity can be anticipated by its leaders competencies and traits  (EVANS, 2017). It is of utmost 
importance to identify common leadership traits among leaders in successful companies which can be 
invaluable, offering non- emotional measurements to managers and senior leaders who may be 
championing candidates for a much senior role in the organisation. (Jean Martin, 2010). It is indeed not a 
new thing to see a better financial performance in companies who recruit and develop their top talent.
All in all, who are the Hi Performing Employees? The response is clear, the 20% that record for 80% of 
efficiency, or the minority of people that drive the greatest part of an organization's 
prosperity.(Chamaro-Premuzic, 2017). Talent will be the key differentiator between people’s performance 
when they are highly motivated to do well; motivation will be the key differentiator when they are similarly 
talented. Therefore, talent sets the upper limits to maximum performance, revealing the best you can do 
when you are trying to do your best.(Chamaro-Premuzic, 2017)
There needs to be more empirical research and evidence on what Factors determines potential for success 
in a leadership role especially in the post Pandemic Vuca World?  How are these factors linked to the 
financial success of an organization?  Are there such common success factors identifiable among people 
working in a specific geography? 
The research question at a broad level is identifying leadership traits among executives in financially 

3.4 Leadership traits theory and profitability 
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The study utilized a descriptive survey design. The design is an unmistakable information assortment 
procedure in both quantitative and subjective exploration. This approach permitted examination of respon-
dents in producing understanding in deciding common leadership traits among leaders in consistently 
profit-making companies in Oman

4. Methodology 

4.2  Research Design 

The researcher intends to follow in the research a more naturalist interpretivist approach thereby relying 
more on data collection, and some amount of secondary research.   In the proposed study the core findings 
and analysis will be done based on the interpretation of the data collected about leadership traits and validat-
ing it with existing models and framework and establish a correlation of these leadership traits to financial 
performance 

The researcher plans to follow a research method which is a combination of inductive and deductive.  The 
data will be collected using multiple methods including questionnaires and secondary Research.   The 
method is planned to follow a qual, quan-> qual sequence 

The target population consisted of 10 senior leaders selected at random from among the top 20 consistently 
profit-making companies in Oman. All, the respondents were senior leaders in the organizations shortlisted. 
It was a stratified random sampling study since it involved choosing a representative sample of leaders from 
among the list of consistently profit-making companies in Oman identified through the Oman Economic 

4.3 Research Philosophy 

4.4 Research Method 

4.6 Sample

successful organisations. It was found that there is not enough research in this space, and this is an area lots 
of organizations are grappling with. 
Many organizations the researcher has spoken to agree that identifying high-potential employees with the 
right leadership traits is important, yet only a small percentage of them has a systematic process in place to 
identify them. Therefore, identifying these leadership traits can be invaluable, which can offer 
non-emotional benchmarks to managers and senior leaders, many of whom may be “championing” 
candidates. (Pioro, 2019)
There are several research studies to prove that financially successful organizations also identify and groom 
their leaders quite well compared to other organizations. (Johson, 2009)
The GCC countries have a unique position in the World when it comes to managing business organizations
There are several studies on leadership styles in the GCC countries but not much research is seen in specific 
area of common leadership traits of senior executives in financially successful organizations 
In this research work we will investigate if there are common leadership traits present among leaders 
occupying senior and critical positions in Oman and if so, what are those specific leadership traits.
This work could be later extended to other Geographies and could be used in developing a model or 
framework for identifying potential leaders who can drive a business towards financial success in future 
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4.7 Data Collection

4.8 Overview of the Assessment tool  

a.Individual Scoring 

b. Essential Traits 

Review Top 20 listed companies report which is published every year.   From among the list of companies 
two was chosen from the financial services Industry, one from telecom, one from construction and one from 
manufacturing. This was done to make the sample representative of the various industry segments which 
was present in the top 20 companies.  From each company a minimum of two respondents were chosen and 
at least one was from operations and one from support services.   Also among the respondents 50% were 
Omani nationals and other 50% were expatriates.

Primary data and Secondary data were used for this study. The Primary data was collected through a proven 
leadership assessment tool Harrison assessment to ensure consistency, reliability, and validity.  The Second-
ary data on profitable companies in Oman was collected by referring to the last five years issue of Oman 
Economic review magazine in which this result in published.  

Job Suitability Assessment tool of Harrison Assessments’ behavioural assessment tool which is focused on 
one’s profession. It works on the concept of Job Success Formulas (JSFs) that relate to success for specific 
jobs which is based on the relationship between performance and a select group of Harrison Assessment 
traits. 
The instrument measures 175 suitability traits, 30-40 of which will apply to any one job function. For this 
study the 32 essential leadership traits pertaining to Senior leaders as listed below were taken for study 

Individual scores for a given characteristic reach from 2 to 10, 2 moving from weak to strong. Moderate or 
nonpartisan score is 6. A few scores can be under 2 in exceptional conditions in which different trait add to 
a further shortcoming of another trait. A score of 10, then again, would show areas of strength for and as 
well as a need. Extreme scores are quite relevant

Essential Traits have an immediate relationship with performance. The more noteworthy the exhibition is 
the more the individual has of a fundamental attribute. The scores on fundamental qualities have a positive 
number when the singular's score is a "10" and descend is as the score goes down. For this study only essen-
tial traits   from the Harrison leadership Framework were considered for analysis since these has maximum 
impact on the leadership style of an individual 

c. Reliability 
The tool demonstrates acceptable technical consistency and test-retest reliability.   The extent to which a test 
yields consistent scores across different assessment occasions is called as reliability.

d. Test-Retest Reliability
The test-retest relationship coefficients for the 74 essential characteristic scales in the Harrison Suitability 
Assessment are somewhere in the range of .80 and .94. Test-retest reliability is a reliability measure 
obtained by directing similar test two times over a period to a set of people. Industry standards are met in 
the test retest dependability in this instrument. (Harrison and Ph, 2015)
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5. Results

5.1 Leadership Traits in Top 5 and Top 20 Companies

For the sake of better understanding of the traits and its relationship with the leadership traits, the entire 
sample was split into Top 5 Group and Top 20 Group.   The Top 5 groups consisted of respondents from 
companies from the above list who have been ranked within the top 5 in profitability for most of the years.   
And the top 20 consisted of respondents from companies from the above list who have been ranked within 
the top 20 in profitability for most of the years excluding the top 5 companies who have already been 
included in the Top 5 Group.  While an overall analysis of the top 20 companies by itself would have been 
a good study on the subject, we took the approach of splitting the group into two to better understand the 
profitability, leadership traits relationship.
The analysis section is divided into 4 parts. The first part summarizes the trends in the traits of the top-5 
companies. The second part summarizes the trends in the traits of the top -20 companies. The third section 
talks about the comparison between the two groups and the fourth section talks about the comparison 
between the two groups at a competency level

e. Validity 

The tool demonstrates several forms of validity evidence. Validity is the degree to which a test estimates 
what it means to gauge. Validity can be exhibited by giving various types of proof including content validi-
ty, construct validity, and criterion related legitimacy.(Harrison and Ph, 2015)

With the above data collected the researcher will be investigating leadership traits amongst executives in 
financially successful businesses in Oman and try and identify common leadership traits present among 
executives in financially successful organisations based in Oman

Distribution of Shortlisted Companies 

Source: Oman Economic Review top 20 Analysis from year 2016 to 2021 ( Except 2019)  
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5.2 How does the Leadership traits look for the top 5 Companies 

5.3 Analysis of Top 5 Companies results 

5.4 How does the Leadership traits look for the top 20 Companies 

1. All traits are relatively scored on the higher end – with the minimum being 5.24 and the maximum 
being 9.26. This is good indication of the overall traits of leaders. 

2.   The average score is 7.28 with a variance of 0.79. The variance is not so high which indicates that over   
all, there isn’t a very high variability in the scores received for each of the traits. This means that if a leader 
receives a specific score for one trait, the chances that they receive a similar score for another trait is high. 
3.   Essential trait “Takes Initiative” is the maximum. This reflects the tendency to perceive what is neces-
sary to be accomplished and to proceed on one's own. Here, leaders tend to pursue initiatives without neces-
sarily being micro-managed.  
4.    Essential trait “Enlists Cooperation” is the minimum. This is the tendency to invite others to participate 
in or join an effort
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5.5 Analysis of Top 5 Companies results 

Top-20 summary

•  All traits are relatively scored on the higher end – with the minimum being 5.02 and maximum being 9.34. 
This is good indication of the overall traits of leaders. 
•  The average score is 7.25 with a variance of 0.85.  
•   Essential trait “Authoritative” is the maximum, which is the desire for decision-making authority and the 
willingness to accept decision making responsibility.
•   Essential trait “Pressure Tolerance” is the minimum. This is the level of comfort related to working under 
deadlines and busy schedules.

            

Top 5 

Top 20 
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6.  Analysis/Discussion

It is interesting to note that among top 5 companies the traits which are comparatively higher than the top 
20 is analyses pitfalls, forthrightly diplomatic, optimistic, persistent, pressure tolerance, takes initiatives, 
wants challenges. Out of these wants challenges and pressure tolerance has the highest differences.    We 
could infer that probably these specific traits could be considered as a differentiating factor between a good 
leader and a great leader in the context of our research.  The fact that the respondents considered under the 
top 5 category work for companies which are consistently delivering profits, we can infer that these differ-
entiating leadership traits could be unique combinations for the top 5 companies leadership traits. 

The Study of Common Leadership Traits among Financially successful Companies in Oman and a compari-
son of common leadership traits from among top 20 companies to top 5 companies have yielded some very 
interesting results. The averages show that the top-5 companies have higher scores for about half of the 
traits. This shows that it is not necessary to outperform other companies in every trait to do well in the 
business world. What matters is the kind of traits the top-5 companies do better on. Mean is similar in both 
groups. Min and max are similar in both groups. Higher variance in Not top-5 groups. Higher variability in 
scores received for each of the traits. 
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Leaders tend to get better scores in the top 5 companies for the following traits: Analytical, Analyzes 
Pitfalls, Cause Motivated, Effective Enforcing, Enthusiastic, Experimenting, Forthright Diplomacy, Mutual 
Help, Optimistic, Persistent, Pressure Tolerance, Public speaking, Research/learning, Takes Initiative, 
Wants Challenge, Takes Initiative, Authoritative Collaboration, Effective Enforcing and Wants Challenge. 
While some of these differences are small, some of them have significant differences. 

The top 7 traits are where the differences are more than one point are Wants Challenge, Pressure Tolerance, 
Persistent, Analyzes Pitfalls, Forthright Diplomacy, Optimistic and takes Initiative. If we tend to analyse 
these traits and compare it with similar work done or reported in the scholarly Space we find the following, 
Self Awareness, Good Communication Skills, Team Building Skills, decisiveness, and conflict resolution 
skills were highlighted as top traits for leaders working in profitable organisations. (Dudhewala, 2021)  
There are striking similarities in the traits which we have observed among successful leaders in this study 

On the other hand, the top 4 traits where the top-20 companies score better are Authoritative, Authoritative 
Collaboration, Systematic and Influencing. It is interesting to note that traits that are sometimes synony-
mous with being a leader such as Authoritative and Authoritative Collaboration are not observed in the 
top-5 companies. While it is assumed that being authoritative individually or in a group are good leadership 
skills, it may not actually be as advantageous or valuable compared to the top 7 traits listed above for the 
top-5 companies.  
All this while in this paper we analysed common individual traits among leaders in consistently profit-mak-
ing companies in Oman.  In the following paragraphs let’s discuss commonness at a competency level.  
Competency is nothing but a collection of traits which combinedly determines a leadership behaviour.
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Achievement Orientation has featured as a top competency in several studies conducted across the globe for 
successful leaders. The top two traits which stand out in the achievement orientation competency for top 5 
companies is wants initiative and wants challenges, interestingly wants challenges in one of the low scoring 
traits in the top 20 companies.   Whereas authoritative stood as the highest-level trait in top 20 company 
whereas in top 5 it was one of the lowest scoring traits.  Drawing inferences from the above an achievement 
orientation competency with a high emphasis on the interest and ability to undertake challenging responsi-
bilities would be an apt combination for a leadership development model 

Top 5              Top 20
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Impact and Influence has always featured as a Key behavioural competency for leaders.   This competency 
is what distinguishes a leader from a charismatic leader.  Wants Challenges and being Optimistic stands out 
as two high scoring traits in this competency for top 5 companies, whereas among top 20 companies we 
observe that this is not a high scoring competency.  This competency could be a key differentiating factor 
in what differentiates a good company to a great company.  A great company has leaders who wield a strong 
impact and influence and therefore be able to better drive goals and performances  

Top 5              Top 20
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Innovation has been pitted as one of the bedrock Competencies for successful business leaders and featured 
as key essential leadership quality in leaders which ensures continuing business performance of an organi-
sation.  It would be interesting to note that both top 5 leaders and top 20 leaders overall do not have very 
high scores in this competency.  This possibly could reflect the geography in which these leaders operate 
and the underlying conservatism with which generally companies are expected to operate.  As the economy 
opens more, this could be a competency which would need to be watched and benchmarked as time 
progresses 

Top 5              Top 20
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Leading People is a key role of any leader, and they need to excel in this.   Analytical and wants to lead 
stands out as a the two most prominent traits in this competency and enlists cooperation comes out as the 
low scoring trait among others in this competency.  This again could reflect the general leadership style in 
the geography.  This would also evolve for leaders as time progresses as the workforce demography chang-
es. 

Top 5              Top 20
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Dealing with limited resources of money, people and time is a fact of life for all businesses, even giant 
corporations. Strategic thinking enables a business owner to determine how to use these resources most 
effectively and advance the company toward its objectives. (Hill, 2022). The Key trait in this competency 
is being Analytical and both the top 5 group and the top 20 group have done quite well in this trait. In fact, 
being analytical and being collaborative are two important anchor traits for this competency for these set of 
leaders 

Top 5              Top 20
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A successful leader is one who effectively communicates, and this is no exception to both sets of leaders. In 
the communication bucket the top scoring trait for both groups is takes initiative and collaborative. It should 
be clearly understood that this competency in its whole should not be confused with public speaking or 
oratory. The traits which comprise this competency clearly shows that successful communication is a com-
bined aspect of verbal and nonverbal behaviours and some of these behaviours are quite intrinsic in leaders.

Top 5              Top 20
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Energizing People is competency bucket which has a lot of repetitive traits from communication, leading 
people and impact and influence.  Energizing People in this context is motivating others to achieve goals, 
articulates a common vision, engages team members, relates openly, and empowers others to achieve. This 
has been a high scoring competency for both the groups and probably is one key competency which differ-
entiates this group from the others.  Again, scores enlist cooperation trait is on the lower side and as men-
tioned earlier geographical and cultural factors could be contributing reasons for this. 

Top 5              Top 20

146



Learning agility has been repeatedly featuring as a top leadership competency across geographies and 
industries. This competency has gained a lot of prominence post Pandemic and is considered as one of the 
bedrock competencies for any successful leader in the post pandemic world.  This has been a high scoring 
competency for both the groups in mostly all traits and is probably one more signature feature of successful 
leaders from profit making companies in this region.

Top 5              Top 20

147



There is a significant positive relationship between organisational  resilience and individual and organisa-
tional victory. (Fatoki, 2018). The findings of this study are also no different to the above.  We observe some 
high scores on this competency specially on wants challenges and authoritative.  We also observe a relative-
ly low score in stress management for both the groups and could be connected to the challenges most of the 
companies in Oman are facing in the Post Pandemic World.

Top 5              Top 20
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7. Conclusion 

7.1 Summary of Findings 

7.2 Recommendations 

Problem solving is a Key Competency for effective leaders and no wonder both the groups have scored 
quite well in this competency. Takes initiative followed by collaborative and being analytical are Key traits 
in this competency bucket which have high scores. We also observe low scores in systematic and analysing 
pitfalls.

There are Common leadership traits among top 20 consistently profit-making companies in Oman. There 
are also Common leadership traits among top 5 consistently profit-making companies in Oman. There are 
notable differences in the leadership Traits and Competencies of top 5 consistently profit-making compa-
nies’ leaders and top 20 consistently profit-making companies leaders, though they cannot be categorised as 
significant. Considering the broad objectives of this study, as well as the results from the findings of the 
study, it can be concluded that there are common leadership traits among consistently profit-making organi-
zations in Oman and the leadership traits seen in the top 20 organizations are different to the ones seen in 
the top 5 organizations which probably is the difference between good and Great 

This study contributes to supplement the existing theory that effective leadership and profitability are close-
ly connected, and effective leadership influences the profitability of organizations. The results of this study 
will help talent development managers in Oman to develop a geography specific leadership development 

Top 5              Top 20
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ABSTRACT
For organizational executives, the lack of retention methods might become a top worry. In the long run, the 
company will gain by keeping valuable people. The current study attempted to examine how successful 
human resource strategic practices in an organization determine its employee retention taking employee 
engagement, employee satisfaction, and leadership into consideration. The study was conducted on 108 
school teachers. Data from this quantitative study was collected by using standardized tools and analysis 
was done by using correlation and regression statistics. The results from the inter-correlations matrix 
showed that there are significant positive correlations among all the factors. Moreover, regression analysis 
suggested that employee engagement, employee satisfaction, and transformational leadership are the 
potential predictors of employee retention. Employee satisfaction emerged as the most potential predictor 
of employee retention among teachers.

Employers' expertise and skills are essential for a company to remain competitive and to succeed 
(Johennesse, & Te-Kuang, 2017). Any organization's human resources management department not only 
plays a crucial and growingly significant role in any business's ability to establish a sustainable future of 
work, but also in providing a supportive environment for that business's greatest asset—its employees. 
Business leaders of today need to understand people better and promote the values of hard effort, moral 
behavior, and ethical conduct (Timms, 2021). Human resources and its leader must adapt and promote more 
adaptive practices favorable to their employees to retain their experienced manpower, which can ultimately 
be the organization's most valuable assets. As technology and businesses move ever faster, there are more 
challenges and opportunities (Singh, 2019). Organizations must concentrate on those production factors 
that are difficult for their competitors to replicate if they want to stay competitive, dominant, and covert. 
The most important elements for achieving organizational success are thought to be the people who work 
there (Singh, 2019). The most crucial element of an organization's success is its people. Each employee has 
a distinct personality and traits that can't be duplicated by other elements. Thus, staff retention has become 
more crucial in today's competitive company models. Here is where HR directors must take the initiative 
and create tactical procedures that have a beneficial influence on employee retention (Vance, 2017).

An investment into employee retention is highly necessary to keep the employees within the companies 
rather than have them been consumed by the competitors because there is a lot of competition on a national 
and international level to ensure that a company's customer care is at the best possible level in any kind of 
industries. Only properly structured recruitment and selection processes and analytically delving into 
retention tactics may do this (RETZIUS, & SKAAR, 2022).

Leaders in human resources must realize that, in a welcoming and pleasant atmosphere, retention requires 
little effort. The primary goal of the leader should be to keep the team together by looking into the things 
that cause turnover. You must act immediately to boost your employee retention strategies and take 
deliberate steps to increase employee job satisfaction and your company's capacity to retain valued 
personnel if you fear your business is at risk of losing critical employees (Half, 2022).

Statement of the Problem
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Regardless of the industry, employee retention is a worldwide challenge. Retaining skilled and effective 
personnel is a challenging undertaking for organizations alike. Leaders must deal with the problem of 
keeping both new and existing employees (Aruna & Anitha, 2015). Retention happens when corporate 
executives create and put into effect strategic initiatives that encourage staff to stay with the organization 
(Darkwa, Newman, Kawkab, & Chowdhury, 2015). 

Employees who are well engaged are more invested in the company and will go above and beyond to 
complete their tasks by focusing on them (Hakanen et al., 2017). Employee retention must be a top goal for 
managers to ensure the organization's future success. Making employees feel engaged, valued, and 
somewhat involved in the leadership goal is one of the strategic and effective ways to encourage them. 
Employee engagement has become a key factor in business success in the competitive world of today. High 
levels of engagement promote staff retention, foster client loyalty, and improve organizational effectiveness 
(Young & Gifford, 2021).

Employee satisfaction can be mapped through various tools. the easiest way to do so is to investigate 
Herzberg’s Two-Factor Theory (Chapman, et al., 2022). It can be one of the best tools for the employers to 
identify the issues and compare their motivating factors with the hygiene factors, this will determine the 
cause of the turnover.

According to Reina, Rogers, Peterson, Byron, and Hom's (2017) research, a manager's actions can cause 
employees to leave a company. 
To effectively accomplish organizational goals, transformational leadership concentrates on current issues, 
establishes new benchmarks, fosters knowledge, and inspires and affects the behavior of subordinates (Arif 
and Akram, 2018). Organizational success increases as a result of TL's heightened benefits (Maaitah, 2018). 
Previous studies have demonstrated that TL is crucial to the development of Chinese SMEs (Lin and Sun, 
2018).

The rationale of the present research was to explore “important factors of successful human resource 
strategic practices determining employment retention in an educational sector. The study hypothesized that 
employee retention is influenced by active employee engagement, employee satisfaction, and 
transformational leadership. The study is directed to accomplish the gap in the role of employee 
engagement, employee satisfaction, and transformational leadership in determining employment retention 
among teachers. The variables nominated for the current research are associated with Human resources 
management and leadership. It is anticipated that employee engagement, employee satisfaction, and 
transformational leadership enhance the tendencies of, enthusiasm, and happiness and decrease their 
vulnerability to stress, reduce absenteeism, and increase the positive attitude of employees toward their job. 
There will be a real benefit in studying these constructs conjointly as it would contribute to an intervention 

Employee Retention

Employee Engagement

Employee Satisfaction

Transformational Leadership

Significance of the Study
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Review of Literature

training program for human resources management and employees having diverse roles to play in a 
challenging environment.

Employee Retention is vital for many enterprises, especially in an environment where organizations are 
having a shortage of highly skilled talent (McKinsey & Co, 2022). In research on employment strategy that 
was conducted it was noted how one of the most effective ways of employee retention besides rewards and 
motivation is effective employee communication which can go a long way in improving commitment, and 
loyalty, and encouraging workforce support. (Silva, Carvalho, & Dias, 2019) highlight how one of the 
biggest challenges that are being faced by companies is employee retention. One of the best ways 
organizations can realize employee retention is when they follow the recommendations given by (Silva, 
Carvalho, & Dias, 2019) who highlight the importance of incentives such as opportunities for career growth 
and salaries as key to employee retention. 
A study on Employee Retention in Asia, (Sangita, 2017) highlights how for any organization there are Three 
R’s of employee retention namely Recognition, Retention, and Respect. The study was made using a 
Descriptive Research Design and involved administering 60 questionnaires given to selected employees of 
medium-scale industries in India (Sangita, 2017). The questionnaires had a 5-point Likert scale that made 
it easier for the data to be analyzed. Besides the Three R’s of employee retention, the study found out that 
there are many forms of employee retention strategies that can be implemented within an organization and 
these include the creation of an ideal work environment, a positive work culture, room for salary 
negotiation, fair compensation management, use, of rewards and recognition, inspirational leadership and 
good relationship(s) between workers and the management (Sangita, 2017). 
A comprehensive retention strategy is a key to human resource competitive advantage (Al Kurdi, 
Alshurideh, & Al Afaishat, 2020), (Elessawy, 2019). It is important for organizations to have a 
comprehensive human resource retention strategy that will serve as a blueprint for various activities that 
will be done to keep the employees within the organization. (Shehada, 2017) highlights the following nine 
strategies that can be used for employee retention Dubai’s public sector which are as follows:
Shehada (2017) highlights how to effectively reduce the rate of staff turnover and allow for the success of 
an established workforce retention strategy, an organization can choose a group of managers whose sole 
duty is to monitor the HR retention strategy and evaluate its outcomes. This suggestion makes employee 
retention a critical part of the organizational strategy and that it should not just be limited to HR 
practitioners but can even involve a cross-functional team of leaders that can make input into the 
organizational human capital plan.
Scholars highlight the importance of effective communication within organizations as vital for employee 
retention (Ghani, et al., 2022). There need to be open communication channels that allow room for 
constructive feedback and that subordinates should have the ability to freely share their perspectives on 
organizational operations without the fear of retribution. These are some of the strategies which can be 
considered in an organization, and they have been seen to be key to the promotion of sustainable employee 
retention. 
Employee retention has been seen to be critical in enabling organizational success in a post-Covid-19 work 
environment. A study on employee development, corporate performance, and employee retention of 
younger employees (Generation-Z workers) in the post-COVID-19 pandemic work environment notes how 
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1. To identify the successful human resources strategic practices that, determine employment 
retention among teachers.
2. To find whether there is any relationship of employee engagement, satisfaction, transformational 
leadership with employment retention among teachers.
3. To examine employee engagement, satisfaction, and transformational leadership as determinants 
of employee retention among teachers.

Hypothesis 1: That there will be a positive relationship between employee engagement and employee 
retention among teachers.
       Hypothesis 2: there is a significant positive correlation between employee satisfaction and employee 
retention among teachers.
       Hypothesis 3: there is a significant positive correlation between transformational leadership and 
employee retention among teachers.
      Hypothesis 4: Employee engagement, employee satisfaction, and transformational leadership will be 
predictors of employee retention among teachers.

Objectives

Hypotheses

if organizations democratize learning, and conduct reverse mentoring then they have greater chances of 
retaining younger, highly trained, and more nomadic employees (Jayathilake, Daud, Eaw, & Annuar, 2021). 
The research was based on secondary data and made use of a social exchange and human needs approach. 
Other researchers such as (Florence, 2021) further highlight the importance on continuous digital 
innovation that will allow employees to do more using various tools and platforms that can make them more 
efficient. This comes against a background in a survey conducted on healthcare leaders; the following are 
their responses to the possibilities of leaving their workplaces (Florence, 2021).
On average, the more engaged employees are within an organization, the better their level or performance, 
motivation, and desire to stay longer at a job (Budriene & Diskiene, 2020). In other words, effective 
employee engagement could be used by companies to achieve incredible results and to enable employee 
retention.
Employee satisfaction is a motivating factor in organizations that can result in employee retention and goal 
achievement (Ayyagari & Lathabhavan, A Study on Employee Satisfaction and Organizational 
Commitment, 2020). Using descriptive statistics for their data analysis, Ayyagari and Lathabhavan (2020) 
found out from the data how employee satisfaction influences the management and staff in terms of how 
they collectively build trust, a positive work environment, and collectively work towards the achievement 
of organizational goals. (Anitha, 2014) equally corroborates that there are various factors that were seen to 
contribute to employee satisfaction, and these include rewards, job demands, generous leave, benefits, and 
compensation given to employees by the management which is key to enhancing motivation level and 
employee satisfaction.
The type of organizational leadership present in the organisation also has implications for employee 
retention. (Mulugeta, Organizational Leadership, 2017) highlights in a study that organizational leadership 
is a two-pronged management approach that aims at achieving what is best for individuals as well as for a 
group at the same time. 
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The present study investigated the variables that affect employee retention using Herzberg's two-factor 
theory as the Theoretical framework. Herzberg created his motivation-hygiene theory, often known as the 
two-factor theory, in 1950 (Herzberg et al., 1959; Herzberg, 1974). The elements that contribute to pleasure 
at work vary from the reasons why people are unhappy (Herzberg et al., 1959). Motivators are intrinsic, 
whereas hygiene factors are extrinsic. The conceptual framework of the study is given in figure 1.

Research Design: The quantitative approach was used in the present descriptive study for the investigation 
of research hypotheses. This study is non-experimental research using a correlational research design. In 
this study, the predictor variables are employee engagement, employee satisfaction and leadership while 
employee retention is the dependent variables. 

Sample: A sample is a small proportion of the population selected for observation and analysis. Sampling 
is concerned with the selection of a subset of individuals from within a population to estimate the 
characteristics of the whole population. Researchers rarely survey the entire population because the cost of 
such an effort is too high. The three main advantages of sampling are that the cost is lower, data collection 
is faster, and since the data set is smaller it is possible to ensure homogeneity and to improve the accuracy 

Theoretical Framework
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Tool Description

Employee Satisfaction 

and quality of the data.
The participants for the present study consisted of 108 teaching employees (70 govt and 38 private school 
teachers). These participants who matched the criteria were taken as part of the study. The age of the 
respondents included in the sample were ranging from 20-50 years. The mean age of the sample was 36.71 
years at the time of data collection. Both married and unmarried employees of the organization were 
included in the sample. The respondents consisted of teachers from both government and private sector. The 
sample of the study was selected by convenience sampling method.

To measure employee satisfaction levels a standardized tool namely ‘Employee Satisfaction Scale’, devel-
oped by Dubey (2009) was used. It is a 25-item self-report scale designed to measure job satisfaction. 
Respondents answered each item on a 5-point Likert-type scale ranging from 0=Strongly Disagree, 1=Dis-
agree, 2=Undecided, 3=Agree, and 4=Strongly Agree. The scoring of the first 23 items is continuous, while 
as the scoring of last 2 items is reverse. The time required for completion of the scale is 5 minutes. The 
test-retest reliability of JSS, with an interval of one month, was found to be 0.64. The split-half reliability 
of JSS was 0.72 (Dubey, 2009). The reliability of the scale for the current study was found to be .81 which 
is much above the acceptable range.

Employee Engagement
Employee engagement was measured on UTRECHT Work Engagement Scale developed by Schaufali and 
Bakker (2007). The tool consists of 17 items; respondents rate each item on a 5-point Likert type scale rang-
ing from 0=Not at all true, 1=not true, 2=Undecided, 3=true, and 4= absolutely true. The total score is 
developed by summing all the responses. The higher the score on the measure means the greater the engage-
ment level among the respondents. The tool had a satisfying Cronbach’s alpha of .77. For the present the 
reliability coefficient was calculated and was .74 which is above the acceptable range of .70.

Transformational Leadership
Transformational leadership was assessed by employing the Transformational Leadership Scale developed 
by Nilwala, et al., (2017). The scale consists of 10 items with response ratings from 0 to 5. The tool is a 10 
items measure. Respondents answered each item on a 5-point Likert-type scale ranging from 0=Strongly 
Disagree, 1=Disagree, 2=Undecided, 3=Agree, and 4=Strongly Agree. The total score can be obtained by 
adding responses from all the items on the scale. The higher score indicates experiencing a higher level of 
transformational leadership. The scale had good reliability as Cronbach’s alpha was .79. The reliability of 
the scale for the current study was found to be .71 which is above the acceptable range of .70. So, the tool 
was suitable for the data collection on the sample of the present study.

Employment Retention
To measure the attitude of employees regarding their employment retention, a 10 items employment reten-
tion measurement was constructed by the researcher. The scale was constructed and validated by calculat-
ing the reliability and validity of the sample of the study. The Cronbach’s alpha for the current study was 
found to be .74. The construct validity was measured in the first phase of item generation. Originally 15 
items were generated, and 10 items were retained for the final scale after calculating reliability and validity.
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3.6  Data Analysis

ETHICAL CONSIDERATIONS

RESULTS

Means, standard deviations and other appropriate descriptive statistics were calculated to make the data 
tangible. Pearson’s Product Moment Correlation Method was applied to assess the relationships between 
predictive variables and criterion variable. Regression Analysis was used to study predictive relationship of 
independent variables with dependent variable. Before carrying out regression analysis data were tested for 
robustness through methods such as multicolinearity, normal distribution, Durben-Watson, etc. The 
reliability of the study tools was also calculated for the study.

Prior to data collection, permission was taken from the concerned participants, and rapport building was at 
priority to seek their voluntary participation. Only those participants were included in the sample that 
agreed to take part in this study. The subjects were also told about the purpose of the study. The participants 
were given directions on how to give response to the scales. It was assured to the respondents that this data 
will be kept highly confidential and will be used only for research purposes.

Table 4.1: Descrip�ve sta�s�cs  

Variable Type of 
sector 

N Mean SD Skewness Kurtosis 

 Govt. 70 93.91 10.206 -.071 -.247 

Employee 
Engagement 

      

 Private  38 94.13 10.297 -.098 -.232 

 Govt. 70 99.10 11.193 -.094 -.297 

Employee Sa�sfac�on       

 Private  38 95.74 10.555 -.066 -.289 

 Govt. 70 57.36 8.881 .183 -.317 

Transforma�onal 
Leadership 

      

 Private  38 60.40 9.247 .192 -.399 

 Govt. 70 45.11 11.193 -.094 -.297 

Employee Reten�on       

 Private  38 40.02 10.555 -.066 -.289 

                        N = 108 
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It can be observed from the above table 4.1 that the mean score of employee engagement for teachers 
working in government schools measures to 93.91, where n = 108 with SD of 10.206 and the mean score of 
employee engagement for teachers working as private employees is 94.13, where n = 108 with SD of 
10.297. The mean score of employee satisfaction for teachers working as government employees measure 
to 95.10, where n = 108 with an SD of 11.193 and the mean score of employee satisfaction for the teachers 
working as private employees is 99.74, where n = 108 with an SD of 10.555. In addition, on the employee 
retention measure, the mean score of working teachers working as government employees is 60.36, n = 200 
with an SD of 8.881 and that of private employees is 57.40, n = 108 with an SD of 9.247.

The observations presented in the above table 4.2 shows the relationship of employee engagement, 
employee satisfaction, and transformational leadership with employee retention among teaching employees 
in the education sector. Moreover, hypothesis 1, which states that there will be a positive relationship of 
employee engagement with employee satisfaction, transformational leadership, and employee retention in 
teachers, was assessed. Pearson r correlation showed that a significant relationship existed between 
employee engagement and employee retention in teachers (r = .590, p < .05 level). Therefore, hypothesis 1 
is supported by the findings of this measure. It can be concluded that there is a significant positive 
relationship between employee engagement and employee retention in teachers. The findings claimed that 
teachers who have a higher level of employee engagement, also have a higher level of employee retention, 
and vice-versa.
A significantly positive moderate correlation was found between employee engagement and employee 

** = significant at 0.01 level of significance; * = significant at 0.05 level of significance

Hypothesis 1: That there will be a positive relationship between employee engagement and employee 
retention in teachers.

Table 4.2: Correla�on Matrix 

 

Variables  1 2 3 4  

1.Employee 
Engagement 

 

       Pearson Correla�on  

       Sig.  

       N 

1 

 

108 

.564** 

.000 

108 

.247* 

.041 

108 

.590* 

.023 

108 

 

2.Employee 
Sa�sfac�on 

 

       Pearson Correla�on  

       Sig.  

       N 

.564** 

.000 

108 

1 

 

108 

.588** 

.000 

108 

.698** 

.000 

108 

 

3.Transforma�onal 
Leadership 

 

        Pearson Correla�on  

        Sig.  

        N 

.647* 

.041 

108 

.588** 

.000 

108 

1 

 

108 

.631** 

.000 

108 

 

4.Employee 
Reten�on 

 

        Pearson Correla�on  

        Sig.  

        N 

.590* 

.023 

108 

.698** 

.000 

108 

.631** 

.000 

108 

1 

 

108 
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Figure 1: Showing correlation between employee engagement and employee retention among teachers by 
scatter/dotted diagram.

satisfaction among teachers (r = .564, p < .01 level). Consequently, it can be concluded that the higher the 
level of employee engagement, more is the level of employee satisfaction among teachers and vice-versa. 
The findings also revealed a significant positive and fair correlation between employee engagement and 
transformational leadership among teachers (r = .647, p < .01 level). Therefore, the results claimed that the 
higher the level of employee engagement, the greater the perception regarding transformational leadership 
among teachers and vice-versa.
Hypothesis 2: there is a significant positive correlation between employee satisfaction and employee 
retention among teachers.
The results table showed that there is a significantly positive moderate correlation was found between 
employee satisfaction and employee engagement among teachers (r = .564, p < .01 level). Therefore, 
hypothesis 2 is supported by the findings. Consequently, it can be concluded that the higher the level of 
employee satisfaction, more is the level of employee engagement among teachers and vice-versa.
It can be also revealed that a significant positive and fair correlation between employee satisfaction and 
transformational leadership among teachers (r = .588, p < .01 level). Therefore, the results claimed that the 
higher the level of employee satisfaction, more the transformational leadership is perceived among teachers 
and vice-versa. Moreover, the Pearson r correlation showed that a significant relationship existed between 
employee satisfaction and employee retention in teachers (r = .698, p < .01 level). It can be concluded that 
there is a significant positive relationship between employee satisfaction and employee retention in 
teachers. The findings claimed that teachers who have a higher level of employee satisfaction, also have a 
higher level of employee retention, and vice-versa.

Hypothesis 3: there is a significant positive correlation between transformational leadership and employee 
retention among teachers.
It can be also concluded that a significant positive correlation exists between transformational leadership 
and employee retention among teachers (r = .631, p < .01 level of significance, 1-tailed). Therefore, the 
results claimed that the higher the level of transformational leadership, more the voluntary employee 
retention among teachers and vice-versa. Therefore, hypothesis 3 was supported by the results.
The correlation results of different hypotheses are displayed below in the scatter diagrams in figures 
numbers 1, 2, and 3 respectively.
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Table 4.3 Showing Summary of Robustness checks (predictors: employee engagement ‘X1’, employee 
satisfaction ‘X2’, transformational leadership ‘X3’ and criterion variable: employee retention) for Multiple 
Regression Analysis for the employees working in the company in UAE.

Figure 3: Showing correlation between 
transformational leadership and employee 
retention among teachers by scatter/dotted 
diagram.

Figure 2: Showing correlation between employee 
satisfaction and employee retention among 
teachers by scatter/dotted diagram

REGRESSION ANALYSIS

Ta
bl

e 
 n

um
be

r 

Hy
po

 

Cr
ite

rio
n 

R2  

Test of robustness 

 

Whether 
robustness 
verified 

Linearity 

Residual 
Plots 

Mul�collinearity 

Tolerance & VIF 
(Range: Tol – 0-
1, VIF- 1-9) 

Normality 

PP Plots 

 

Independenc
e 

Durbin – 
Watson 

(Range: 
DW<3) 

 

1 3 4 5 

4.5 

 

4,  Y .070 Sa�sfied Tol : .958 

VIF : 1.043 

Sa�sfied 

 

1.763 Sa�sfied 

 Predictor variables: X1= employee satisfaction, X2= employee satisfaction, and X3= transformational 
leadership.
Dependent variable Y= employee retention.

For checking normality, skewness, and kurtosis coefficients, histograms (Figure 4.3), and QQ plots were 
checked. Histograms and box plots indicated that most of the items were normally distributed. Additionally, 
all skewness and kurtosis statistics were acceptable because they were different from and not so distant 
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Table 4.5 presented below shows the results of multiple linear regression analysis for different sets of 
predictors and criterion variables with regression coefficient values.

Figure 4.4: Histogram indicating that most 
of the items were normally distributed.

from 0. For multicollinearity, the Variance Inflation Factor (VIF) and Tolerance statistic were examined. 
VIF (1.043) was smaller than 5, and the tolerance statistic (.958) was above .2 and below 1. Thus, there was 
not any strong correlation among these three predictors (i.e., employee engagement, employee satisfaction, 
and transformational leadership) of employee retention in the regression model. 
Independent error assumption was checked by the Durbin-Watson test. The Durbin-Watson value for the 
present study was (1.763) which was less than 3. Thus, none of the residuals were correlated. Linearity and 
homoscedasticity were checked by scatter plot. Points on the plot were randomly dispersed throughout the 
plot. Thus, the model was a linear one, and the residuals at each level of predictors had the same variance. 
It can be seen from table 4.3 those parametric assumptions viz. Linearity, multicollinearity, a test of normal-
ity, and independence for variables under consideration are verified. 
Stepwise method for selecting the predictor variables for the regression model was considered suitable, as 
it is perhaps the utmost widely used method. If the variable fails to meet entry requirements (either FIN: 
F-to-enter or PIN: Probability of F-to-enter), the procedure terminates with no predictor variable in the 
equation. If it passes the decisive factor, the 2nd variable is chosen according to the upmost partial correla-
tion. If it passes entry criteria, it also enters the equation. 
Further, the effect size for significant predictor variables was computed to estimate the magnitude or size of 
an effect on criterion variable. Cohen's ƒ2 is one of effect size suitable for multiple linear regression analy-
sis was computed. Table 4.5 shows descriptors for magnitudes of f2 as suggested by Cohen (1988). The 
formula used to calculate effect size (Cohen's ƒ2) is shown below:

2

2
2

1 R
Rf
−

=
 
Where, R2 is the squared multiple correlation.

Table 4.4Levels of Effect Size 

Effect Size Cohen's f2 

Small 0.02 

Medium 0.15 

Large  0.35 
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Discussion and Conclusion

Table 4.5: Showing the results of stepwise multiple linear regression analyses by considering employ-
ee engagement ‘X1’, employee satisfaction ‘X2’, and transformational leadership ‘X3’ as predictors 
of employee retention (Y).

 

Predictor 

Variables 

Standardize
d Beta 
coefficient 

Mul�ple 

R 

R2 R2 

Change 

f2 F  P 

Model Y= ß0+ ß1X1+ß2X2 + ß3X3  

Employee Eng (X1) .168 .207 .143 .143 .04 21.001**  .000 

Employee  Eng, 
(X1), E Sat (X2) 

.173 .264 .413 .270 .02 25.007**  .000 

Employee  Eng, 
(X1), E Sat (X2), TL ( 
X3) 

.163 .264 .534 .121 .02 20.921**  .000 

Constant  .654        

Predictor Variables: X1= employee engagement, X2= employee satisfaction, and X3= transformational 
leadership. 
Criterion Variable: Y= employee retention.

From table 4.5 among employee engagement, employee satisfaction and transformational leadership, 
employee satisfaction emerged as the most potential predictor of employee retention among teachers. The 
square of multiple correlations (R2) shows that 27.0 % of the variance in employee retention was illustrated 
by employee satisfaction; 14.3% variance in employee retention is determined by employee engagement 
(R2 Change= 14.3% variance). Moreover, 12.1% variance in employee retention was determined by trans-
formational leadership (R2 Change= 12.1% variance). employee engagement, and employee satisfaction 
together explained a 41.3% variance in employee retention among the teachers. Furthermore, employee 
engagement, employee satisfaction, and transformational leadership together explained a 53.4% variance in 
employee retention among teachers. Therefore, hypothesis 4 is supported by the results.

Regardless of the industry, employee retention is a worldwide challenge. Keeping skilled and effective 
personnel is a challenging undertaking for organizations. Leaders must deal with the problem of keeping 
both new and existing employees (Aruna & Anitha, 2015). Retention happens when corporate executives 
create and put into effect strategic initiatives that encourage staff to stay with the organization (Darkwa, et 
al., 2015). The study aimed to identify the potential successful human resource strategic practices of an 
organization that can determine employee retention. The study hypothesized that employee engagement, 
employee satisfaction, and transformational leadership will determine employee retention among teachers. 
The findings of the study are discussed considering the stated objectives and relevant literature:

Hypothesis 4: Employee engagement, employee satisfaction, and leadership will be predictors of employee 
retention among teachers

** p = .000 < 0.01 (2-tailed)
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 The pattern of the relationship of employee engagement, employee satisfaction, and transforma-
tional leadership (predictor variables) with employee retention (criterion variable) among teachers is 
discussed separately below:
Rubio, Espert, and Gasco (2020) carried out a study to examine relations between employee engagement 
and job satisfaction among nurses' during the COVID-19 Pandemic. The observations of the study suggest 
that employee engagement, job satisfaction, and transformational leadership may have a significantly 
positive relation with employee retention among teachers as well. The results of the first objective of the 
present study which attempted to examine the relationship of employee engagement, job satisfaction, and 
transformational leadership with employee retention among teachers are in line with the previous literature. 
Pearson r correlation showed that a significant relationship existed between employee engagement, job 
satisfaction, and transformational leadership with employee retention in teachers. Therefore, hypothesis 1 
is supported by the findings of this measure. It can be concluded that there is a significant positive relation-
ship between employee engagement, job satisfaction, and transformational leadership with employee reten-
tion and there were positive correlations when checking inter-correlations among all the variables. 
The reasons for the findings of the correlational study may be many and some of the potential reasons 
behind the results are discussed in the light of the existing supportive literature. Research over the years 
suggests that employee engagement is important and is related to achievement, productivity, personal health 
and job performance (Butler & Chinowsky, 2006; Coté & Miners, 2006; Hopkins, O'Neil & Williams, 
2007). Many studies such as that conducted by Dulewicz, Young and Dulewicz (2005) showed that engage-
ment and satisfaction of employees is closely associated with job performance and may be a reliable predic-
tor of job performance. 
The observations of this research supported that all the predictors of the study such as employee engage-
ment (X1), employee satisfaction (X2) as well as transformational leadership (X3) proved as potential 
predictors of employee retention (Y). Moreover, employee satisfaction strategies emerged as the most 
potential predictor of employee retention among teachers. The square of multiple correlations (R2) shows 
that 27.0 % of the variance in employee retention was illustrated by employee satisfaction; 14.3% variance 
in employee retention was determined by employee engagement (R2 Change= 14.3% variance) and trans-
formational leadership made a 12.2% variance in the employee retention. Employee satisfaction, engage-
ment and transformational leadership together explained 53.4% variance in employee retention among 
schoolteachers. It can be suggested that all three predictors of the study contributed significantly in predict-
ing employee retention among teachers. Therefore, hypothesis 4 s fully supported by the findings of the 
study.
The findings suggested a huge strength of association of employee engagement, employee satisfaction, and 
transformational leadership with employee retention among schoolteachers. Many works of literature 
support the current findings. Safipour (2010) suggested that a sense of employee engagement is important 
and related to performance and job satisfaction. It was further found that the employee engagement variable 
mediated between employee retention and leadership. 
Moreover, transformational leadership was found to have a significant impact on employee retention among 
teachers. The results of the pair of relationships supported the previous literature where it was suggested 
that transformational leadership is a significant determinant of job satisfaction, work-life balance, perfor-
mance, interpersonal relations, and employee retention.
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CONCLUSIONS

5.6 EDUCATIONAL/PRACTICAL IMPLICATIONS 
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