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ABSTRACT 

 

Effective leadership and employees’ job satisfaction are fundamental to the success of 

educational institutions. Adopting ideal leadership behaviour by the Nurse Leaders can have 

a positive influence on employees’ job satisfaction and institutional outcomes. It is widely 

accepted that employees’ who are satisfied with their jobs have a tendency of being more 

innovative, creative, motivated and committed, focusing on tasks that are beneficiary to the 

organization as compared to employees’ that are dissatisfied (Gutierrez, Candela, & Carver, 

2012). Using the Path-goal leadership theory as the organizing framework the study to 

explored the leadership behaviours of Nurse Leaders and the influence of these behaviours on 

employees’ job satisfaction at the seven Health Training Institutions (HTIs) in the Upper 

West Region-Ghana.  

Quantitative cross-sectional design was used to collect data from 179 respondents. 

The data was analysed using Statistical Package for Social Sciences (SPSS) version 22. Data 

was analysed using descriptive and inferential statistics. Descriptive statistics such as 

frequencies central tendencies and percentages were used to describe leadership behaviours 

and job satisfaction. Whereas inferential statistics such as correlation, linear multiple 

regression and moderation to predict relationship between the study variables. 

Nurse Leaders in the HTIs practised all the five leadership behaviours (directive, 

supportive, participative, achievement- oriented and laissez-fair) but are more inclined to the 

directive (autocratic) leadership behaviour. 

The study established a significant positive but moderate correlation between 

directive, participative and achievement-oriented leadership behaviours and employees’ job 

satisfaction, while supportive leadership shows a strong positive significant correlation with 
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employees’ job satisfaction, but laissez-faire had no correlation with employees’ job 

satisfaction. There is a significant positive correlation (r = 0.465, p <0.001) between job 

characteristics and employees’ job satisfaction.  

Result indicates gender, higher educational qualification and place of work or 

institution predicted the outcome variable (job satisfaction), whereas, supportive, 

participative and achievement-oriented leadership behaviours also predicted job satisfaction. 

The study variables explained 40.9% of the variance in employees’ job satisfaction. 

Result shows job characteristics moderated the relationship between leadership 

behaviours (directive, participative, achievement-oriented and laissez-faire) on job 

satisfaction. Finally, years of experience under supportive leadership behaviour was 

significant. The study recommends that Nurse Leaders should be conversant with the varied 

leadership behaviours and adopt the most ideal for the effectiveness of the HTIs in the Upper 

West Region-Ghana. 
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CHAPTER ONE 

INTRODUCTION 

 

1.1 Background 

 

Health Training Institutions are essential educational institutions for the education of 

future generations of nurses (Mahdinezhad, Bin Suandi, Bin Silong, & Binti Omar, 2013). 

Historically, nursing education in Ghana has had remarkable transformations in the past 

decades, from hospital-based training to training institutions. Nursing practice requires the 

acquisition of theoretical and practical training. Practical training as in hands-on learning 

experience in a supervised environment and theoretical training in the form of tutorials and 

demonstrations to equip the student nurse with the abilities needed to satisfy society's health 

requirements (Nabolsi, Zumot, Wardam, & Abu-Moghli, 2012; Nielsen, Noone, Voss, & 

Mathews, 2013). 

The World Health Organization  (WHO, 2016) reported a global need-based shortage 

of well-trained health workers to be approximately 17.4 million and out of the 17.4 million 

over 9 million are nurses and midwives. The leading needs-based shortages are in Africa at 

4.2 million and South-East Asia at 6.9 million (WHO, 2016). A competent, efficient and 

sustainable nursing educational system is needed to build adequate, relevant and capable 

nursing working force necessary for the attainment of the Sustainable Development Goals 

(Bvumbwe & Mtshali, 2018). Frenk, Chen, Bhutta, Cohenet, Crisp, Evans and Zurayk (2010) 

have identified some few challenges with health professional education which includes poor 

teamwork, weak leadership among others. These challenges are both intrinsic and extrinsic 

and as the challenges keep increasing, organizations have to devise means to succeed by 

University of Ghana http://ugspace.ug.edu.gh



2 

 

placing emphasis on leadership and employees’ outcomes. To achieve the institutional goal 

and objectives it is important to have leaders and employees who are committed to training 

future nurses. Leadership and staffs job satisfaction are crucial in organizational success, 

especially in the recent competitive world.  

Leadership in the Health Training Institutions (HTIs) is the same as in other 

organizations, who have to ensure the educational institution's goals are achieved. The 

leaders at the HTIs are Nurses who are appointed as heads of the various institutions. Nurse 

Leaders are responsible for managing all other employees including health tutors. These 

leaders are also referred to as principals. Over the past decades, the leadership roles of Nurse 

Leaders have significantly undergone some changes making it increasingly multifaceted. 

Nurse Leader leadership behaviours can have an effect on employee job satisfaction and 

students learning. According to Amin (2013) leadership is the central aspect of administration 

as it has a fundamental bearing on the kind of actions that leads to employees’ job satisfaction 

and organizational performance. Nurse Leaders should be able to balance their leadership 

behaviours between job performance and the needs of other employees to achieve the 

institutional goals. Employees’ who are satisfied with their job have the tendency of being 

more innovative, creative, motivated and committed, focusing on tasks that are beneficiary to 

the organization as compared to employees who are dissatisfied (Gutierrez, Candela, & 

Carver, 2012).  

Leadership and job satisfaction are the two essential concepts for the attainment of 

institutional objectives, as institutional leaders are the key personality in outlining the 

learning attainment of the institutions, departmental work output and the academic 

performance of students (Mahdinezhad et al. 2013). Hence, the need for innovative leaders is 

paramount in educational institutions for the accomplishment of outstanding educational 

performances (Clement & Vandenberghe, 2001). Leaders, therefore, should identify and 
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adopt varied leadership behaviours suitable for diverse situations, which would aid the 

transformation of educational institutions into professional learning environments, sustaining 

the institutional success with the help of competent and committed employees (Haruni & 

Mafwimbo, 2014; Wahab, Rahmat, Yusof, & Mohamed, 2016).  

There are various views concerning leadership in literature making it a challenge in 

getting a common definition. However, Chatterjee, Suy, Yen, and Chhay (2017) defined 

leadership as the ability to inspire individuals so as to actively work to accomplish collective 

objectives. Likewise, Veliu, Manxhari, Demiri and Jahaj (2017) posit that leadership is being 

able to inspire others to upsurge a team to attain a collective goal. This definition is in line 

with that of Uzohue, Yaya, and Akintayo (2016) who defined leadership as a process of 

influencing a team to work in order to achieve collective goals. From the above definitions, 

leadership is the ability to influence, motivate, empower and guide others to work diligently 

to accomplish institutional goals and objectives to enhance productivity.  

Leadership behaviours are defined as qualities and approaches used by leaders to aid 

employees’ working in an organization to attain their set aims and objectives (Germain & 

Cummings, 2010). Scientific literature has publicized several leadership theories and 

behaviours from which a leader can select any of the leadership behaviours depending on the 

context (Amanchukwu, Stanley, & Ololube, 2015). According to Cummings et al. (2010), the 

leadership behaviours can be supportive (relations-oriented) or directive (task-oriented) 

Studies have shown that, leadership behaviours have numerous effects on the outcomes of the 

employees and the organization (Germain & Cummings, 2010; Tetteh & Brenyah, 2016).  

Job satisfaction is the view employees have concerning their work and the institution 

where these jobs are being performed (Rad & Yarmohammadian, 2006). Similarly, Singh and 

Jain (2013) indicated that satisfaction is the combination of positive or negative emotional 

response a person has regarding their job. Employees’ satisfaction with their job is significant 
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in every institution and it is observed as a complex idea that comprises of intrinsic and 

extrinsic factors that influence employees’ outcomes. The factors includes leadership 

behaviour, remuneration, task structure, demographic characteristic, institutional practices 

and relations with other employees among others (Chirchir, 2016; Mosadeghrad & Ferdosi, 

2013; Muhammad & Jamilha, 2010; Ozturk, Hancer, & Im, 2014; Rad & Yarmohammadian, 

2006; Traymbak, Kumar, & Jha, 2017). It remains imperative to recognize some elements 

that would enhance job satisfaction among employees within the educational establishments.  

Previous studies conducted in other parts of the world have revealed that leadership 

behaviours either have a positive or negative significant relationship on employees and 

organizational outcomes (Abdelhafiz, Alloubani, & Almatari, 2016; Morsiani, Bagnasco, & 

Sasso, 2017; Veliu, Manxhari, Demiri, & Jahaj, 2017). To illustrate, employees that are 

satisfied with their work have the tendency of remaining in their jobs, and they in a better 

position to work and increase performance than employees who are less satisfied (Negussie 

& Demissie, 2013; Mosadeghrad & Ferdosi, 2013). Alonderiene and Majauskaite (2016) 

studied the impact of leadership behaviour on faculty job satisfaction in a higher educational 

institution. It was revealed that leaders who adopt democratic leadership behaviour have a 

significant impact on faculty job satisfaction as compared to autocratic leadership behaviour. 

Similarly, Mosadeghrad and Ferdosi (2013) also reported that leaders who adopt participative 

leadership behaviour have their employees becoming relatively more satisfied and devoted 

with their work to the institution. 

In Africa, leadership is evolving and remains an interesting area for researchers. Some 

scholars have attributed the developing of Africa as a continent to effective leadership, while 

others associated challenges of the continent to irresponsible leadership (Fourie, Merwe, & 

Merwe, 2017; Gorfie & Pradesh, 2017). In Sub-Saharan Africa, a study conducted in 

Ethiopia by Gorfie  and Pradesh (2017) on the correlation between leadership behaviours and 
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job satisfaction of subordinates (faculty) in some selected public institutions of higher 

education, discovered transformational (supportive) leadership behaviour as the most 

preferred and appropriate leadership behaviour than transactional (achievement-oriented) and 

laissez-faire. Similarly, transformational (supportive) leadership behaviour was also 

associated with employees’ job satisfaction (Gorfie & Pradesh, 2017). 

In Ghana, HTIs, like other organizations are evolving in complexity with varied 

factors that have an impact on the management and performance of institutions. Therefore, 

the leadership roles of Nurse Leaders in the HTIs should change in order to fit activities at the 

institutions that would foster and sustain the college’s goals and objectives (Demirbağ & 

Öztürk, 2013). Also, there is a dearth of knowledge on the effects of leadership behaviours on 

employees’ job satisfaction in HTIs. The Path-goal leadership theory was used as the 

organizing framework for this study to explore the perceived leadership behaviours of Nurse 

Leaders and its influence on employees’ job satisfaction from the employees’ perspective at 

the HTIs.  

1.2 Problem Statement 

There are numerous factors that may be attributed to employees’ level of job 

satisfaction including workplace conditions, pay, relationships with employees, student 

behaviour, and supportive administration. Considering all of the different research available 

on employees’ job satisfaction, the problem remains that a crucial factor has not yet been 

investigated. Specifically, there is need for research to ascertain the connection between 

employees’ job satisfaction and the leadership behaviours at HTIs. Effective leadership is 

crucial in organizational success, especially, in the contemporary health industry. 

Inappropriate leadership behaviours can trigger undesirable consequences that would hinder 

job satisfaction and performance which are unfavourable to the effectiveness of organizations 

(Sfantou, Laliotis, Patelarou, Pistolla, Matalliotakis, & Patelarou, 2017). It is widely accepted 
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that employees’ who are satisfied with their job have a tendency of being more innovative, 

creative, motivated and committed. Consequently, employees are more focused on tasks that 

are beneficiary to the organization as compared to employees’ that are dissatisfied (Gutierrez, 

Candela, & Carver, 2012).  

Earlier studies conducted in Ghana have established the gap in knowledge about the 

leadership behaviours of heads of institutions (Baffour-awuah, 2015; Mensah, 2016; Ofei, 

Sakyi, Buabeng, & Mwini-Nyaledzigbor, 2014). Lot has also been done at other 

organizations and other parts of the world. However, little is known in the HTIs. For 

example, a study by Azaare and Gross (2011) discovered that Nurse Leaders who practice 

autocratic leadership were seen as ‘figure heads’. According to Azaare and Gross (2011), 

Nurse Leaders were also regarded as being weak, and inarticulate regarding policy planning 

and implementation. In addition, their followers had no confidence, trust or satisfied with 

their job. 

However, previous studies have focused on homogenous groups such as Nurse 

Manager and nurses, Nurse Leader and nursing faculty, forgetting about other categories of 

employees who also work in the institutions. This is because the Nurse Leader does not only 

manage nurses but also manage other employees in the institutions including cleaners. So it 

will be interesting and emanating to understand non- nursing employees’ perception about 

leadership behaviour of Nurse Leaders; whether or not there are differences in the perception 

of Nurse Leadership behaviour as compared to other health tutors or other employees. This is 

the gap the research is actually interested in filling. 

In the Upper West Region, there are anecdotal reports that the heads of the Training 

Institutions demonstrate autocratic leadership behaviour where key decisions are taken 

without the consultation of their subordinates. Employees also perceive the heads as being 

intimidators. This kind of behaviours might have an influence on the employees’ job 
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satisfaction and performance which may also affect students’ performance negatively. This 

would further influence the standards of nursing practice and the quality of health care 

delivery. Currently, there is no study in the region that has examined the impact of the 

leadership behaviours of the heads in HTIs. This study, therefore, sought to explore the 

perceived leadership behaviours and its influence on employees’ job satisfaction in the HTIs 

perspective using Path-Goal leadership theory.  

 

1.3 Purpose of the Study 

The purpose of the study is to explore the leadership behaviours of Nurse Leaders and 

the influence of these behaviours on employees’ job satisfaction at HTIs in the Upper West 

Region, Ghana.  

1.4 Objectives of the study 

 

The specific objectives of the study are to; 

1. Describe the perceived leadership behaviours used by the Nurse Leaders in the HTIs 

in the Upper West Region. 

2. Examine the relationship between perceived leadership behaviours and job 

satisfaction among employees. 

3. Determine factors that predict job satisfaction among employees 

4. Examine the relationship between task characteristics and  job satisfaction 

5. Examine whether task characteristics and subordinates demographic characteristics 

moderates the relationship between leadership behaviours and job satisfaction. 
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1.5 Significance of the Study 

 The outcomes of this study would contribute to addressing the gap in the literature 

about leadership behaviours and its effects in nursing and HTIs. 

 The findings would, also, encourage Nurse Leader to examine their leadership 

behaviours and adopt the most appropriate behaviours to boost employees’ 

satisfaction and organizational outcomes. 

 The findings would be useful to other fields of studies concerning the variables 

associated with leadership and employees job satisfaction. 

 The findings would help strengthen the leadership behaviours at HTIs. 

 Also, the findings would inform policies that are relevant for job stisfaction. 

 Finally, the findings would broaden the scope of the researcher about leadership 

behaviours and its impact on both employees and the organization.  
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16. Operational Definitions 

 

Table 1.1 : Operational Definitions 

Variables  Conceptual Definition Operational Definition Measure 

Leadership  It is the ‘process of 

identifying a goal, 

motivating other people to 

act, and providing support 

and motivation to achieve 

mutually negotiated goals’ 

(Giltinane, 2013) 

Ability of an individual to 

influence, inspire and motivate 

team members towards 

institutional goal attainment.  

Questionnaire 

Leadership 

behaviour 

The approaches used to 

motivate followers 

(Amanchukwu et al., 2015).   

The styles used by leaders to 

influence their subordinates to 

accomplish collective goals. 

Questionnaire 

Nurse Leader A registered nurse who 

directly supervise others to 

achieve organizational goals 

(Curtis, de Vries, & Sheerin, 

2011). 

 

A senior nurse who is officially 

appointed to be the head in the 

institution to coordinate the 

activities of the institution. He or 

she is also known as a principal 

Questionnaire  

Job 

satisfaction 

It is the extent at which a 

person likes (is satisfied) or 

dislikes (is dissatisfied) the 

work  (Sattigeri & Kulkarni, 

2017). 

Employees’ emotional reaction to 

a job, based on evaluation 

between actual outcomes and 

desired outcomes. 

Questionnaire 

Employees  Persons engaged to work for 

an organization for wages 

(Mirea, Naftanaila, & Mirea, 

2012) 

The staff working at the various 

health training institutions in 

Upper West Region. 

Questionnaire 

Task 

characteristics  

It is the degree to which a 

job is well defined or 

uncertain (House & Dessler, 

1974). 

A series of actions an individual 

takes that leads to task 

performance. 

 

Questionnaire 

Demographic 

characteristics 

Are attributes used to 

differentiate groups of a  

population (Chaudhary & 

Rangnekar, 2017). 

Gender, age, educational 

qualification, place of work, area 

of expertise of employees. 

Questionnaire 
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CHAPTER TWO 

LITERATURE REVIEW 

 

2.0 Introduction  

 

This chapter reviews literature  on leadership behavi ours in the clinical, academic and 

 other settings. It als o looks at the influence  of these leadership behavi ours  on empl oyees’ 

j ob satisfacti on. The search f ocused  on these search engines, science direct, CINAHL, 

PubMed, and G o ogle Sch olar am ong  others. The search c onsists  of studies  on leadership in 

general, nursing leadership, empl oyees’  outc omes (satisfacti on, intenti on t o stay and 

perf ormance), and the relati onship between leadership behavi ours and empl oyees  outc omes. 

The search als o included dem ographic variables predicting the relati onship between 

leadership behavi ours and j ob satisfacti on and the m oderating r ole  of task characteristics  on 

j ob satisfacti on. The chapter als o include a dicussi on  of the pr op osed the oretical framew ork 

that guided the study.  

The literaure review was organised under the following headings: The oretical 

Framew ork, Leadership Behavi ours  of Nurse Leaders, Perceived Leadership behavi ours and 

empl oyees j ob satisfacti on, Resp ondents fact ors that predict j ob satisfacti on, Task 

characteristics and j ob satisfacti on, and Summary. 

2.1 The oretical Framew ork f or the study 

Th ough there are several the ories that f ocused  on leadership behavi ours, the research 

reviwed on these three leadership theories: ‘Leader-member exchange (LMX) the ory’, ‘Full 

Range Leadership M odel’ and The Path- G oal leadership the ory. 

First, Leader-member exchange (LMX) theory it focus on the relationship between a 

leader and followers and how this interaction will either benefits or hinder the growth of the 
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individual or the institution. Theory has three process: role taking, role making and 

routinization, also, there are  two set of groups (in-group and out-group members) that leader 

navigate for best outcomes. Role taking: new members joins the institution, the leader 

assesses the member to know their capability and based on that the leader gives them the 

opportunity to demonstrates their abilities. Role making: roles are created for members and 

relationship is build on trust and the leader further grouped the members in to two groups 

thus in-group or out-group. Members in the in-group are trusted by the leader, they are given 

high risk tasks and all opportunities to support in their assign tasks. Contrary, the out-group 

members are given less challenging tasks as the leader do not trusted them, and subsequently 

no opportunities to explore their talent. Routinization is last stage, there are routines, norms 

and expectations that established as both groups work and get insight of their work. The in-

group work harder and pay attention to the leader’s opinons in order to maintain their 

positions, while the out-group are certain they do not like their leader and strat to gets 

annoyed. The theory have indicated that a leader exercise strong trust, emotions and 

reverence some team members, indicating that the leader do not give equally attention to all 

members. An employee attitude towards work will depend on their relationship with the 

leader which will eventually have a positive or negative impact on employees committement, 

turnover and job satisfaction (Graen and Cashman, 1975). This model was not chosen 

because it could not answer all the objectives of this current study. 

Second, Full Range Leadership M odel was proposed by Avolio and Bass (1991). The 

authors argued that the theory was established to include a range of leadership behaviours 

that existed in the arena of leadership. The theory comprises three styles of leadership which 

includes: transformational, transactional and laissez-faire (Bass 1985). The theory focus on 

the impact of leaders’ on followers’ to move from self-centredness for the greater good of the 

organization (transformational), but intermittently the leader would employ transactional 
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leadership behaviour which is built on rewards and punishment and laissez-faire leadership 

behaviour which represent the absence of a leader (Bass 1985). This model was not chosen 

because it could not answer all the subject construct. 

The researcher ad opted the Path- G oal leadership the ory (H ouse, 1971) f or this study 

after realising  other the ories like ‘Leader-member exchange (LMX) the ory’, ‘Full Range 

Leadership M odel’ all f ocused  on a particular leadership behavi our. The Path- G oal 

leadership the ory (H ouse, 1971) was ad opted f or this study. The Path- G oal leadership 

the ory made it flexible f or a leader t o ad opt leadership behavi our that clarify path and 

pr ovides directi on t o m otivate empl oyees f or g oal attainment. The Path-g oal c oncepts used 

f or this study facilitated t o research t o expl ore leadership behavi ours  of Nurse Leaders and 

the influence  of these behavi ours  on empl oyees’ j ob satisfacti on at HTIs. 

The the ory, Path-G oal, was intr oduced by the w ork  of Evans (1970) and was revised 

later by H ouse (1971). The Path-G oal the ory is a c ontingency the ory  of leadership that is 

gr ounded  on identifying leadership behavi ours  or styles (directive, supp ortive, participative, 

and achievement- oriented) that will m otivate empl oyees’ in their w orking envir onment 

thr ough a path t o acc omplish set g oals and  objectives (Alanazi, Alharthey, & Rasli, 2013; 

N orth ouse, 2013). These leadership behavi ours are c ontingent  on envir onmental fact ors and 

sub ordinate characteristics. The the ory indicates that leaders will have t o empl oy different 

leadership behavi ours dependent  on the magnitude and the demand  of a specific situati on at 

hand. The leader’s duty is t o guide empl oyees in acc omplishing g oals give directi ons and t o 

pr ovide supp ort required and t o ensure that the g oals  of individuals are in c onc ordance with 

the instituti onal g oals (Evans, 1970). This implies that leadership behavi ours are the m ost 

p owerful predict ors ass ociated with empl oyees’ j ob satisfacti on and  organizati onal 

 outc omes, hence, the need t o ad opt varied leadership behavi ours that w ould impr ove j ob 

satisfacti on and pr oductivity by clearing the path f or g oal attainment.  
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The the ory has tw o unique assumpti ons: first  of all, the m ost vital functi on  of a 

leader is t o enhance their sub ordinates’ psych ol ogical state such that they are m otivated t o 

acc omplish g oals  or be satisfied with their w ork (H ouse, 1971). This den otes that leaders 

have t o ad opt ideal leadership behavi our demanding  on the situati on that will b o ost 

m otivati on in  order t o increase perf ormance. H ouse and Mitchell (1974) p osit that the leader 

behavi our w ould be regarded as satisfact ory t o the sub ordinates if  only the sub ordinates 

perceive such behavi our as an immediate s ource  of satisfacti on  or is instrumental t o their 

future satisfacti on. Alanazi et al. (2013) emphasized that leaders’ behavi our will be regarded 

as satisfact ory when sub ordinates perceive that the behavi our  of leaders c ontributes t o their 

present j ob satisfacti on. This suggests that a leader’s behavi our w ould be acceptable t o 

sub ordinates  only when sub ordinates feel the behavi our c ontributes t o their satisfacti on  or 

w ould influence future j ob satisfacti on.  

Sec ondly, H ouse asserted that the behavi our  of a leader sh ould be m otivati onal 

en ough t o enhance perf ormance. Thus, the leader sh ould increase his/her eff ort such that 

these behavi ours create satisfacti on in sub ordinates t owards enhancement in j ob 

perf ormance. This suggests that when leaders dem onstrate ideal behavi our peculiar t o the 

situati on it w ould inspire empl oyees leading t o enhancement in perf ormance.  

The the ory als o p ostulated tw o situati onal variables which are c ontingency fact ors 

(envir onmental and sub ordinates characteristics). Sub ordinate characteristics include l ocus 

 of c ontr ol, perceived ability and experience. Envir onmental fact ors include task structure, 

w orkgr oup, r ole ambiguity and f ormal auth ority system. These fact ors serve as m oderat ors 

between leadership behavi ours and sub ordinate satisfacti on. Hence, these fact ors sh ould be 

m odified t o enhanced task perf ormance and sub ordinates satisfacti on. 

The Path-g oal the ory implies, leaders sh ould n ot assume specific leadership 

behavi our but rather identify which leadership behavi our t o use at what p oint in time 
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(P olst on-Murd och, 2013; Rad & Yarm ohammadian, 2006; Alanazi et al., 2013). The the ory 

based the f our leadership behavi ours  on three appr oaches: (1) the satisfacti on  of 

sub ordinates, (2) the sub ordinates’ expectati on fr om their leaders and (3) effective 

perf ormance  of sub ordinates (H ouse & Mitchell, 1974). 

These f our leadership behavi ours under path-g oal the ory can be utilized by leaders t o 

lead sub ordinates in different circumstances at vari ous instituti onal settings (H ouse & 

Mitchell, 1975). Effective leaders adapt their leadership behavi ours depending  on the 

situati on. Sub ordinates might perceive the same leader as using varied leadership behavi ours, 

which c ould be influenced by sub ordinates characteristics, envir onmental characteristics, the 

m otivati on level, as well as interpers onal relati onship between leaders and sub ordinates, 

am ong  other variables. C ontrary t o  other leadership the ories that seek t o identify d ominant 

 or the appr opriate leadership behavi our f or managers/leaders, H ouse (1971) believes that 

leaders can display varied leadership behavi ours in resp onse t o the j ob satisfacti on and 

m otivati onal needs  of their sub ordinates in  order f or them t o stay  on the path  of g oal 

achievement. 

The f our leadership behavi ours p osit by the Path-G oal the ory are supp ortive, 

participative, directive and achievement (H ouse, 1971; H ouse & Mitchell, 1974) which are 

similar t o  other leadership the ories such as transacti onal, aut ocratic, transf ormati onal and 

dem ocratic leadership behavi ours.  

The the ory has been used and pr oven t o be  one  of the authentic leadership the ories 

(Alanazi et al., 2013; Kib oss & Jemiry ott, 2014; Siris o okslip, Ariratana, & Ngang, 2015). 

 

 

 

University of Ghana http://ugspace.ug.edu.gh



15 

 

Figure 2.1 The oretical Framew ork: Path-G oal leadership the ory 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

S ource: H ouse (1971) 

2.1.1 Leadership behavi our  

Directive leaders make clear their expectati on fr om sub ordinates and give clear 

guidance  on h ow the task sh ould be perf ormed within a specific time schedule (H ouse, 971). 

A directive leader ensures the team f oll ow standard pr ocedures in  order t o attain preferred 

g oals and  objectives. Acc ording t o the the ory, directive leadership is appr opriate when tasks 

are ambigu ous and directi on is needed t o perf orm the task and als o with sub ordinates wh o 

are newly empl oy will need t o w ork under supervisi on (H ouse and Mitchell, 1975).  

Supp ortive leaders are appr oachable, friendly and they make w ork satisfying by 

creating enabling envir onment f or  others t o w ork. Supp ortive leaders sh ow c oncern f or the 
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needs and well-being  of sub ordinates. Supp ortive leaders are f ocused  on devel oping their 

sub ordinates t o be independent (H ouse and Mitchell, 1975). 

Participative leadership behavi our ad opts a c onsultative appr oach where the leader 

s olicits f or sub ordinates views and suggesti ons in decisi on making. Participative leaders 

enc ourage sub ordinates t o be part  of decisi ons making in the instituti on, they share 

resp onsibilities with the sub ordinates in  order t o enhance maximum supp ort fr om 

sub ordinates f or g oal attainment (H ouse, 1971). 

Achievement- oriented leadership behavi our is characterised by setting challenging 

g oals with a high degree  of the expectati on that sub ordinates will execute the task at their 

maximum level. An achievement- oriented leader is c onstantly f ocused  on achieving 

excellence in perf ormance with a high c onfidence level that sub ordinates can acc omplish 

g oals (H ouse, 1971). 

2.1.2 C ontingency fact ors 

The the ory pr op osed tw o c ontingency fact ors that m oderate the relati onship between 

leadership behavi ours and sub ordinates satisfacti on. These fact ors include sub ordinates 

characteristics and envir onmental fact ors. Leadership behavi our is applied depending  on 

these tw o fact ors. Sub ordinates fact ors are the pers onal attributes  of an individual. The 

the ory p ostulated that these attributes w ould determine which leadership behavi our t o use. 

The the ory indicated that leader’s behavi our w ould be regarded as satisfact ory t o the 

sub ordinates if  only the sub ordinates perceived such behavi our as an immediate s ource  of 

satisfacti on  or are instrumental t o their future satisfacti on (H ouse & Mitchell, 1975a). 

Sub ordinates are t o c ope with the fact ors in  order t o satisfy their needs and g oal 

acc omplish. Examples  of sub ordinates characteristics include perceive ability, need f or 

aut on omy and l ocus  of c ontr ol, which determines h ow well sub ordinates acc omplish a task.  

. Perceived ability is the level at which a sub ordinate is capable  of perf orming task and 

University of Ghana http://ugspace.ug.edu.gh



17 

 

achieving g oals. Need f or aut on omy is a desire  of sub ordinates t o be independent and in 

self-c ontr ol. L ocus  of c ontr ol is the extent at which sub ordinates perceive that what happens 

in their life is as a result  of their behavi our, chance  or luck. The belief is that they are 

‘masters  of their  own fates’. Th ose wh o believe that what happens t o them is due t o their 

behavi our are called internal and they are m ore satisfied with participative leadership 

behavi ours. Th ose wh o believe that what happens in their life happens due t o chance  or luck 

are external and they are satisfied with directive leadership behavi  our (H ouse & Mitchell, 

1975). 

Envir onmental fact ors are situati ons in the w ork setting that sub ordinates have n o 

c ontr ol  over. H owever, envir onmental fact ors there are very imp ortant in enhancing 

sub ordinates satisfacti on and these fact ors als o determine h ow sub ordinates are able t o 

perf orm a task. The leadership behavi our that supp orts sub ordinate’s m otivati on is predicted 

by c onditi ons in the envir onment. The envir onmental fact ors are task characteristics, f ormal 

auth ority  of the  organizati on and w ork gr oup. H ouse and Dessler (1974) define task 

characteristic as the degree t o which a j ob is well defined  or uncertain. The nature  of a task 

w ould determine which leadership behavi our t o use.  

Tungkiatsilp (2013) als o explained task characteristics as the manner in which each 

task is designed such that it enhances j ob satisfacti on. F or example, unstructured  or 

ambigu ous task w ould need leadership guidance and in such instances, directive leadership 

w ould be m ore appr opriate. W ork gr oup include the empl oyee within the  organizati on and 

h ow they relate t o acc omplishing the task. Sub ordinates may ask f or assistance fr om their 

c olleagues rather than their leaders t o enable them perf orm a task. F ormal auth ority  of the 

 organizati on includes the well-defined rules and standards g overning the  organizati on. 

Acc ording t o (H ouse & Mitchell (1974) the Path g oal the ory states that the m ore 

dissatisfying the task, the m ore the sub ordinates will resent leader behavi our directed at 
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increasing pr oductivity  or enf orcing c ompliance with  organizati onal rules and pr ocedures. 

The the ory als o indicates that leaders have t o m odify fact ors that hinder sub ordinates 

m otivati on and satisfacti on such that they will be m otivated t o w ork and increase 

perf ormance (H ouse and Dessler, 1974). 

2.1.3 Leader effectiveness 

Path-g oal the ory p osits that a leader’s main g oal is t o m otivate, emp ower and b o ost 

sub ordinates satisfacti on t o be m ore pr oductive. Leaders are resp onsible f or clearing all 

paths necessary f or g oal attainment (H ouse, 1971). Thus, leaders sh ould ad opt leadership 

behavi our that is ideal f or the envir onment and sub ordinates fact ors necessary f or g oal 

achievement. Leaders sh ould clarify ambigu ous tasks and pr ovide all necessary guidance in 

 order t o pr om ote satisfacti on and increase instituti onal  outc omes. Leader effectiveness is 

evidenced by the leader’s ability t o influence the gr oup t o achieve their instituti onal g oals 

and  objectives (Alanazi et al., 2013).  

2.1.4 Justificati on f or ad opting the Path-g oal the ory  

The path-g oal the ory is a c ontingency leadership the ory that den otes the use  of 

diverse leadership behavi ours t o acc omplish a g oal. The the ory highlights a flexible practice 

 of diverse leadership behavi our and c ontingency fact ors that sh ould be c onsidered t o 

achieve empl oyees’  outc omes such as empl oyees’ m otivati on, satisfacti on and pr oductivity. 

The the ory is appr opriate and relevant t o this study as leaders in HTIs have varieties  of 

behavi ours t o ad opt c onsidering sub ordinates f or maximum results. The the ory makes it 

flexible f or leaders t o ad opt different leadership behavi ours depending  on the situati on f or 

maximum benefits. F or this reas on, it is imperative f or a leader t o practise ideal leadership 

behavi our intended t o influence sub ordinate’s willingness t o acc omplish  organizati onal 

g oals. 
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2.1.5 C onceptual Framew ork f or the study  

The the ory has indicated that leadership is influencing and directing sub ordinates 

t owards g oal attainment but has n ot highlighted the absence  of leadership (laissez-faire) and 

the impact  on sub ordinates and instituti onal  outc omes. The  only p ossible gap with the Path- 

G oal the ory is its failure t o described laissez-faire leadership. Laissez-faire leadership is best 

described as ‘hands- off’ leadership behavi our, the leader sh ows n o interest in the j ob and the 

leader may  or may n ot give directi ons which gives sub ordinates m ore liberty as much as 

p ossible. The review suggests a gap with the the ory as it has n ot included laissez-fair 

leadership behavi our. Theref ore, laissez-fair leadership behavi our was added t o expand the 

sc ope  of leadership behavi ours t o suit the HTIs perspective. Based  on the Path g oal a 

c onceptual framew ork was devel oped by the researcher t o suit the study design. H owever, 

s ome t o ols were ad opted t o measure s ome  of the variables (s ome dem ographics and j ob 

characteristics t o ol). The c onceptual framew ork measured five leadership behavi ours 

(directive, supp ortive, participative, achievement- oriented and laissez-faire),  one 

envir onmental characteristic (task characteristic), and sub ordinates characteristics (gender, 

age, experience, area  of expertise and educati onal backgr ound). Als o, due t o simplicity this 

study did n ot measure all the c onstructs in the Path-g oal the ory. 
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Figure 2.1 C onceptual Framew ork  
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sub ordinates and sub ordinates well-being is  of c oncerned t o them. Such leaders help 

devel op their sub ordinates by ment oring and c oaching t o be independent  on the j ob (Farris, 

1988). 

Acc ording t o Cummings, Tatea, Leea, W ong, Paananen, Micar onia, and Chatterjeeet 

(2018) task-f ocused leadership behavi our al one, is n ot en ough t o acc omplish the needed 

results f or empl oyees and highlighted the need t o supp ort relati ons-f ocused leadership 

behavi our t o impr ove  on empl oyees’ j ob satisfacti on and perf ormance. 

Previ ous studies that have examined the relati onship between leadership behavi ours 

and empl oyees’ satisfacti on and perf ormance at the educati onal and  other private and public 

 organizati ons f ound leadership behavi ours have b oth p ositive and negative impact  on b oth 

empl oyees and  organizati on (G orfie & Pradesh, 2017; Raheel, Khalil, & Shahzad, 2015; 

Wahab, et al. 2016). Leadership behavi ours t o be discussed are as f oll ows; directive 

(aut ocratic), supp ortive (transf ormati onal), participative (dem ocratic), achievement- oriented 

(transacti onal) and laissez-fair.   

2.2.1 Directive leadership behavi our 

The directive leaders make their expectati ons kn own and clear as well as pr ovide 

specific assistance t o achieve the preferred  objectives and g oals based  on the standard  of 

perf ormance  of the  organizati onal guidelines (N orth ouse, 2016). This leadership behavi our 

ad opts the aut ocratic leadership behavi our, which gives the leader t otal p ower t o make 

decisi ons with out the c ontributi ons fr om  other members  of the  organizati on  or gr oup (Puni, 

Agyemang, & Asam oah, 2016). The leader has the auth ority  over the  others and enf orces 

his/her decisi ons  on the empl oyees thus; decisi ons are n ot questi oned f or fear  of 

intimidati on  or l oss  of a j ob. This behavi our  of leadership is m ost appr opriate t o use in 

instances where an urgent decisi on is required and c onsultati on with a large number  of 

pe ople might delay the pr ocess. Urgent pr ojects necessitate urgent appr oach in 
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acc omplishing set  organizati onal g oals efficiently and timely (Uz ohue et al., 2016). Als o, 

newly empl oyed  or sub ordinates wh o are given ambigu ous  or unstructured tasks t o perf orm 

will need cl ose  observati on. H owever, directive leadership is disliked and it can impede 

satisfacti on and pr oductivity in situati ons where empl oyees’ have the ability, creativity, and 

experience and where an empl oyee receives well-structured tasks (H ouse, 1971). 

A qualitative study by Azaare and Gr oss (2011) c onducted am ong twenty Ghanaian 

staff nurses,  on ‘the nature  of leadership style in nursing management’. The study revealed 

that Nurse Managers’ empl oyed intimidati on and minimal c onsultati on t o c ontr ol their 

empl oyees which reflects (directive) aut ocratic leadership. The study further indicated that 

Nurse Managers are perceived as ‘figureheads’ wh o are weak and inarticulate at the level  of 

p olicy planning and implementati on. Azaare and Gr oss c oncluded that sub ordinates lacked 

c onfidence, trust and satisfacti on in the leadership behavi our  of their Nurse Managers. 

Sub ordinates want leaders wh o can influence p ositively f or transf ormati on  of the individual 

staff and  organizati on. H owever, leaders wh o are n ot able t o influence and m otivate their 

sub ordinates bring ab out dissatisfacti on t o the sub ordinates which can have a negative effect 

 on the instituti on.   

An other quantitative study by Wachira, Tanui, and Kalai (2015) c onducted am ong 

348 sch o ol teachers  on the relati onship between directive leadership style and teachers’ j ob 

satisfacti on in public primary’ in Kenya f ound directive leadership behavi our have a p ositive 

significant impact  on teachers j ob satisfacti on. It was c onducted that head teachers sh ould 

use directive behavi our t o ensure that g oal and tasks all ocated are realized and meet 

timelines h owever; structures sh ould be put in place t o enhance teacher aut on omy. 

2.2.2 Supp ortive leadership behavi our 

The supp ortive leaders are s ociable, easy t o appr oach and thus create a friendly 

atm osphere t o enhance j ob satisfacti on and perf ormance. Supp ortive leaders als o rec ognize 
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the achievement  of sub ordinates. H ouse and Mitchell (1975) als o agree that a supp ortive 

leader is characterized as easily appr oachable and friendly wh o dem onstrate much c oncern 

f or the needs and well-being  of their sub ordinates. Supp ortive leaders can be described as 

transf ormati onal leaders. Supp ortive leaders are easily appr oachable and make sure w ork is 

d one in a m ore pleasant manner (P olst on-Murd och, 2013). 

A supp ortive leader has a pers onal c onnecti on with their sub ordinates’ p ossibly 

thr ough g o od c ommunicati on and psych ol ogical supp ort. Leadership behavi our merely 

f ocusing  on j ob achievement is n ot en ough t o attain  optimal results. H owever, this 

n otwithstanding, supp ortive  or transf ormati onal leadership behavi our needs t o be 

enc ouraged and the supp orted f or  organizati onal  outc omes (Cummings et al., 2018). This 

means that c oncentrating  on specific leadership behavi our might n ot always yield the same 

results but a blend  of task-f ocused and relati onal f ocused leadership behavi ours w ould 

enhance j ob satisfacti on. 

A c omparative study by Abdelhafiz et al. (2016)  on the impact  of leadership 

behavi ours  of Nurse Leaders  on j ob satisfacti on between g overnmental and private h ospitals 

in J ordan revealed that nurse leaders ad opt m ore  of transf ormati onal (supp ortive) leadership 

behavi our as c ompared t o passive-av oidant leadership and transacti onal leadership. The 

findings further f ound that transf ormati onal leadership had a p ositive relati onship (r = 

0.374**) with j ob satisfacti on.  

A similar study c onducted by K onstantin ou and Prezerak os (2018) examine the 

relati onship between leadership behavi our  of Nurse Managers and nurses' j ob satisfacti on in 

a Greek NHS H ospital. The findings revealed that transf ormati onal leadership behavi our was 

m ostly practised than transacti onal leadership behavi our but b oth leadership behavi ours 

b o ost the  overall j ob satisfacti on  of nursing staff. Theref ore, Nurse Leaders sh ould ad opt 
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leadership behavi our depending  on the situati on appr opriate f or empl oyees’ j ob satisfacti on 

and  organizati onal  outc omes. 

2.2.3 Participative leadership behavi our 

A participative leader empl oys a c onsultative behavi our such as inquiring 

sub ordinates’ submissi ons bef ore taking final decisi ons (H ouse & Mitchell, 1974). 

Participative leadership behavi our is als o kn own as dem ocratic leadership behavi our. 

Participative leaders share duties with their sub ordinates, include them in decisi on-making, 

planning and implementati on and this behavi our can leads t o the pr om oti on  of creativity. 

The leader enc ourages the participati on  of sub ordinates in setting g oals, team building and in 

pr oblem-s olving. 

Furtherm ore, Participative leaders f ocus  on devel oping the talents and skills  of their 

sub ordinates (Amanchukwu et al., 2015). Subsequently, when empl oyees’ are permitted t o 

c ontribute t o decisi on making they have the likelih o od  of being truly c ommitted t o their 

decisi ons (Clark, Hartline, & J ones, 2009). In additi on leaders are able t o supp ort their 

empl oyees t o accept and adjust easily when changes are effected within the  organizati on as 

sub ordinates are part  of the decisi on-making pr ocess. 

Sch olars have als o revealed that the participative leadership behavi our is  one  of the 

ideal and effective leadership behavi ours which lead t o increase in j ob satisfacti on and 

pr oductivity (Kib oss & Jemiry ott, 2014; Lumbasi, 2016; Rad & Yarm ohammadian, 2006). A 

quantitative study by Siris o okslip, Ariratana, and Ngang (2015) investigated the influence  of 

leadership behavi ours  of sch o ol administrat ors that affects teachers effectiveness with a 

sample size  of 254 resp ondents using the path-g oal leadership the ory. The results indicated 

that participative behavi ours p ositively affect teachers’ effectiveness significantly. A similar 

study finding was  observed by Shamaki (2015) where teachers wh o w orked with dem ocratic 
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leaders were m ore efficient and effective as c ompared t o th ose wh o w orked with aut ocratic 

leaders. 

In c ontrast, a study by Tand oh (2011) investigated the influence  of leadership 

behavi ours  on empl oyee perf ormance in Guinness Ghana Breweries Limited (GGBL) 

sh owed that dem ocratic and transf ormati onal leadership behavi ours have n o significant 

effect  on empl oyees’ perf ormance. This suggests that n o  one particular leadership behavi our 

is applicable in all situati ons and settings, theref ore, leaders have t o study the situati on at 

hand and ad opt leadership behavi our (s) that best suit the situati on. 

H owever, participative leadership behavi our can delay the decisi on-making pr ocess 

in circumstances where rapidity  or efficacy is vital. In such an instance, the team takes a l ong 

time t o get every one’s c ontributi on. Als o, a p ossible danger is when team members lack the 

necessary kn owledge  or expertise t o make vital c ontributi ons t owards efficiency 

(Amanchukwu et al., 2015). 

2.2.4 Achievement- oriented leadership behavi our   

Generally, the achievement- oriented leaders set g oals that are challenging and their 

expectati ons are that sub ordinates execute the j ob at their maximum levels, c onstantly 

striving f or impr ovement in perf ormance. An achievement- oriented leader dem onstrates 

s ome high levels  of c onfidence that their sub ordinates have the determinati on t o take up 

resp onsibilities and strive f or the acc omplishment  of g oals that are challenging (H ouse & 

Mitchell, 1974).  Als o, N orth ouse (2016) highlighted that achievement- oriented leaders give 

c omplex tasks t o challenge sub ordinates t o acc omplish at with a high degree  of the 

expectati on that sub ordinates will execute the task at their maximum level. 

Additi onally, Asrar-ul-Haq and Kuchinke (2016) p osit that achievement- oriented 

(transacti onal) leadership is f ocused  on task c ompleti on where reinf orcements (p ositive and 

negative) are used t o increase empl oyees perf ormance in  order t o acc omplish the 
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 organizati onal g oals and  objectives. The achievement- orientated leadership appr oach is 

transacti onal, the leader dem onstrates an am ount  of assurance that sub ordinates have the 

capability t o acc omplish set g oals where leaders  offer rewards t o sub ordinates’ f or 

successful c ompleti on  of task (Sims, Faraj, & Yun, 2009). H owever, achievement- oriented 

(transacti onal) leadership behavi our is gr ouped int o three f orms. First is the c ontingent 

reward describes a leader wh o makes his expectati ons clear and pr ovides rec ogniti on up on 

achievement  of g oals which is c omm on with achievement- orientated. Sec ond f orm is 

management by excepti on-active. This describes a leader wh o specifies the standards  of 

perf ormance and sub ordinates are punished f or n on-c ompliance with standards. Last but n ot 

the least is the management by excepti on- passive f orm and it is characterizes a leader wh o is 

absent and als o av oids taking a stand  on issues (Bass, Av oli o, & Jung, 2003; Giltinane, 

2013; Uz ohue et al., 2016). The achievement- orientated  or transacti onal leaders are results-

 oriented, expectati ons are made kn own, r oles clearly defined and every eff ort is made t o 

increase perf ormance. Leadership based  on j ob perf ormance al one might n ot be sufficient t o 

b o ost empl oyees’ j ob satisfacti on which can further lead t o p o or perf ormance.  

Burke, Stagl, Klein, G o odwin, Salas and Halpin (2006) stated that c ontingent reward 

under transacti onal leadership behavi our can enhance j ob satisfacti on am ong empl oyees 

when rewards are fairly given. H owever, Giltinane (2013) indicated that achievement-

 orientated and transacti onal leaders are n oted f or f ocusing  on managing tasks, and might be 

unable t o rec ognize the team c omm on principles as c ompared t o supp ortive  or 

transf ormati onal leaders. Giltinane (2013) further stated that task- orientated leadership can 

be helpful in acc omplishing task t o meet deadlines,  or when dealing with urgent situati ons. 

Alanazi et al. (2013) als o den ote that the achievement- oriented behavi our is appr opriate 

when reward systems (extrinsic m otivati on) are clearly defined which might stimulate the 

intrinsic m otivati on  of empl oyees t o strive f or satisfacti on t o attain high perf ormance. A 
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leaders’ main duty is t o increase perf ormance by m otivating sub ordinates f or the attainment 

 of stated  objectives, h owever, this is  only effective when leaders are able t o identify and 

ad opt varied leadership behavi ours f or maximum results. “ 

A latest mixed-meth od study by M orsiani et al. (2017)  outlined h ow the effect  of the 

leadership style  of Nurse Managers  on j ob satisfacti on is perceived by pers onnel nurses. The 

research discl osed that the Nurse Leaders, wh o are excepti onally active in the management 

 of transacti onal leadership behavi our, aim t o m onit or err ors and intervene  only t o imp ose 

penalties that have undesirable effects  on j ob satisfacti on  of nurses. 

A c omparable research by Negussie and Demissie (2013) examined Nurse Managers ' 

management styles and the effect  on j ob satisfacti on  of nurses at a sample size  of 186 at 

Jimma University Specialized H ospital. The findings  of Negussie and Demissie's n on-

experimental c orrelati on design stated that the willingness  of nurses t o transf orm leadership 

 over transacti onal leadership. The research als o disc overed that the behavi or  of transacti onal 

leadership has an adverse effect  on the j ob satisfacti on  of staff. 

C ontrary t o that, Javed, Jaffari, and Rahim (2014) perf ormed a private bank survey in 

Pakistan, results revealed a imp ortant c orrelati on between transacti onal leadership behavi or 

and j ob satisfacti on  of staff, where leaders dem onstrated transacti onal leadership behavi or 

c ompared t o transf ormati on leadership style. Acc ording t o Bucic, R obins on, and Ramburuth 

(2010), a success- oriented (transacti onal) leader can enhance j ob satisfacti on and 

 organizati onal results f or staff, particularly when empl oyee perf ormance is c orrectly 

measured and reward  or punishment is pr ovided reas onably. Transacti onal leadership 

behavi or is very helpful when the  organisati on is well structured with well-defined g oals t o 

enhance satisfacti on and efficiency. This strategy, h owever, can lead t o l ow empl oyee 

satisfacti on as external m otivati on may n ot necessarily increase efficiency.” 
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2.2.5 Laissez-faire leadership behavi our 

This is characterised as ‘hands- off’ leadership behavi our, laissez-faire leader sh ows 

n o interest in the j ob and they may  or may n ot give directi ons which gives sub ordinates 

m ore liberty as much as p ossible. Sub ordinates are given much p ower  or auth ority and they 

w ould define aims, take decisi ons, and res olve pr oblems  on their  own. A laissez-faire leader 

will n ot give feedbacks t o sub ordinates t o impr ove  on their next task which might delay the 

pr ogress  of the  organizati on (Chaudhry & Javed, 2012).  

Acc ording t o G o odnight (2011), laissez-faire leadership behavi our c ould either be 

the w orst  or the best leadership behavi ours. Laissez-faire leadership behavi our is best when 

sub ordinates are highly experienced and able t o achieve g oals with out the leader, h owever, it 

is w orst when sub ordinates lack the expertise t o w ork  on their  own. Theref ore, 

Amanchukwu et al. (2015) p osit that laissez-faire leadership behavi our can be made efficient 

when the leader pr ovides feedback and m onit or the perf ormance  of the f oll owers m ore 

 often. Despite the numer ous criticisms, this type  of behavi our has s ome benefits. Leaders 

give their f oll owers significant independence and that might lead t  o increase in j ob 

satisfacti on and pr oductivity when the f oll owers are experienced t o perf orm the j ob. 

H owever, this leadership can be unhelpful when f oll owers waist time, have less kn owledge, 

undertake ambigu ous task, lack the needed skills,  or have little  or n o m otivated t o efficiently 

perf orm the task (Amanchukwu et al., 2015; Dimitri ous, 2014). 

Similarly, Dimitri ous (2014) p osit that f or a leader t o exhibit laissez-faire leadership 

behavi our, it is necessary f or the leader t o kn ow the strength and weakness  of his/her 

sub ordinates. When laissez-faire leadership behavi our is ad opted appr opriately it can have a 

p ositive influence  on empl oyees and  organizati onal  outc omes. 

A study by G orfie and Pradesh (2017) indicated that the Dean and departmental heads 

at selected public universities in Ethi opian used varied leadership behavi ours such as laissez-
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faire, transacti onal and transf ormati onal but transf ormati onal leadership behavi our was 

m ostly used, f oll owed by transacti onal and laissez-faire. The study als o f ound that leaders 

wh o practised inspirati onal m otivati on have a p ositive influence  on sub ordinates’ 

satisfacti on as c ompare t o  others. This implies that a situati on will demand the use  of 

different leadership behavi ours w ould b o ost j ob satisfacti on and perf ormance. When 

empl oyees’ are satisfied with their w ork, they w ould be m ore c oncern and c ommitted t o 

their w ork as c ompare t o dissatisfied empl oyees.  

An other study by Ab oshaiqah, Hamdan-Mans our, Sherr od, Alkhaibary, and 

Alkhaibary (2014) examined the percepti on  of nurses ab out the leadership behavi ours  of 

their Nurse Managers and its related  outc omes in Saudi Arabia. The findings indicated that 

Nurse Managers  often used transf ormati onal and transacti onal than laissez-faire leadership 

behavi our. The study further indicated transf ormati onal and transacti onal leadership 

behavi ours have p ositive  outc omes  on nurses’ satisfacti on and perf ormance as c ompared t o 

laissez-faire leadership behavi our.  On the c ontrary, t o the ab ove studies Wahab et al. (2016) 

in their study, revealed that laissez-faire leadership (r = 0.113, n = 156, p < 0.01) have a 

p ositive relati onship, a significant and high c orrelati on t o perf ormance. Th ough literature 

has heightened the use  of  other leadership behavi our and their significance with j ob 

satisfacti on, laissez-fair leadership behavi our when used appr opriately w ould increase 

empl oyees’ satisfacti on and b o ost perf ormance.  

The review has made it clear that particular leadership behavi  our at a given p oint in 

time may p ossibly have a p ositive impact  on the empl oyees and  organizati on but might n ot 

be applicable in  other c ontexts. Hence, it is necessary t o ad opt different leadership behavi our 

that best fit a particular situati on. In view  of this, this study examines leadership behavi ours 

and their influence  on empl oyees’ j ob satisfacti on.  
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2.3 Perceived Leadership behavi ours and empl oyees j ob satisfacti on 

J ob satisfacti on is  one  of the multifaceted issues leaders enc ounter when managing 

empl oyees’ in an  organizati on. Empl oyees’ are valuable res ources and the key influence in 

g oal achievements in the Training Instituti ons (Al-Hawary, Al-Qudah, Abutayeh, Abutayeh, 

& Al-Zyadat, 2013) and when empl oyees are satisfied with their j ob, they sh ow high levels 

 of c ommitment t o their j obs in  order t o achieve set g oals, whereas, dissatisfacti on am ong 

empl oyees might lead t o l ow instituti onal perf ormance (L oganathan, 2013). The success and 

sustainability  of an  organizati on depends  on leadership ability t o b o ost the human res ource 

c oupled with the crucial r ole  of empl oyees’ c ommitment t o achieving g oals  of the 

 organizati on (Asrar-ul-Haq & Kuchinke, 2016; Paracha, Qamar, Mirza, & Waqas, 2012; 

T op, Tarcan, Tekingunduz, & Hikmet, 2013).  

Acc ording t o Sattigeri and Kulkarni (2017), j ob satisfacti on is the extent t o which a 

pers on likes (satisfied)  or dislikes (dissatisfacti on) the w ork. Similarly, Zhu (2012) describes 

j ob satisfacti on as a state  of p ositive em oti onal resp onse that devel ops when an individual 

evaluate their experience gathered fr om the w ork. The j ob is evaluated by the empl oyees and 

the  outc ome c ould be p ositive, negative  or neutral which can have influence  on j ob 

satisfacti on  or dissatisfacti on. Empl oyees’ j ob satisfacti on and effective leadership 

behavi our are elements c onsidered as an essential requirement aimed f or instituti ons’ 

achievements (G orfie & Pradesh, 2017). 

There are a number  of fact ors c ontributing t o empl oyees’ satisfacti on and these 

include remunerati ons, rewards, w orking c onditi ons, acc omplishment, ackn owledgment, 

aut on omy, j ob significance, w orkplace flexibility, relati onship with w ork c olleagues, the 

level  of pr ofessi onalism, and  organizati onal climate, the perceived reputati on  of the 

respectable  organizati on, leadership supp ort, j ob security, team setting and bi ol ogical fact ors 

(G odfrey, 2014; Rad & Yarm ohammadian, 2006). 
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There are numer ous studies that have examined the impact  of leadership behavi ours 

 on empl oyees’ j ob satisfacti on. Findings reveal that leadership behavi ours has b oth either  

p ositive and negative influence  on empl oyees and instituti ons (Al onderiene & Majauskaite, 

2016; Mahadevamangalam, 2015; Salman, Khan, Javaid, & Din, 2016). When empl oyees are 

satisfied with their j ob they sh ow high levels  of c ommitment t o their j obs in  order t o 

achieve set g oals, whereas dissatisfacti on am ong empl oyees might lead t o l ow instituti onal 

perf ormance (L oganathan, 2013). Diverse leadership behavi ours have either negative  or 

p ositive c onsequences  on the empl oyees and  organizati onal  outc omes (Haruni & 

Mafwimb o, 2014).  

F or example, a quantitative study by Salman et al. (2016) am ong faculty members  of 

sch o ols, c olleges, and universities Punjab, Lah ore, Pakistan. The sample size c onsisted  of 

500 empl oyees, the study revealed a str ong c orrelati on between participative leadership 

behavi our and empl oyee perf ormance, it was als o revealed that participative leadership 

behavi our d oes influence j ob satisfacti on am ong faculty whereas; auth oritative and laissez-

faire leadership behavi ours have been c onsidered t o be barriers t o faculty’s j ob satisfacti on. 

The review has sh own the impact leadership behavi ours have  on j ob satisfacti on, it, 

theref ore, means that leaders have t o practise leadership behavi ours that supp ort empl oyees’ 

j ob satisfacti on which w ould lead t o increase c ommitted and perf ormance.  

A similar study by Chen, Beck, and Am os (2005) examined the impact  of leadership 

behavi ours  on faculty j ob satisfacti on in Taiwan using the Multifact or Leadership 

Questi onnaire and Minnes ota Satisfacti on Questi onnaire and a sample size  of 286 faculty 

members at a resp onse rate  of 73.0%. The results sh owed that leaders exhibited 

transf ormati onal m ore than transacti onal leadership. The faculty members were much 

satisfied with leaders wh o practise the transacti onal leadership behavi our (c ontingent 

reward) than th ose wh o practice the transf ormati onal leadership behavi our particularly 
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(individualized c onsiderati on). H owever, passive management by excepti on leadership 

behavi our had a negative effect. The result sh ows that leadership behavi ours have a p ositive 

c orrelati on with j ob satisfacti on am ong empl oyees. H owever, supp ortive (transf ormati onal) 

leadership behavi our was m ostly used as c ompared t o  others. 

Additi onally, a quantitative study by Al onderiene and Majauskaite (2016) studied 82 

empl oyees  on the impact  of leadership behavi our  on empl oyees’ j ob satisfacti on in higher 

educati onal instituti ons at Lithuanian Public and Private Universities. The empirical study 

has sh own that leaders wh o ad opt servant leadership behavi our had a significant p ositive 

impact faculty j ob satisfacti on whiles, aut ocratic (c ontr olling) leadership behavi our has 

negative impact  on faculty j ob satisfacti on.  

M ore over, in a quantitative study by Kebede and Demeke (2017)  on the influence  of 

leadership behavi ours  on empl oyees’ j ob satisfacti on in Ethi opian public universities, 

inv olving 382 faculty, it was f ound that f ound transf ormati onal leadership had a p ositive 

impact  on faculty j ob satisfacti on. This implies that transf ormati onal leadership behavi our 

pr om otes empl oyees’ j ob satisfacti on which can lead t o an increase in perf ormance. Studies 

have als o sh own that empl oyees wh o are satisfied with their j ob are m ore c ommitted 

f ocusing  on activities that w ould pr om ote  organizati onal perf ormance as c ompared t o 

dissatisfied empl oyees (Blanz, 2017; Kebede & Demeke, 2017). 

2.4 Resp ondents fact ors that predict j ob satisfacti on  

 The c oncept  of j ob satisfacti on is c omplex t o c omprehend since there are numer ous 

elements identified as fact ors that predict b oth p ositive and negative  outc omes  on j ob 

satisfacti on am ong empl oyees. Khan, Khan, Khan, Nawaz, and Bakht Yar (2013) refer t o 

s oci o-dem ographic characteristics as the bi ographical elements  of a sample in the 

p opulati on, f or example age, gender, educati onal qualificati on, marital status, date  of birth 

am ong  others. This implies that dem ographic characteristics are the pers onal attributes  of an 
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individual that define a pers on such as name, age, race, marital status, and educati onal 

qualificati on am ong  others. The s oci o-dem ographics characteristics  of sub ordinates 

investigated by the study are gender, place  of w ork (instituti on), educati onal qualificati on 

and years  of w orking experience. 

Earlier studies c onducted disc overed that pers onal characteristics such as age, gender, 

pr ofessi on, level  of educati on, marital status am ong  others  of sub ordinates have an 

influence  on j ob satisfacti on (Chirchir, 2016; Du ong, Chi, & City, 2014; Tabatabaei, 

Ghaneh, M ohaddes, & Mehran, 2013). F or example, Tabatabaei, Ghaneh, M ohaddes and 

Mehran (2013) studied the relati onship between dem ographic variables and j ob satisfacti on 

am ong 120 empl oyees in Pars Ceram Fact ory, Iran. The study disc overed s ome 

dem ographic characteristics had an influence  on j ob satisfacti on am ong empl oyees.  

 Similarity, Buker and D olu (2011) researched  on the impact  of dem ographics  on j ob 

satisfacti on am ong the P olice in Turkey. The findings  of the study have sh owed a significant 

c orrelati on between j ob satisfacti on and dem ographics. Suresh, K odikal, and Kar (2015) 

measured the impact  of dem ographics  on j ob satisfacti on am ong medical d oct ors in 

teaching h ospitals in India and results indicate that age and gender have a significant 

c orrelati on with j ob satisfacti on.  

 Als o, Chirchir (2016) researched  on the relati onship between j ob satisfacti on and 

dem ographic variables am ong teachers in Kenya Public sch o ols. The finding f ound n o 

significant impact  of gender  on j ob satisfacti on but f ound that age and experience have a 

p ositive significant impact  on teachers’ j ob satisfacti on. This suggests that age and  one’s 

experience c ould have a r ole  on an individual’s level  of j ob satisfacti on.  

C ontrary t o the ab ove studies, Agebure (2014) studied the relati onship between 

dem ographic characteristics and j ob satisfacti on am ong sixty-six (66) teachers in Seni or 

High Sch o ol in the B olgatanga Municipality  of Ghana. The study revealed that teacher 
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dem ographic characteristics, such as age, level  of educati on, and years  of teaching 

experience, had n o c orrelati on with j ob satisfacti on. Likewise, Sakiru, Bin Ismail, Samah, 

and Busay o (2018) studied the impact  of dem ographic fact ors  on j ob satisfacti on am ong 

academicians in Public Universities in Malaysia. The study results f ound n o c orrelati on 

between dem ographics and empl oyees j ob satisfacti on. Th ough studies have sh own that 

dem ographics has  impact  on j ob satisfacti on  of sub ordinates, there are mixed study findings 

which c ould be attributed t o the variati on in study settings and sample f or that matter, this 

study s ought t o find  out fact ors that predict j ob satisfacti on am ong empl oyees. 

2.5 Task characteristics and j ob satisfacti on 

Task characteristics are str ongly merged with the  organizati onal structure and that 

affects every part  of the  organizati on. H ouse and Dessler (1974) defined task characteristic 

as the degree t o which a j ob is well defined  or uncertain. The nature  of a task will determine 

which leadership behavi our t o use. Unstructured task w ould need a directi on and guidance t o 

execute the task as c ompare t o a well-structured task. Acc ording t o Tungkiatsilp (2013), task 

characteristics are the manner in which each task is designed such that it enhances m otivati on 

and j ob satisfacti on. Studies have sh own that task characteristics have b oth p ositive and 

negative effect  on the empl oyees’ j ob satisfacti on (Andrew, Haris, Zakariah, Athirah, & 

Zekaria, 2016; Kassem & Sarhan, 2013; Malik, 2013). 

Hackman &  Oldham (1976) identified five c ore elements  on j ob characteristics t o 

include skill variety, j ob aut on omy, task significance, task identity, and j ob feedback that 

w ould serve as m otivat ors t o enhance empl oyee satisfacti on leading t o increase in j ob 

perf ormance. Task identity is the level at which a j ob requires the empl oyees t o be inv olved 

with the task and c omplete w ork and n ot just a part  of it. J obs with high task identity 

pr ovides stages t o which an empl oyee f oll ow c omplete the wh ole j ob, it makes the 

empl oyee understands and appreciate the j ob than when acc ountable f or min or parts  of the 
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j ob. J ob aut on omy is the am ount  of freed om  or independence given t o a pers on t o 

determine the pr ocedures f or w ork perf ormance. Skill variety is the use  of different talents 

 or skills by an empl oyee t o perf orm a particular j ob. Task significance specifies the 

significant impact  of a j ob  on the individual  or gr oup. Feedback is the extent t o which 

empl oyees are given clear inf ormati on ab out the  outc ome  on the perf orm task (Hackman & 

 Oldham, 1976). 

Many  of these studies have emphasized that j ob designs such as task identity, task 

significance and empl oyees’ aut on omy c ontribute t o empl oyees’ j ob satisfacti on. T o 

illustrate this, a quantitive descriptive cr oss-secti onal study by Malik (2013) in Pakistan with 

the use  of questi onnaire f ound a significant c orrelati on between situati onal fact ors (l ocus  of 

c ontr ol, task structure, r ole ambiguity, stress, and j ob aut on omy) with sub ordinates’ j ob 

satisfacti on. This implies that j ob (task) characteristics have an influence  on j ob satisfacti on. 

 Ones’ j ob structure can determine j ob satisfacti on and perf ormance. F or that matter, j obs 

sh ould be clearly defined f or easier c ompleti on  of the j ob t o impr ove perf ormance.   

An other quantitative study by Na-Nan and Pukkeeree (2013) examined the direct and 

indirect influences  of fact ors  of j ob characteristics, pers onality characteristic, and j ob 

satisfacti on with w ork adjustment  of new graduates in Thailand. The study rec ognises that 

task characteristics had a p ositive  outc ome  on w ork adjustment and j ob satisfacti on. 

Andrew, Haris, Zakariah, Athirah, and Zekaria (2016) examined task characteristics and j ob 

satisfacti on am ong empl oyees, and study f ound a significant c orrelati on between j ob 

characteristics and j ob satisfacti on. Tasks that are ambigu ous may have an impact  on newly 

 or unskilled empl oyees, the leader sh ould explain the task when necessary t o enhance 

empl oyee pr ofessi onal devel opment and satisfacti on. In view  of this, the current study 

examined the relati onship between j ob characteristics and j ob satisfacti on.  
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A c omparative study between temp orary and permanent empl oyees by Galup, Klein, 

and Jiang (2008)  on the impacts  of task characteristics  on empl oyees’ satisfacti on f ound 

empl oyees linked  organisati onal supp ort t o satisfacti on. H owever, temp orary empl oyees 

related task interdependence t o satisfacti on, and permanent empl oyees related j ob 

inv olvement t o satisfacti on. This means that j ob characteristics have an influence  on j ob 

satisfacti on am ong empl oyees. Empl oyees wh o are highly skilled  on the j ob might n ot need 

a leader t o direct them  on the j ob, h owever, empl oyees wh o have n o experience w ould need 

a leader t o direct them  on the j ob. 

Additi onally,  Ozturk, Hancer, and Im (2014) examined the impact  of j ob 

characteristics, j ob satisfacti on, and  organizati onal c ommitment  on h otel w orkers in Turkey.  

They studied 252 h otel w orkers and the results revealed that j ob characteristics had a 

significant influence  on j ob satisfacti on. The review indicates that j ob characteristics are 

crucial f or the success  of staff and the  organizati on. This implies that the nature  of a task can 

have b oth p ositive and negative influence  on j ob satisfacti on  of empl oyees.  

2.6 Summary  

Seventy-four articles were review for this section and out of these, thiry-five studies 

were reviwed from high income countries and thirt-nine from middle and low income 

countries. However, sixteen are from Sub-saharan Africa and five out of the sixteen are from 

Ghana. The literature has sh own that, leadership behavi ours have varied influence  on 

empl oyee and  organizati onal  outc omes h owever, the preferred leadership behavi ours are 

participative (dem ocratic) and transf ormati onal (supp ortive) leadership behavi ours. The 

review als o, indicates that participative and supp ortive leadership behavi ours have a p ositive 

impact  on j ob satisfacti on as c ompared t o the  other leadership behavi ours. Though this 

might be true, a l ot  of the studies were c onducted in high-inc ome c ountries where task-
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 oriented, aut ocratic and laissez-faire leadership behavi ours are n ot practised due t o their 

advancement in leadership training and practices. 

P olst on-Murd och (2013) ague that, adopting different leadership behaviour is more 

efficient as leaders are in the best position to select the ideal behaviour that suit the situation. 

Leadership is evolving and not static, which suggest that there is n o ideal leadership 

behavi our suitable in all circumstances. A leader sh ould n ot practise specific leadership 

behavi our but rather identify which  one t o use at a particular p oint in time It, theref ore, 

means that g o od and efficient leaders have t o m odify their leadership behavi our depending 

 on the situati on at hand f or desired effects. 

The review has als o sh own that task characteristic has a significant influence  on j ob 

satisfacti on. It is revealed that tasks that are clearly defined are m ore likely t o increase j ob 

satisfacti on as c ompared t o th ose that are n ot clearly defined. H owever, an attempt t o use 

directive leadership in that instance w ould lead t o dissatisfacti on, supp ortive leadership 

behavi ours are preferred. 

Studies have suggested that understanding employees job satisfaction and committed 

to their job would eventually lead to increase in job performance. This indicates that 

employees who are satisfied with their job would be more innovative, creative and committed 

would focus on tasks that would benefit the institution as to those who are dissatisfied. 

Employee job satisfaction is one critical area since it has influence on the institution. 

Furtherm ore, literature has revealed that few studies have been c onducted in Africa 

 on leadership behavi ours that best suit the HTIs. This creates a gap in literature given the fact 

that leadership behavi ours have an impact  on empl oyees’ j ob satisfacti on. Theref ore, this 

study seeks t o expl ore the leadership behavi ours that are being practised by Nurse Leaders in 

the HTIs. Als o, the study examines the relati onship between leadership behavi ours and j ob 

satisfacti on am ong empl oyees. Additi onally, the study s ought t o investigate fact ors that 
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predict j ob satisfacti on and determine the relati onship between task characteristics and j ob 

satisfacti on. Finally, t o investigate the m oderating r ole  of task characteristics  on the 

relati onship between the independent variables (leadership behavi ours and resp ondents 

characteristics) and the  outc ome variable (j ob satisfacti on) am ong the seven HTIs in the 

Upper West Regi on  of Ghana. 

 

The f oll owing hyp otheses are f ormulated t o address the study  objectives. 

H1: There w ould be a significant relati onship between perceived leadership behavi ours and 

empl oyees’ j ob satisfacti on. 

H2: Resp ondents characteristics w ould significantly predict j ob satisfacti on 

H3: Leadership behavi ours w ould significantly predict j ob satisfacti on 

H4: There w ould be a significant relati onship between task characteristics and j ob 

satisfacti on 

H5: Task characteristics w ould significantly m oderate the relati onship between leadership 

behavi ours and j ob satisfacti on. 

H6: There w ould be a significant m oderating effect  of resp ondents’ dem ographic 

characteristics  on the relati onship between leadership behavi ours and j ob satisfacti on. 

 

 

 

 

 

 

 

University of Ghana http://ugspace.ug.edu.gh



39 

 

CHAPTER THREE 

METH OD S 

3.0 Intr oducti on  

The study expl ores the leadership behavi our  of nurse leaders and its influence  on 

empl oyees’ j ob satisfacti on. This chapter presents the study design, p opulati on, sample size 

and sampling technique used, study setting, sample, the data c ollecti on pr ocedure, data 

analysis, and ethical c onsiderati on. 

3.1 Research design 

The study utilized a quantitative appr oach using cr oss-secti onal design t o c ollect data 

fr om empl oyees’ perspective  on their Nurse Leaders leadership behavi ours and h ow th ose 

percievd behavi ours influencess j ob satisfacti on. A quantitative appr oach used f or this study 

arises fr om the fact that human phen omena can be studied  objectively using statistical, 

mathematical  or c omputati onal techniques (McLiesh, Rasmussen, & Schultz, 2018). Als o, 

this appr oach enables the use  of large sample size in a study and hyp otheses are tested t o 

make it p ossible f or the generalizati on  of findings (P olit & Beck, 2013).  

A cr oss-secti onal design describes the characteristics  of the sample ( Omair, 2015). A 

descriptive cr oss-secti onal design was ch osen because it helps the researcher t o c ollect 

primary data  on the impact  of leadership behavi ours  of the Nurse Leaders  on empl oyees’ 

satisfacti on at a particular p oint in time (snapsh ot)  of the study (P olit & Beck, 2013). The 

design is relatively ec on omical and c omparatively c onvenient f or the researcher t o  obtain 

accurate data f or generalizati ons  of findings t o the p opulati on  of interest. 

 

University of Ghana http://ugspace.ug.edu.gh



40 

 

3.2 Research setting  

The study was c onducted in seven (7) HTIs which made up  of Nursing and Midwifery 

Training Instituti ons in the Upper West Regi on  of Ghana. The Upper West Regi on n ow has 

f our (4) municipality c omprising Wa, Jirapa, Lawra and Sissala East, (Tumu) with  seven (7) 

administrative districts, which are Daffiama- Bussie- Issa (DBI), Lambussie, Nad owli –

Kale o, Nand om, Sissala West, Wa East, and Wa West (Ghana Health Service, 2017). The 

regi on has an estimated p opulati on  of 849,123 milli on pe ople. The Regi on is situated in the 

N orth-Western part  of Ghana lies between l ongitude 1 o 25’ W and 2 o 45 W and latitudes 9 o 

30’ N and 11 oN. It is b ordered t o the s outh by the N orthern regi on, t o the n orth and west by 

Burkina Fas o and t o the east by the Upper East regi on. With an area  of 18,476 km2, the 

regi on’s p opulati on density stands at 40 pers ons per square kil ometre with a t otal  of eleven 

(Ghana Health Service, 2017). 

These seven (7) Training Instituti ons in the regi on are being managed by Nurse Leaders 

(principals). All seven (7) instituti ons in the regi on were included in the study because there 

are anecd otal issues c oncerning the leadership behavi ours  of the Heads  of the vari ous 

instituti ons. Sec ondly, all the instituti ons are included because  of the quantitative nature  of 

the study. The study als o engaged all the empl oyees  of the instituti ons because they are 

under the supervisi on  of the Nurse Leader and their perspective  of the Nurse Leader is 

equally imp ortant. The seven (7) instituti ons are f oll ows: 

1. Nursing Training C ollege, Wa: The c ollege is situated within the Wa municipality at 

Kperisi al ong the Wa-B olga r oad. Nursing Training C ollege,Wa has a staff p opulati on  of 

42. The sch o ol trains b oth Registered General Nursing (RGN-Dipl oma) and Nursing 

Assistant Clinical (NAC-Certificate) pr ogrammes. The instituti on is included in the study 

because it is the  only Nursing Training C ollege in the regi onal capital.  
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2. Nursing Training C ollege- Lawra: The instituti on is situated at the Lawra municipality 

with a staff p opulati on  of 30. The sch o ol trains b oth Registered General Nursing (RGN-

Dipl oma) and Nursing Assistant Clinical (NAC-Certificate). The instituti on is included in 

the study because it is the  only nursing training c ollege in the municipality.  

3. Nursing Training C ollege, Jirapa: The instituti on is l ocated in the Jirapa municipality with 

a staff p opulati on  of 42. The sch o ol trains  only Registered General Nursing (RGN-

Dipl oma). The instituti on is included in the study because it is the  oldest and the  only 

Nursing Training C ollege in the municipality.  

4. Midwifery Training C ollege, Jirapa. The instituti on is als o l ocated in the Jirapa 

municipality with a staff p opulati on  of 44. The sch o ol trains tw o pr ogrammes: Registered 

Midwifery (Dipl oma) and P ost (NAC/NAP) Midwifery (certificate). The instituti on is 

included in the study because it is the  oldest and the  only Midwifery Training C ollege in 

the municipality. 

5. C ommunity Health Training C ollege, Jirapa. It is l ocated within the Jirapa municipality 

with a staff p opulati on  of 33. The sch o ol trains b oth Certificate and Registered 

C ommunity Health Nursing pr ogrammes. The instituti on is included in the study because 

it is the  oldest and the  only C ommunity Health Training C ollege in the municipality. 

6. Midwifery Training C ollege, Nand om: The instituti on is l ocated in Nand om district 

capital, Nand om and has a staff p opulati on  of 45. The sch o ol trains tw o pr ogrammes 

Registered Midwifery (Dipl oma) and P ost (NAC/NAP) Midwifery (certificate). The 

instituti on is included in the study because it is the  only Midwifery Training C ollege in 

the district.  

7. Midwifery Training C ollege, Tumu. The instituti on is situated in Sissala- East 

municipality, Tumu with a staff p opulati on 39. The sch o ol als o trains tw o pr ogrammes 

Registered Midwifery (Dipl oma) and P ost (NAC/NAP) Midwifery (certificate). The 
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instituti on is included in the study because it is the  only Midwifery Training C ollege in 

the municipality. 

 

Figure 3.1 Map  of Upper West indicating the seven Health Training Instituti ons 

 

S ource: GHS, Rep ort 2017: UW/R. 

In summary,  out  of the eleven (11) administrative areas  of the regi on,  only five (5) have 

HTIs.  Out  of these, five (5), Jirapa has three (3) HTIs, Wa have  one (1), Nand om have  one 

(1) and Sissala East (Tumu) have  one (1). 
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3.3 Study p opulati on 

A research p opulati on generally is the c ollecti on  of pe ople, individuals  or a t otal 

quantity  of things ( objects)  or cases which are the subject  of a study (Martínez-Mesa, 

G onzález-Chica, Duquia, B onamig o, & Bast os, 2016). The target p opulati on f or the study 

included all empl oyees’ (b oth teaching and n on-teaching) w orking in the seven HTIs in the 

Upper West Regi on.  

3.4 Inclusi on Criteria 

The study c onsidered the f oll owing as inclusi on criteria 

1. Resp ondents sh ould be full-time empl oyees. 

2. Resp ondents sh ould either be teaching  or n on- teaching staff under the supervisi on 

 of the Nurse Leader. 

3. Resp ondents sh ould have at least w orked f or six m onths. 

Resp ondents wh o met all the criteria and were available at the time  of the study were 

included.  

3.5 Exclusi on Criteria 

The f oll owing were the exclusi on criteria f or the study. 

1. Part-time staff  or internship empl oyees 

2. Empl oyees wh o have w orked f or less than six m onths under the supervisi on  of the 

Nurse Leader 

3.  Nurse Leaders. 

3.6 Sample size determinati on 

The HTIs which are seven (7) in number have a t  otal staff p opulati on  of 274. The 

t otal staff p opulati on in HTIs were used with a c onfidence level  of 95% and a c onstant  of 1. 

The Yamane (1967) f ormula was used t o calculate sample size, as described bel ow:                    
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                                                               Table 3.1 Qu ota  of the instituti ons 

                                                                                                    

 𝑛 =
𝑁

1+𝑁(𝑒)2
 

Where: 

n = required sample size  

1= c onstant 

N= Accessible p opulati on 

e= alpha level  or significance level 

Thus: 𝑛 =
𝑁

1+𝑁(0.05)2
 

𝑛 =
275

1 + 275(0.05)2
 

n=163 

The sample size calculated f or the 

study was 163 h owever, 10% was 

added t o cater f or n on-resp onse, 

 outliers and p ossible bias. Theref ore, the t otal sample size was 179.  

3.7 Sampling technique 

The researcher used qu ota sampling technique t o recruit resp ondents f or the study. 

Qu ota sampling is an example  of n on-pr obability sampling where the resp ondents were 

selected in pr op orti ons based  on the p opulati on (Yang & Banamah, 2014). Each Training 

Instituti on was given a qu ota based  on the empl oyees’ p opulati on and a simple rand om 

sampling technique was used t o recruit the study resp ondents wh o met the inclusi on criteria. 

The simple rand om technique gives an equal chance f or all resp ondents wh o will be selected 

t o take part in this study (Martínez-Mesa et al., 2016). This technique was appr opriate, c ost-

N o  Name  of Instituti on  P opulati on % Qu ota 

1 Nursing Training 

C ollege-Wa 

42 15.3 27 

2 Nursing Training 

C ollege- Lawra 

30 10.9 20 

3 Nursing Training 

C ollege, Jirapa 

42 15.3 27 

4 Midwifery Training 

C ollege, Jirapa 

44 16 29 

5 C ommunity Health 

Nursing Training 

C ollege, Jirapa 

33 12 22 

6 Midwifery Training 

C ollege, Nand om 

45 16.3 29 

7 Midwifery Training 

C ollege, Tumu 

39 14.2 25 

T otal  275 100.0 179 
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effective and less time c onsuming c onsidering the timing  one m onth f or data c ollecti on 

(M ohsin, 2016).  

3.8 Data c ollecti on t o ol 

A structured questi onnaire was used in the c ollecti on  of data. The questi onnaire was 

gr ouped int o f our (4) secti ons. Secti on A c overs s oci o-dem ographic characteristics  of the 

resp ondents, Secti on B c onsist  of tw o scales  on leadership behavi ours dimensi on, Secti on 

C: c onsists  of j ob diagn ostic scale that measures j ob characteristics and secti on D: c onsists 

 of the Minnes ota Satisfacti on Questi onnaire used t o measure the  outc ome variable (j ob 

satisfacti on). Detailed descripti ons  of the t o ols are as f oll ow: 

Secti on A: this secti on c ollected data  on the s oci o-dem ographic characteristics  of the 

resp ondents. The items in this secti on include age, gender, educati onal backgr ound, 

pr ofessi on, and years  of w ork experience, place  of w ork. It als o included an item  on h ow 

l ong a sub ordinate had w orked with the Nurse Leader.  

Secti on B: It c onsists  of a m odified six (6) leadership characteristics, five (5) fr om 

path-g oal leadership questi onnaire devel oped by H ouse (1971) and laissez-faire leadership 

questi onnaire ad opted fr om the Multifact or leadership questi onnaire (MLQ 5x-sh ort) by  

Av oli o and Bass (2004). The Path-G oal leadership instrument c onsisted  of twenty (20) 

items, five (5) questi ons each that measures leadership behavi ours (directive, participative, 

supp ortive and achievement- oriented)  on a five-p oint Likert rating scale using the f oll owing 

numerical scale: 1 = n ot at all, 2=  once in a while, 3 = s ometimes, 4 = fairly  often, and 5 = 

frequently, if n ot always. The m odificati ons  of the questi onnaire were mainly the use  of the 

terms ‘Nurse Leader’ in place  of ‘the leader’ in line with the  objectives and meth od ol ogy  of 

this study. High sc ore means that particular behavi our is frequently used while l ow sc ore 

means that particular leadership behavi our is the least used.  
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H owever, the Path-G oal leadership questi onnaire did n ot include laissez-faire 

leadership items. As a result, the researcher included it t o ascertain the general sc ope  of 

leadership behavi ours based  on a br oader literature review. The laissez-faire leadership 

questi onnaire was ad opted fr om the Multifact or leadership questi onnaire (MLQ 5x-sh ort) by 

Av oli o and Bass (2004). The questi onnaire c onsists  of f our (4) items  on laissez-faire 

leadership behavi ours t o measure the leadership behavi ours  of Nurse Leaders. The t o ol is a 

five-p oint Likert rating scale using the f oll owing numerical scale: 1 = n ot at all, 2=  once in a 

while, 3 = s ometimes, 4 = fairly  often, and 5 = frequently, if n ot always. The m odificati ons 

 of the questi onnaire were mainly the use  of the terms ‘Nurse Leader’ in place  of the leader in 

line with the study  objectives and the meth od ol ogy. Higher sc ore means that particular 

behavi our is frequently used while l ower sc ore means that particular leadership behavi our is 

the least used. 

Secti on C: It c onsists  of j ob diagn ostic scale that measures  on five (5) c ore j ob 

characteristics. The j ob diagn ostic scale was devel oped by Hackamn and  Oldham (1976) t o 

examine the relati onship between j ob characteristics and j ob satisfacti on, as well t o 

determine m oderating r ole  on the relati onship between leadership behavi ours and j ob 

satisfacti on. The t o ol is c onsists  of eleven (11) items, tw o (2) items each is measuring skill 

variety, task identity, task significance and j ob aut on omy, while three (3) items are 

measuring j ob feedback. The t o ol is sc ored  on a 5-Likert scale: 1= Inaccurate, 2= M ostly 

Inaccurate, 3= Accurate, 4= M ostly Accurate, 5= Very Accurate. The m odificati ons  of the 

questi onnaire were mainly the use  of the terms ‘task’ in place  of ‘j ob’ in line with the study 

 objectives and the meth od ol ogy.  

Secti on D: This secti on c ollects data ab out  outc omes variable (j ob satisfacti on). The 

Minnes ota Satisfacti on Questi onnaires (MSQ sh ort-f orm) devel oped by (Spect or 1985) was 

used t o measure the j ob satisfacti on  of the resp ondents. The t o ol c onsists  of twenty (20) 
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items, 12 items measures intrinsic and eight measures extrinsic. The t  o ol is in a five-p oint 

Likert rating scale using the f oll owing numerical scale: 1=N ot Satisfied, 2=S omewhat 

Satisfied, 3= Satisfied, 4=Very Satisfied, 5=Extremely Satisfied. The m  odificati ons  of the 

questi onnaire included the use  of a sch o ol in place  of a c ompany.  Higher sc ore means that 

empl oyees exhibited high level  of j ob satisfacti on and l ower sc ore means that empl oyees 

have l ow level  of j ob satisfacti on. 

3.9 Data c ollecti on pr ocedure 

Data was c ollected within a peri od  of  one (1) m onth. Pri or t o data c ollecti on, an 

intr oduct ory letter was taken fr om the University  of Ghana Sch o ol  of Nursing and 

Midwifery, was sent t o Health Training Secretariat in Accra seeking entry int  o the Health 

Training Instituti ons. 

Appr oval letters fr om the Health Training Secretariat with the ethical clearance fr om 

the Instituti onal Review B oard  of the N oguchi Mem orial Institute f or Medical Research 

(NMIMR-IRB) were sent t o the Administrative Heads  of all the HTIs and permissi on was 

granted. The researcher selected and trained  one pers on each fr om the instituti ons as 

research assistant t o assist with data c ollecti on. Empl oyees’ wh o met the inclusi on criteria 

f or the study and gave c onsent t o participate in the study were educated  on the purp ose and 

 objectives  of the study.   

Resp ondents were given a written c onsent f orm t o appr ove their engagement in the 

study which was f oll owed by questi onnaire distributi on. Filled questi onnaire were later 

c ollected. The researcher used a m onth f or data c ollecti on and within that peri od, the 

researcher c ontinually visited the instituti ons during the data c ollecti on pr ocess.  One 

hundred and seventy-nine questi onnaires (179) were distributed and all were returned, 

acc ounting f or 100% resp onse rate. 

University of Ghana http://ugspace.ug.edu.gh



48 

 

3.10 Data management 

Data management described h ow the researcher was able t o  organise, d ocument, 

disseminates and h ow the data is been st ored. Data management enhances research 

effectiveness, increases the authenticity  of data, guarantees c onfidentiality and all ows 

research c ontinuity thr ough sec ondary data use (B orghi, Abrams, L owenberg, Simms, & 

Ch odacki, 2018). 

Data c ollected by the researcher and research assistants were scrutinized carefully f or 

c ompleteness and c onsistency  of resp onses. This appr oach aided in ensuring that questi ons 

were n ot left unanswered and that resp ondents answered questi ons with clarity. Each 

questi onnaire was numbered, c oded manually, the data was then manually cleaned and 

entered int o excel t o further clean and subsequently transp orted int o SPSS versi on 22 f or 

analysis. In additi on, data was backup and st orage by email f or safe-keeping.  

3.11 Data analysis  

The data was analysed using the Statistical Package f or S ocial Sciences (IBM SPSS) 

versi on 22. A sample size  of  one hundred and seventy-nine (179) was  obtained f or the data 

analysis. Questi onnaires were c oded and descriptive statistics measured the central tendency 

as in mean, standard deviati on, frequencies and percentages and results presented in Tables. 

The dem ographic characteristics (educati onal qualificati on, place  of w ork/ instituti on 

and years  of w ork experience)  of resp ondents were rec orded in tw o levels in  order t o 

perf orm a regressi on analysis t o determine if dem ographics characteristics predict j ob 

satisfacti on am ong resp ondents. The rec oding was necessitated given that s ome  of the 

categ ories had fewer resp ondents. The rec oding increased the sample size f or the analysis. 

The variables were rec oded example, educati onal qualificati on was rec oded int o levels; 

resp ondents with first and master’s degree were rec oded as higher qualificati on whiles 
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resp ondents with a dipl oma and  others were rec oded as l ower qualificati on (l ower 

qualificati on = 0 and higher qualificati on =1). Place  of w ork/instituti on was rec oded int o 

Nursing and Midwifery training c ollege (Midwifery training c olleges = 0 and Nursing and 

training c olleges =1). Years  of w ork experience rec oded int o tw o levels: 10 years ab ove as 0 

and 6 m onths t o 10years as 1. 

 Pears on pr oduct-m oment c orrelati on analysis was used t o establish the strength and 

directi on  of the relati onships between the variables under study (leadership behavi ours, j ob 

characteristics, and empl oyees’ j ob satisfacti on). The Pears on c orrelati on analysis is useful 

in determining the relati onships between tw o  or m ore variables with c oefficients (r) ranged 

between ± 1 (Mukaka, 2012). Independent samples t test was used t o c ompare the means  of 

tw o unrelated gr oups t o determine there is statistical difference between the tw o gr oups. The 

variables under study are assumed t o be linearly c orrelated and are measured  on an interval 

scale.  

Hierarchical multiple regressi on analysis was used t o determine the relati onships 

between empl oyees’ dem ographic characteristics and empl oyees’ j ob satisfacti on and als o 

t o test the predictive strength between the independent variables (dem ographic characteristics 

and leadership behavi ours)  on the dependent variables (j ob satisfacti on) (Chen, Li, Wu, & 

Liang, 2013; Hanley, 2016). 

M oderati on was d one t o establish the strength  of effect between the leadership 

behavi ours and the  outc omes. M oderati on analysis was carried  out with Pr ocess Macr o 

m odel by Hayes (2013). The data met the basic assumpti ons f or parametric analysis, and 

als o, dependent and independent variables were measured  on an interval scale. A (p) value  of 

<0.05 was used t o determine the level  of statistical significance. 
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3.12 Validity and Reliability 

Validity is the magnitude at which a c oncept measures the accuracy in a quantitative 

study (Heale & Twycr oss, 2015; Thatcher, 2010). The questi onnaire sh ould address the 

entire variable  or c onstruct it is intended t o study. Face validity is the indicati on that a t o ol 

sh ould superficially appear t o test what it is intended t o test while c ontent validity is the 

n oti on that a t o ol sh ould sample the range  of behavi our represented by the the oretical 

c oncept being tested. 

T o ensure the accuracy  of the face and c ontent validity, standardized t o ols were 

adapted f or the study. The instrument was ch osen based  on its kn own credibility (Asamani et 

al., 2015; Malik, 2013; Silverth orne, 2001). The researcher c onducted a c omprehensive 

literature review t o include the c oncepts  of the study. The questi onnaire was als o examined 

by supervis or and peers, and it was pre-tested t o validate the clarity  of the instrument. 

Feedback received was used t o impr ove the t o ol.  

Reliability  of questi onnaire is the c onsistency  of a measure (Heale & Twycr oss, 

2015)  or the extent t o which a research instrument c onsistently has the same results if it is 

used in the same situati on  on repeated  occasi ons. Thus, repeated use  of the questi onnaire 

w ould yield the same results. T o ensure reliability, the questi onnaire was pil oted using 10% 

 of the sample size  of the t otal p opulati on and the  outc ome was used t o strengthen the t o ol 

f or data c ollecti on. A Cr onbach’s α c oefficient was used t o determine the internal 

c onsistency  of the instrument. 

Previ ous internal reliability  of path-g oal leadership questi onnaire in literature had a 

Cr onbach’s alpha  of 0. 71- 0.86 (Silverth orne, 2001), laissez-fair scale had a Cr onbach’s 

alpha sc ore  of 0.61 (G orfie & Pradesh, 2017), j ob satisfacti on scale was established as 

Cr onbach 0.91 (Spect or 1985), j ob diagn ostic survey scale with a Cr onbach’s alpha ranging 

0.56 - 0.88 (Hackamn and  Oldham, 1976). Acc ording t o Gliem and Gliem (2003), 
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Cr onbach’s alpha reliability c oefficient ranges typically between 0 and 1. H owever, there is 

n o l ower limit t o the c oefficient. The cl oser Cr onbach’s alpha c oefficient is t o 1.0 the m ore 

reliable the generated scale is. 

The pil ot study was d one at tw o Health Training Instituti ons in the Upper East 

Regi on. The pil ot study sh owed a Cr onbach‘s alpha c oefficient  of reliability  of the  overall 

instrument as 0.82. The subscales range fr om 0.69 t o 0.92 f or the variables tested whereas 

the  overall Cr onbach’s alpha f or the main study was 0.907. Acc ording t o Hair, Babin, Black 

and Anders on (2010), any variable with Cr onbach’s alpha less than 0.60 is n ot g o od en ough 

and any variable with Cr onbach’s alpha  of 0.70 is acceptable and if greater than 0.80 it is 

very g o od. Fr om the results, it can be  observed that the questi onnaire was reliable f or use in 

carrying  out the study. Table 3.2 summarizes the reliability  of the instrument f or pil ot and 

main w ork. 

Table 3.1  Reliability Analysis 

Variables         N 

Pil ot/Main 

Items 

Pil ot/Main 

Reliability 

 Pil ot/Main 

Path g oal Leadership                        20               179 20                          20    0.832 0.851 

Laissez-faire leadership                     20 179 4 4 0.812 0.860 

J ob Satisfacti on                                20 179 20 20 0.920 0.896 

Task characteristics                               20 179 11 11 0.720 0.737 

S ource: Field data, 2019 

3.13 Ethical c onsiderati ons 

Ethical c onsiderati on in research implies pr otecting resp ondents fr om any f orm  of 

injury that may c ome fr om events and result linked t o the study (Warrell & Jac obsen, 2014). 

It gives the researcher the resp onsibility t o safeguard his/her research resp ondents fr om 
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harm, maintain the privacy  of resp ondents and c onsent sh ould be  obtained bef ore recruiting 

them in the study. 

Ethical clearance was  obtained fr om the Instituti onal Review B oard  of the N oguchi 

Mem orial Institute f or Medical Research (NMIMR) with an intr oduct ory letter fr om the 

Sch o ol  of Nursing and Midwifery and Health Training Secretariat, Accra. The intr  oduct ory 

letters and the appr oved letter fr om NMINR were submitted t o the Administrative Heads  of 

the instituti ons f or appr oval f or the c ommencement  of data c ollecti on in their instituti ons.  

The researcher had permissi on fr om the Administrative Heads  of the vari ous 

instituti ons. Resp ondents were inf ormed ab out the nature and purp oses  of the study. The 

c onsent f orm als o had a summary  of the nature and purp oses  of the study and resp ondents 

gave their c onsent either by signing  or fingerprinting pri or t o their inclusi on in the study. 

The questi onnaire administered bears n o name(s)  of resp ondents and participati on 

was c ompletely v oluntary. Resp ondents had the freed om t o dr op  out  of the study at any 

p oint in time. All resp onses were kept c onfidential and an onym ous. The study findings and 

c ompleted questi onnaires are kept c onfidential under a passw ord and will n ot be accessible 

t o external use apart fr om the research team. 

3.14 Summary 

The study used a quantitative cr oss-secti onal design. The study included  one hundred 

and seventy-nine (179) empl oyees fr om the seven (7) HTIs in Upper West Regi on. A qu ota 

sampling was used in selecting the resp ondents based  on each  of the instituti ons’ p opulati on 

and simple rand om sampling was used t o recruit resp ondents wh o met the criteri on. 

Standard t o ols were ad opted and m odified in  order t o address the study  objectives.  

Pri or t o data c ollecti on, intr oduct ory letters  obtained fr om the Sch o ol  of Nursing 

and Midwifery, University  of Ghana, Health Training Secretariat, Accra with the ethical 
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clearance fr om the Instituti onal Review B oard  of the N oguchi Mem orial Institute f or 

Medical Research (NMIMR-IRB) were given t o the Administrative Heads  of all the HTIs in 

the Regi on. Permissi on was granted and the researcher selected and trained seven pers ons as 

research assistants t o assist in data c ollecti on, the purp ose and  objectives  of the study were 

explained t o resp ondents and their c oncern seek. Participati on was v oluntarily, the rights, 

an onymity and c onfidentiality  of resp ondents were pr otected. The data was c ollected within 

the time schedule. The data was analysed using the Statistical Package f or S ocial Sciences 

(IBM SPSS) versi on 22. Descriptive statistics and inferential statistics were used c onsidering 

the statistical assumpti ons in  order t o draw a valid c onclusi on fr om the data. 
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CHAPTER F OUR 

FINDINGS 

4.0 Intr oducti on 

The chapter presents the finding  of the study. The chapter is in secti ons, the first 

secti on rep orts the dem ographic characteristics  of participants. The rest  of the secti ons 

present the results acc ording t o the  objectives  of the study. 

4.1 S oci o-dem ographic characteristics  of resp ondents 

Table 4.1 sh ows that the resp ondents mean age was 36.11(SD =1.23) with 34 being 

the m odal age.  Maj ority  of the resp ondents (32.4%) were between the ages  of 31-35years. 

M ost  of the resp ondents were males (59.2%). Additi onally, maj ority  of the resp ondents 

were teaching staff (61.5%). M ost  of the resp ondents (65.4%) have a first degree as 

academic qualificati on. Furtherm ore, 39.7%  of the resp ondents have between 6-10 years’  of 

w ork experience.  Only 1.7% have w orked f or m ore than 20 years whereas 38% have 

w orked between 1-2 years with the Nurse Leader. 
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Table 4.1 S oci o-dem ographic characteristics  of resp ondents 

Variables    Frequency   Percentage %   

Type  of instituti on 

  NTC      96    53.6 

  MTC      83    46.4 

  T otal       179    100.0 

Age  of Resp ondents        
  20-25 years     4     2.2 

  26-30 years      27     15.1 

  31-35 years      58    32.4 

  36-40 years      56    31.3 

  41-45 years      14    7.8 

  >45 years      20    11.2 

  T otal       179     100.0 

Gender  
  Males      106    59.2 

  Females     73    40.8 

  T otal      179    100.0 

Area  of expertise   

  Teaching staff    110                                     61.5 

  N on- teaching staff    69                                     38.5  

  T otal      179    100.0 

Qualificati on 

  Master’s degree    17    9.5 

  First degree                                                   117                                          65.4 

  Dipl oma     45    25.1 

  T otal      179    100.0 

Durati on  of w ork  
  6 m onths     11    6.1 

  1-5 years     70    39.1 

  6-10 years     71    39.7 

  11-15 years      20    11.2 

  16-20 years      4    2.2 

  >20 years      3    1.7 

   T otal        179    100.0 

Durati on  of w ork with NL’s 

  6 m onths      23    12.8 

  1-2 years     68    38.0 

  3-5 years     47    26.3 

  6-7 years     16    8.9 

  >7 years     25    14.0 

  T otal      179    100.0 

N= 179      S ource: Field data, 2019 

 

 

University of Ghana http://ugspace.ug.edu.gh



56 

 

4.2: Perceived leadership behavi ours  of Nurse Leaders  

The first  objective  of this study is t o describe the perceived leadership behavi ours 

used by Nurse Leaders in the HTIs. A descriptive statistics in Table 4.2 sh  ows that directive 

leadership behavi our has  overall mean sc ore  of 3.12, (SD = 0.84). Resp ondents rated high 

 on the item the ‘Nurse Leader explains the level  of perf ormance that is expected  of 

sub ordinates’ (34.1%) while 7 (3.9%) resp ondents rated l ow  on ‘the Nurse Leader asks 

sub ordinates t o f oll ow standard rules and regulati ons’. It was f oll owed by achievement-

 oriented leadership behavi our with an  overall mean sc ore  of 2.97, (SD = 0.78), 34.6%  of 

resp ondents gave a high rate f or ‘the Nurse Leader enc ourages c ontinual impr ovement in 

sub ordinates’ perf ormance’ whiles 6.7%  of resp ondents said ‘the Nurse Leader d oes n ot 

enc ourage c ontinual impr ovement in sub ordinates’ perf ormance’ while 12 resp ondents 

(6.7%) als o said ‘the Nurse Leader c onsistently set challenging g oals f or sub ordinates t o 

attain’. 

The next is supp ortive leadership behavi our (M = 0.82, SD = 0.71), a high rating  of 

63 (35.2%) was given t o the item ‘ the Nurse Leader d oes little things t o make it pleasant t o 

be a member  of the gr oup’ whilst, ‘the Nurse Leader helps sub ordinates  overc ome pr oblems 

that halt them fr om carrying  out their tasks’ is rated l ow (4.5%). There was n ot much 

difference between the use  of achievement- oriented and supp ortive leadership behavi ours. 

Furtherm ore, the Nurse Leaders als o m oderately used participative leadership 

behavi our (M = 2.73, SD = 0.81). 60 resp ondents representing 33.5% rated high ‘the Nurse 

Leader s ometimes asks f or suggesti ons fr om sub ordinates c oncerning h ow t o carry  out 

assignments’ whiles 13 resp ondents (7.3%) rated l ow f or ‘the Nurse Leader asks f or 

suggesti ons fr om sub ordinates c oncerning h ow t o carry  out assignments’. while laissez-faire 

leadership behavi our was the least practise with an  overall mean sc ore  of 2.32, (SD = 1.02), 

75 resp ondents representing 41.9% gave high rates  on ‘the Nurse Leader d oes av oids making 
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decisi ons’. The result indicates that Nurse Leaders in the HTIs  often used directive 

(aut ocratic) leadership behavi our c ompared t o the  other leadership behavi ours. In additi on, 

the Nurse Leaders in these instituti ons practised all the five (5) leadership behavi ours as and 

when the situati on depends, but m ore inclined t o the directive leadership behavi our. Detailed 

results in Table 4.2 
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Table 4.2 Perceived Leadership behavi our  of Nurse Leaders 

VARIABLES  N ot at 

all  

Freq. 

(%) 

 Once in a 

while 

Freq. (%) 

S ometimes 

Freq. (%) 

Fairly 

 often 

Freq. 

(%) 

Frequently 

Freq. (%) 

Mean SD. 

Directive leadership       3.12           .84      

The Nurse Leader lets sub ordinates kn ow what is 

expected  of them 

13 (7.3) 31 (17.3) 57 (31.8) 50 (27.9) 28 (15.6) 3.27           1.14 

The Nurse Leader inf orms sub ordinates ab out what 

needs t o be d one and h ow it needs t o be d one. 

22 (12.3) 34 (19.0) 58 (32.4) 35 (19.6) 30 (16.8) 3.09          1.24 

The Nurse Leader asks sub ordinates t o f oll ow 

standard rules and regulati ons.    

7 93.9) 32 (17.9) 53 (29.6) 49 (27.4) 38 (21.2) 3.44            1.13    

The Nurse Leader explains the level  of perf ormance 

that is expected  of sub ordinates.                  

15 (8.4) 44 (24.6) 61 (34.1) 41 (22.9) 18 (10.1) 3.02          1.10    

The Nurse Leader gives vague explanati ons  of what is 

expected  of sub ordinates  on the j ob.      

    

34 (19.0) 40 (22.3) 50 (27.9) 43 (24.0) 12 (6.7) 2.77 1.20 

Supp ortive leadership              2.82        .71   

The Nurse Leader maintains a friendly w orking 

relati onship with sub ordinates. 

19 (10.6) 38 (21.2) 53 (29.6) 36 (20.1) 33 (18.4) 3.15         1.25 

The Nurse Leader d oes little things t o make it pleasant 

t o be a member  of the gr oup. 

27 (15.1)

  

49 (27.4) 63 (35.2) 30 (16.8) 10 (5.6) 2.70          1.09 

The Nurse Leader says things that hurt sub ordinates’ 

pers onal feelings. 

28 (15.6) 47 (26.3) 52 (29.1) 29 (16.2) 23 (12.8) 2.84          1.24   

The Nurse Leader helps sub ordinates  overc ome 

pr oblems that halt them fr om carrying  out their tasks. 

38 (21.2) 40 (22.3) 58 (32.4) 35 (19.6)   8 (4.5) 2.64          1.15 

The Nurse Leader behaves in a manner that is 

th oughtful  of sub ordinates’ pers onal needs. 

Participative Level 

32 (17.9) 42 (23.5) 57 (31.8) 32 (17.9)   16 (8.9) 2.77        

 

1.20 
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Participative Leadership                                                                                                                                                               2.73            .81 

The Nurse Leader c onsults with sub ordinates when 

facing a pr oblem. 

32 (17.9) 49 (27.4) 49 (27.4) 34 (19.0) 15 (8.4) 2.73          1.20 

The Nurse Leader listens receptively t o sub ordinates 

ideas and suggesti ons. 

29 (16.2)   52 (29.1) 45 (25.1) 35 (19.6) 18 (10.1) 2.78       1.22 

The Nurse Leader act with out c onsulting his/she 

sub ordinates. 

30 (16.8)   50 (27.9) 49 (27.4) 33 (18.4) 17 (9.5) 2.76 1.21 

The Nurse Leader asks f or suggesti ons fr om 

sub ordinates c oncerning h ow t o carry  out 

assignments. 

31 (17.3)   40 (22.3) 60 (33.5) 35 (19.6)  13 (7.3) 2.77 1.17 

The Nurse Leader asks sub ordinates f or suggesti ons 

 on what assignments sh ould be made 

39 (21.8)   44 (24.6) 59 (33.0) 23 (12.8)   14 (7.8) 2.60 1.19 

Achievement- oriented leadership      2.96 .78 

The Nurse Leader let sub ordinates kn ow that he/her 

expects them t o perf orm at their highest level.       

18 (10.1)    39 (21.8) 36 (20.1) 47 (26.3) 39 (21.8) 3.28 1.30 

The Nurse Leader set g oals f or sub ordinates’ 

perf ormance that are quite challenging. 

25 (14.0) 54 (30.2) 47 (26.3) 37 (20.7) 16 (8.9) 2.80 1.18 

The Nurse Leader enc ourages c ontinual impr ovement 

in sub ordinates’ perf ormance. 

12 (6.7) 40 (22.3) 62 (34.6) 38 (21.2) 27 (15.1) 3.16 1.14 

The Nurse Leader sh ows d oubts ab out sub ordinates’ 

ability t o meet m ost  objectives 

31 (17.3) 37 (20.7) 56 (31.3) 37 (20.7) 18 (10.1) 2.85 1.22 

The Nurse Leader c onsistently set challenging g oals 

f or sub ordinates t o attain. 

40 (22.3) 31 (17.3) 57 (31.8) 39 (21.8) 12 (6.7) 2.73 

 

1.22 

 

Laissez-faire leadership      2.32 1.02 

The Nurse Leader av oids getting inv olved 

when imp ortant issues arise 

64 (35.8) 45 (25.1) 32 (17.9) 19 (10.6) 19 10.6) 2.35 1.34 

The Nurse Leader is absent when needed. 63 (34.2) 48 (26.8) 36 (20.1) 17 (9.59) 15 (8.4) 2.29 1.26 

The Nurse Leader av oids making decisi ons. 75 (41.9) 36 (20.1) 42 (23.5) 15 (8.4) 11 (6.1) 2.16 1.23 

The Nurse Leader delays in resp onding t o urgent 

questi ons. 

52 (29.1) 38 (21.2) 53 (29.6) 23 (12.8) 13 (7.3) 2.48 1.23 

N= 179      S ource: Field data, 2019
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4.3: Perceived Nurse Leaders’ Leadership Behavi our and Empl oyees J ob Satisfacti on 

The study measured j ob satisfacti on levels  of resp ondents and examined the 

relati onship between Nurse Leader’s leadership behavi ours and j ob satisfacti on am ong 

resp ondents. Descriptive statistics sh ows that the  overall mean sc ore f or resp ondents j ob 

satisfacti on is average (M = 3.00, SD = 0.64). H owever, the item ‘being able t o keep busy  on 

the j ob all the time’ have a higher sc ore (M = 3.39, SD = 0.94), whereas, the item  on w orking 

c onditi ons had the least sc ore (M = 2.31, SD = 1.20).  

The  objective tw o s ought t o investigate the relati onship that exists between 

leadership behavi ours and j ob satisfacti on am ong empl oyees. Hyp othesis H1: states that 

there w ould be a significant relati onship between leadership behavi ours and resp ondents j ob 

satisfacti on. Independent samples t test and Pears on m ovement c orrelati on was c onducted t o 

test the hyp othesis. Independent samples t test was c onducted first bef ore c orrelati on. The 

means  of tw o unrelated (teaching and n on- teaching) gr oups  of resp ondents were c ompared 

t o determine whether there is significant differences  on h ow each gr oup perceived the nurse 

leadership behavi ours, as well as satisfacti on with j ob. The result indicates that, there were 

n o statistical significant differences between the tw o gr oups. Additi onally, the results 

indicate that resp ondents with Nursing and Midwifery backgr ound had n o statistical 

significant differences with n on- nursing backgr ound. Table 4.3 and 4.4 presents the detailed 

results. 
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Table 4.3: Independent Samples t Test: Relati onship between leadership behavi ours 

and empl oyees’ j ob satisfacti on       

Variables  Teaching staff 

(N= 110) 

N on-Teaching 

staff (N= 69) 

 

 Mean  SD Mean  SD t-value p-value 

Directive  3.14 .88 3.09 .79 .410 .682 

Supp ortive  2.81 .68 2.80 .75 .414 .680 

Participative  2.71 .84 2.75 .78 -.33 .745 

Achievement- oriented  3.00 .82 2.90  .72 .95 .344 

Laissez-faire 2.38 1.08 2.23  .91 .98 .327 

J ob satisfacti on 3.00 .64 3.00 .63 -0.01 .989 

 

 

Table 4.4: Independent Samples t Test: Relati onship between leadership behavi ours 

and empl oyees’ j ob satisfacti on 

Variables  Nurses and 

Midwives’(N = 103) 

N on –Nurses and 

Midwives’ (N = 76) 

 

 Mean  SD Mean SD t-value p- value 

Directive  3.15 .89 3.08 .768 .591 .556 

Supp ortive  2.87 .66 2.75 .77 1.12 .264 

Participative  2.75 .82 2.73 .80 -0.04 .965 

Achievement 3.03 .81 2.87 .73 1.40 .165 

Laissez-faire 2.34 1.06 2.22 .95 1.16 .249 

J ob satisfacti on 3.02 .64 2.98 .64 .47 .642 
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The results  of Pears on pr oduct-m ovement c orrelati on indicated a significant p ositive 

c orrelati on (r = 0.48, p < .001) between directive leadership behavi our and resp ondents j ob 

satisfacti on. Supp ortive leadership behavi our sh ows a significant str ong p ositive c orrelati on 

(r = 0.50, p < .001) with resp ondents j ob satisfacti on. Similarly, participative leadership 

behavi our sh ows a p ositive significant but m oderate c orrelati on with j ob satisfacti on (r = 

0.46, p < .001). Achievement- oriented leadership behavi our sh ows a fairly significant 

p ositive c orrelati on (r = 0.37, p < .001) with resp ondents j ob satisfacti on. 

This suggests that when Nurse Leaders practise directive, supp  ortive, achievement-

 oriented and participative leadership behavi ours, resp ondents are significantly m ore likely t o 

be satisfied. The study f ound n o c orrelati on between (r = -0.09, p = 0.23) laissez-faire 

leadership behavi our and j ob satisfacti on. This sh ows that when Nurse Leaders practise 

laissez-fair leadership behavi our it has n o influence  on j ob satisfacti on am ong resp ondents. 

The study f ound a significant relati onship between (directive, participative, 

supp ortive and achievement- oriented) leadership behavi ours and resp ondents j ob 

satisfacti on, h owever, there was n o c orrelati on (r = -.09, p = 0.23) between laissez-faire 

leadership behavi our and resp ondents j ob satisfacti on. Hence, the hyp othesis is partially 

accepted. The results are presented in Table 4.5. 

Table 4.5 : Relati onship between leadership behavi ours and empl oyees’ j ob satisfacti on 

VARIABLES    EMPL OYEES’ J OB SATISFACTI ON 

      r   p-valve (2-tailed) 

Directive     0.48                  <0.001 

Supp ortive      0.50     <0.001 

Participative     0.46     <0.001 

Achievement- oriented    0.37      <0.001 

Laissez-Faire     -0.09        0.23 

**Criteri on level: 0.01 
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4.4 Predict ors  of j ob satisfacti on 

  Objective three  of the study was t o determine fact ors that will predict j ob satisfacti on 

am ong empl oyees.  Out  of that, tw o hyp otheses are stated as f oll ows: dem ographics 

characteristics w ould significantly predict j ob satisfacti on and leadership behavi ours w ould 

significantly predict j ob satisfacti on. Hierarchical multiple linear regressi on analysis was 

used t o determine if dem ographic characteristics  of resp ondents (m odel 1) and the leadership 

behavi ours  of Nurse Leaders (M odel 2) significantly predicted the j ob satisfacti on  of 

resp ondents. Table 4.6 reveals that dem ographic characteristics  of resp ondents (gender, 

highest qualificati on, instituti on/ place  of w ork and years  of w orking experience) j ointly 

explained 9.2 %  of the variance in empl oyees’ j ob satisfacti on (R
2
 = .092, F (4, 174) = 4.42, p = 

.002). When the predict ors were evaluated f or their individual c ontributi ons t o the m odel, 

gender and instituti on were significant predict ors in the m odel. Suggesting that males and are 

less likely t o be satisfied with their j ob, whereas empl oyees w orking in Midwifery Training 

Instituti ons are m ore likely t o be satisfied as c ompared t o empl oyees w orking at Nursing 

Training Instituti ons. The sec ond hyp othesis was partially accepted since few resp ondents’ 

dem ographic characteristics (gender and place  of w ork) significantly predicted j ob 

satisfacti on. 

Furtherm ore, Nurse Leaders leadership behavi ours (directive, supp ortive, 

participative, achievement- oriented and laissez-faire) t ogether significantly predicted 

resp ondents j ob satisfacti on, which explained 38.8 %  of the variance in resp ondents j ob 

satisfacti on (R
2
 .39, F (9, 169) = 11.90, p < 0.001). The f oll owing variables c ontributed 

significantly t o the m odel: supp ortive leadership behavi our (B = 0.25, t (173) = 3.09, p = 

.002), participative leadership behavi our (B = 0.16, t (173) = 2.04, p = .043) and achievement-

 oriented leadership behavi our (B = 0.16, t (173) = 2.28, p = .024). The finding sh ows that 
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supp ortive, participative and achievement- oriented leadership behavi ours predicted 

resp ondents’ j ob satisfacti on. 

 

Table 4.6: Predict ors  of j ob satisfacti on 

Predict ors  

 

Adjusted R Unstandardized                                             

C oefficients                  

B             Std.  

               Err or

  

Standardized 

C oefficients   

Beta 

t-

value        

p-value 

M odel 1 

 

0.09 

 

 

  

 

 

 

 

 

 

 

 

C onstant  3.63

  

.24  15.10

  

.000 

Gender  -0.24 0.10 -0.19 -2.58 .011 

Qualificati on  -0.23 0.11 -0.16 -2.15 .033 

Instituti on  -0.32 0.10 -0.25 -3.35 .001 

Year  of w ork 

experience 

  0.08 0.13  0.05  0.60 .548 

(R
2
 = 0.11, F (4, 174) = 5.44, p = .002). 

M odel 2 0.38   

  

   

 

 

 

C onstant  1.90  0.31  6.19

  

.000 

Gender  -0.18  0.08 -0.15 -2.39 .018 

Qualificati on  -0.23 0.09 -0.16 -2.56 .011 

Instituti on  -2.07 0.08 -0.16 -2.53 .012 

Year  of w ork 

experience 

  0.06 0.11  0.04   0.58 .563 

Directive   0.10 0.06  0.14  1.59 .114 

Supp ortive   0.23 0.07  0.25  3.09 .002 

Participative    0.12 0.06  0.16  2.04 .043 

Achievement    0.13 0.06  0.16  2.28 .024 

Laissez-faire  -0.03 0.04 -0.05 -0.79 .433 

(R
2
 =0 .41, F (9, 169) = 12.99, p < 0.001). 

Dependent variable: j ob satisfacti on   Criteri on level: 0.05 

 

 

University of Ghana http://ugspace.ug.edu.gh



65 

 

4.5:  Task characteristics and j ob satisfacti on 

This study als o s ought t o find  out whether there is a relati onship between task 

characteristics and j ob satisfacti on. In view  of this, the hyp othesis f ormulated was that ‘there 

w ould be a significant relati onship between task characteristics and j ob satisfacti on. Table 

4.6 presents a linear c orrelati on between task characteristics (skill variety, task identity, task 

significance, aut on omy and feedback) and j ob satisfacti on. The results indicated a p ositive 

c orrelati on (r = .47, p <0.001) between the five (5) c ore task characteristics (skill variety, 

task identity, task significance, aut on omy and feedback) with resp ondents j ob satisfacti on. 

This sh ows that all five task characteristics items have an influence  on the empl oyees’ j ob 

satisfacti on. The result c onfirms a significant relati onship between task characteristics and 

j ob satisfacti on, hyp othesis is supp orted. 

Table 4.7: Relati onship between j ob characteristics and satisfacti on 

VARIABLES      SATISFACTI ON  

      r   p-valve (2-tailed) 

Skill variety     0.24     0.001   

Task identity     0.29   <0.001  

 Task significance    0.26   <0.001 

Aut on omy     0.34   <0.001 

Feedback     0.39   <0.001 

**Criteri on level: 0.01          

4.6: Task characteristics as m oderat ors the relati onship between leadership behavi ours 

and j ob satisfacti on 

Furtherm ore, the study s ought t o examine whether task characteristics m oderates the 

relati onship between leadership behavi ours and j ob satisfacti on. Hyp othesis was f ormulated 
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as f oll ow: task characteristics w ould significantly m oderate the relati onship between 

leadership behavi ours and j ob satisfacti on. T o test the hyp otheses, a m oderati on analysis 

examined the interacti on effect between leadership behavi ours and j ob characteristics. F or 

example, m odel 1, which c onsists  of directive leadership behavi our, task characteristics and 

the interacti on term is different fr om  only c onstant m odel (R
2
 = 0.40, F (3, 175) = 38.93, p < 

.001) significantly m oderate the relati onship between directive leadership behavi our and j ob 

satisfacti on. M odel 2, 3, 4 and 5 was als o significant. The hyp othesis was supp orted. The 

results are presented in Table 4.5. 

Inspecti on  of the results sh ows that all but  one interacti on term were significant. F or 

example, the result in m odel 1 indicates a significant m oderat or effect  of task characteristics 

(B = 0.20, t (175) = 2.91, p = .004)  on the relati onship between directive leadership behavi our 

and j ob satisfacti on. This means th ose wh o rated high f or task under directive, participative 

achievement-  orient and laissez-faire leadership behavi ours have the kn owledge and minimal 

 or n o instructi ons is needed t o perf orm a task. With them the presence  or absence  of leader 

it d oes n ot matter t o them. The result in m odel 2 sh owed n o significant m oderat or effect  of 

task characteristics (B = 0.09, t (175) = 1.26, P = .209)  on the relati onship between supp ortive 

leadership behavi our and j ob satisfacti on. The results in m odel 3 sh owed a significant 

m oderat or effect  of task characteristics (B = 0.16, t (175) = 2.27, p = .024)  on the relati onship 

between participative leadership behavi our and j ob satisfacti on. Findings in M odel 4 

indicated a significant m oderat or effect  of task characteristics (B = 0.16, t (175) = 2.14, p 

=.033)  on the relati onship between achievement- oriented leadership behavi our and j ob 

satisfacti on. M odel 5 als o sh owed significant m oderat or effect  of task characteristics (B = 

0.19, t (175) = 2.94, p =.004)  on the relati onship between laissez-faire leadership behavi our 

and j ob satisfacti on. Results are presented in Table 4.8. 
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Resp ondents wh o indicated that they are satisfied with their j ob when the Nurse 

Leader uses directive and laissez-fair leadership behavi ours are th ose wh o th ought their j obs 

are well-defined (sc ore high  on task characteristics). Likewise, resp ondents wh o rated l ow 

 on task characteristics are th ose with ambigu ous task and thus preferred the use  of 

participative and achievement-  oriented leadership behavi ours. Results are presented in Table 

4.8. 
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Table 4.8: M oderat or effect  of task characteristics  on the relati onship between leadership behavi ours and j ob satisfacti on 

Variables 

  

Beta SE t-value    p- value  Variables   Beta SE t-value  p- value 

Directive leadership  

M odel 1 

Supp ortive leadership 

M odel 2 

C onstant 2.98       0.03     78.59      .000       C onstant 2.10       0.04     76.92 .000      

Directive 0.29       0.05      6.21      .000       Supp ortive 0.35       0.06 6.07 .000      

Task characteristics 0.37      0.06     5.74       .000       Task characteristics 0.35      0.07 5.38 .000      

Interacti on 0.20       0.07    2.91      .004        Interacti on 0.09       0.07 1.26 .209 *     

R
2
 = 0.40, F = (3, 175) = 38.93, p < .001 

 

 R
2
 = 0.38, F = (3, 175) =  35.07, p <.001 

Participative leadership 

M odel 3 

 Achievement – oriented leadership (ACH) 

M odel 4 

C onstant 2.98 0.04 76.21 .000  C onstant 2.98 0.04     71.44       .000 

Participative 0.26 0.05 5.24 .000  ACH 0.19 0.06      3.38       .001 

Task characteristics 0.38 0.07 5.78 .000  Task characteristics 0.40 0.07      5.78       .000 

Interacti on 0.16 0.07 2.27 .024  Interacti on 0.16 0.08 2.14      .033       

R
2
 = 0.36, F = (3, 175) =  33.42, p < .001 

 

Laissez-Faire  leadership 

M odel 5  

C onstant             2.98      0.04      72.10       .000 

Laissez-fair            -0.14      0.04       -0.37       .001 

Task characteristics   0.49      0.07        7.23       .000 

Interacti on               0.19      0.06        2.94        .004 

R
2 

= 0.28, F = (3, 175) = 22.79, p < .001. 

 R
2
 = 0.30, F = (3, 175) =  24.70, p < .001 

   

* = N ot significant           
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4.7. Resp ondents dem ographic characteristics m oderate the relati onship between 

leadership behavi ours and j ob satisfacti on 

The study als o examines if resp ondents’ dem ographic characteristics w ould 

m oderate the relati onship between leadership behavi ours and j ob satisfacti on. Hyp othesis 

five was f ormulated as H5: There w ould be a significant relati onship m oderating effect  of 

resp ondents’ dem ographic characteristics  on the relati onship between leadership behavi ours 

and j ob satisfacti on. T o test the hyp otheses, a m oderati on analysis examined the interacti on 

term between leadership behavi ours and sub ordinates characteristics. Sub ordinates 

characteristics used were age, educati onal qualificati on, area  of expertise (teaching and n on- 

teaching staff) and years  of experience, the m odel c ontaining the individual variables was 

statistically significant. 

Pr obing further, dem ographic characteristics resp ondents’ m oderating the 

relati onship between leadership behavi ours and j ob satisfacti on, results sh ow that years  of 

experience between 10years and ab ove under supp ortive leadership behavi our was 

significant (B = 0.63, t = 4.06, p = .001). The results further indicated that, resp ondents ab ove 

10 years  of w ork experience are likely t o be satisfied when the Nurse Leader ad opts 

supp ortive leadership behavi our. The rest were n ot significant. F or speciality the study 

rep orted  on the significant results. Hyp otheses were partially supp orted. Table 4.9 presents 

the detailed results.
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Table 4.9: M oderat or effect  of empl oyee characteristics  on the relati onship between leadership behavi ours and j ob satisfacti on 

Variables Beta SE t- value P- value  Variables Beta SE t- value P- value 

Directive leadership behavi our (DLB) 

M odel 1 

 Supp ortive leadership behavi our  (SLB) 

M odel 2 

C onstant  2.10 0.04 70.94 .000  C onstant  2.99 0.04 72.00 .000 

DLB  0.37 0.05 7.28 .000  SLB 0.46 0.06 7.84 .000 

Age 0.10 0.11 0.91 .362  Age 0.13 0.11 1.18 .238 

Interacti on  -0.16 0.14 -1.17 .245  Interacti on -0.06 0.15 -0.36 .720 

R
2
 = 0.24, F (3,175) =18.31, p < .001.  R

2
 = 0.26, F (3,175) = 20.54, p < .001. 

           

C onstant 3.00 .042 70.97 .000  C onstant 3.00 0.04 72.12 .000 

DLB 0.37 0.05 7.20 .000  SLB 0.46 0.06 7.69 .000 

Area  of expertise  -0.21 0.09 -0.25 .806  Area  of expertise -0.02 0.09 -0.25 .801 

Interacti on -0.05 0.11 -0.51 .612  Interacti on 0.03 0.12 0.23 .815 

R
2
 = 0.23, F (3,175) =17.29, p < .001.  R

2
 =0.25, F (3,175) = 19.81, p < .001  

           

C onstant  3.00 0.04 71.96 .000  C onstant 3.00 0.04 73.17 .000 

DLB 0.36 0.05 7.18 .000  SLB 0.45 0.06 7.80 .000 

Educati onal 

Backgr ound  

-0.18 0.10 -1.90 .060  Educati onal 

Backgr ound 

-0.18 0.09 -1.92 .057 

Interacti on 0.15 0.12 1.24 .218  Interacti on 0.16 0.13 1.18 .241 

R
2
 = 0.25, F (3,175) =19.37, p < .001.  R

2
 = 0.27, F (3,175) =22.02, p < .001. 

       

C onstant  2.10 0.04 7.20 .000  C onstant 3.00 0.04 76.36 .000 

DLB 0.36 0.05 7.20 .000  SLB 0.45 0.06 8.13 .000 

Years  of 

experience 

0.23 0.12 1.95 .053  Years  of 

experience 

0.24 0.11 2.19 .030 

Interacti on 0.21 0.14 1.49 .137  Interacti on 0.63 0.16 4.06 .001 

R
2
 = 0.25, F (3,175) =19.64, p < .001.  R

2
 = 0.33, F (3,175) =29.20, p < .001. 
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Variables Beta  SE t- value P- value  Variables Beta SE t- value P- value 

Participative leadership behavi our (PLB)  

M odel 3 

 Achievement-  oriented leadership behavi our (A OLB) 

M odel 4 

C onstant  3.00 0.04 70.23 .000  C onstant 3.00 0.04 67.75 .000 

PLB 0.36 0.05 6.84 .000  A OLB 0.30 0.06 5.23 .000 

Age 0.02 0.11 0.15 .889  Age 0.03 0.12 0.25 .806 

Interacti on  -0.13 0.13 -1.04 .298  Interacti on -0.28 0.16 -1.73 .085 

R
2 

= 0.21, F (3,175) = 15.71, p < .001.  R
2 

= 0.15, F (3,175) = 10.64, p < .001. 

           

C onstant 3.00 0.04 70.04 .000  C onstant 3.00 0.04 67.04 .000 

PLB 0.36 0.05 6.79 .000  A OLB 0.31 0.06 5.28 .000 

Area  of expertise  0.01 0.09 0.16 .875  Area  of expertise  -0.04 0.09 -0.39 .699 

Interacti on  -0.05 0.11 -0.47 .640  Interacti on 0.02 0.12 0.15 .878 

R
2 

= 0.21, F (3,175) = 15.36, p < .001.  R
2 

= 0.14, F (3,175) = 9.51, p < .001. 

           

C onstant  3.00 0.04 70.88 .000  C onstant  2.10 0.04 68.36 .000 

PLB 0.36 0.05 6.89 .000  A OLB 0.32 0.06 5.60 .000 

Educati onal 

backgr ound 

-0.19 0.10 -1.91 .058  Educati onal 

backgr ound 

-0.20 0.10 -1.95 .053 

Interacti on  0.10 0.12 0.82 .414  Interacti on  0.21 0.13 1.63 .105 

R
2 

= 0.23, F (3,175) = 17.08, p < .001.  R
2 

= 0.17, F (3,175) = 12.07, p < .001. 

           

C onstant 2.99 0.04 69.81 .000  C onstant  3.00 0.04 67.55 .000 

PLB 0.33 0.05 6.27 .000  A OLB 0.30 0.06 5.03 .000 

Years  of experience 0.20 0.13 1.62 .107  Years  of 

experience 

0.21 0.13 1.67 .097 

Interacti on 0.29 0.18 1.63 .106  Interacti on 0.42 0.21 0.20 .844 

R
2 

= 0.23, F (3,175) = 16.96, p < .001.  R
2 

= 0.15, F (3,175) = 10.52, p < .001. 

University of Ghana http://ugspace.ug.edu.gh



72 

 

Variables Beta SE t- value P- value 

Laissez-faire leadership behavi our (LFLB) 

 

M odel 5 

C onstant  3.00 0.05 62.63 .000 

LFLB -0.05 0.05 -1.13 .262 

Age  0.44 0.13 0.34 .732 

Interacti on  0.03 0.16 0.18 .859 

R
2 

= 0.01, F (3,175) = 0.53, p = .663 

     

C onstant  2.10 0.05 62.42 .000 

LFLB -0.06 0.05 -1.27 .204 

Area  of expertise 0.01 0.10 0.54 .920 

Interacti on  0.06 0.10 0.54 .590 

R
2 

= 0.01, F (3,175) = 0.58, p = .630 

     

C onstant  3.00 0.05 63.08 .000 

LFLB -0.06 0.05 -1.23 .222 

Educati onal  -0.18 0.11 -1.63 .106 

Interacti on  0.04 0.12 0.32 .750 

R
2 

= 0.24, F (3,175) = 1.41, p = .242 

     

C onstant  3.00 0.05 63.21 .000 

LFLB -0.06 0.05 -1.20 .232 

Years  of experience 0.24 0.13 1.81 .071 

Interacti on  -0.04 0.14 -0.31 .757 

R
2 

= 0.03, F (3,175) = 1.62, p = .187 

               

               

4.8 Summary  of key findings 

 The results indicate the use  of all the five (5) leadership behavi ours by Nurse Leaders in 

vari ous HTIs. But are m ore incline t o directive leadership, f oll owed by achievement-

 oriented. The next was supp ortive leadership f oll owed by participative and laissez-fair 

leadership behavi our was rated least. 

 The study results als o f ound significant a p ositive but m oderate c orrelati on between 

directive, participative and achievement- oriented leadership behavi ours and resp ondents 

j ob satisfacti on. Supp ortive leadership sh ows a str ong p ositive significant c orrelati on 
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with empl oyees’ j ob satisfacti on, while laissez-faire sh ows n o c orrelati on with 

empl oyees’ j ob satisfacti on. The findings partly c onfirm the hyp othesis that leadership 

behavi ours  of Nurse Leaders have an influence  on the resp ondents’ j ob satisfacti on. 

 Gender, educati onal qualificati on and place  of w ork  or instituti on were the few 

dem ographic characteristics that predicted the  outc ome variable (j ob satisfacti on). 

Supp ortive, participative and achievement- oriented leadership behavi ours predicted j ob 

satisfacti on. 

 All five task characteristics (skill variety, task identity, task significance, aut on omy and 

feedback) items have an influence  on the resp ondents’ empl oyees’ j ob satisfacti on. 

 Task characteristics m oderate the relati onship between leadership behavi ours (directive, 

participative, achievement- oriented, laissez-fair) and j ob satisfacti on. H owever, task 

characteristics m oderating the relati onship between supp ortive leadership behavi our was 

n ot significant. Hence, the hyp othesis was paritlly supp orted. 

 Years  of experience under supp ortive leadership behavi our was significant, the rest was 

n on-significant. The hyp othesis was paritlly supp orted. 
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CHAPTER FIVE 

DISCUSSI ON  OF FINDINGS 

5.0 Intr oducti on 

This chapter presents a discussi on  of the findings  of the study. Discussi ons are 

presented based  on the research  objectives.  

5.1 Perceived Leadership behavi ours  of Nurse Leaders  

Leadership is fundamental f or the success  of any instituti on. The leadership 

behavi our  of Nurse Leaders in the HTIs has varied effects  on b oth empl oyees and the 

instituti onal  outc omes. That makes it imp ortant f or Nurse Leaders in the HTIs t o ad opt 

leadership behavi ours t o fit b oth perf ormance and empl oyees j ob satisfacti on in  order t o 

achieve the instituti onal g oals. A descriptive analysis indicated that empl oyees perceived that 

their Nurse Leaders used all the five (5) leadership behavi ours (directive, supp ortive, 

participative, achievement- oriented and Laissez-faire). Leadership is dynamic and that 

explains why all the five (5) leadership behavi ours were  observed. The instituti onal 

 objectives will further determine why a particular leadership behavi our is d ominant. 

H owever, leaders sh ould be flexible with their leadership behavi ours, In effect the use  of 

different leadership behavi ours w ould impr ove instituti onal  outc omes (Ab oshaiqah et al., 

2014). Directive leadership behavi our was  often used f oll owed by achievement- oriented and 

supp ortive leadership behavi ours. The least used was participative leadership behavi our and 

laissez-faire leadership behavi our. The findings supp ort the Path-g oal leadership the ory 

which asserts that the use  of different leadership behavi ours t o suit different situati ons at 

hand w ould increase j ob satisfacti on. 
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This current study f ound directive (aut ocratic) leadership behavi our as the m ost 

pred ominately used behavi our by the Nurse Leaders as c ompared t o the  others. The finding 

is in line with the findings  of Wachira, Tanui, & Kalai (2015) wh o als o f ound that the use  of 

directive leadership behavi our by heads  of c olleges was m ore d ominant as c ompared t o the 

 other leadership behavi ours. The use  of directive leadership behavi our suggests that there are 

standard rules and pr ocedures in HTIs that empl oyees needed t o f oll ow in  order t o achieve 

the instituti onal g oals. Thus, Nurse Leader gives m ore directi ons and c ommands t o 

empl oyees with the f ocus  of getting the w ork d one t o increase perf ormance. The use  of 

directive leadership behavi our in the HTIs c ould als o be attributed t o the fact that 77.1%  of 

the resp ondents have less than 5 years  of w ork relati onship with their Nurse Leader. In that 

instance, directive leadership behavi our is necessary t o direct and guide newly recruited 

empl oyees and empl oyees wh o lack the necessary skills t o successfully execute their 

assigned task. Th ough, literature have critic the use  of directive leadership behavi our but 

then when there are newly empl oyed staff, directive leadership behavi our w ould be useful t o 

ensure tasks assigned are underst o od t o achieve instituti onal g oals within timeline. 

The current findings c ontradict the findings  of  Ofei, Sakyi, Buabeng, Mwini-

Nyaledzigb or, & Atindanbila (2014) wh o c ontended that Nurse Leaders in Ghana limits the 

use  of directive leadership behavi our. Likewise, Kib oss & Jemiry ott (2014) als o f ound a 

negative relati onship between directive (aut ocratic) leadership behavi our and teachers’ j ob 

satisfacti on. This variati on in study findings c ould be attributed t o the study settings and the 

sample p opulati on.  

This study als o f ound achievement- oriented (transacti onal) leadership behavi our was 

the next leadership behavi our used by Nurse Leaders. The finding is in line with  other 

research w orks that indicates transacti onal leadership behavi our has a p ositive impact  on 

instituti onal  outc omes (Javed, Jaffari, & Rahim, 2014; Masa’deh,  Obeidat, & Tarhini, 2016). 
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This suggests that, Nurse Leaders in the HTIs set challenging g oals with high expectati on 

that empl oyees will acc omplish desired g oals in exchange f or rewards. Nurse Leaders wh o 

ad opt achievement-  oriented leadership behavi our will  only be appreciated when the leader 

gives clear task and equally guide empl oyees t o successfully c omplete assigned task f or the 

benefit  of empl oyees and the instituti on.  

Additi onally, supp ortive and participative leadership behavi ours were als o 

m oderately practised by Nurse Leaders. This finding is in line with  other studies ( Odubuker, 

2016; Siris o okslip, Ariratana, & Ngang, 2015) wh o als o f ound a p ositive relati onship 

between supp ortive and participative leadership behavi ours and empl oyees  outc omes. This 

suggests that Nurse Leaders wh o are perceived t o ad opt supp ortive and participative 

leadership behavi ours are likely t o impr ove empl oyees’ j ob satisfacti on. This c ould als o be 

attributed t o the fact that s ome empl oyees have higher educati onal qualificati on and are 

experienced, and as such, supp ortive leadership behavi our is ideal f or leading them. 

Leadership is dynamic f or effective leadership Nurse Leaders in the HTIs sh ould ad opt m ore 

 of supp ortive and participative leadership behavi ours by creating a friendly atm osphere that 

supp orts j ob satisfacti on am ong empl oyees. G orfie and Pradesh (2017) als o c ontented that 

Nurse Leaders sh ould ad opt supp ortive and participative leadership which enc ourages 

empl oyees t o take part in decisi ons  of the instituti on s o as t o b o ost maximum results.  

Furtherm ore, laissez-faire leadership behavi our was the least practiced in this study. 

This finding is c onsistent with the findings  of Bateh (2014) wh o f ound that laissez-faire 

leadership behavi our was the least used behavi ours. This suggests that empl oyees perceived 

limited use  of laissez-faire leadership behavi our by Nurse Leaders in HTIs. This means that 

Nurse Leaders in HTIs always avail themselves in decisi  ons making, t o give supp ort t o 

empl oyees in  order t o achieve the instituti onal g oals. It will be inappr opriate f or leaders in 

HTIs t o ad opt laissez-faire leadership behavi ours since maj ority  of their sub ordinates need 
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s ome f orm  of supp ort and guidance t o effectively w ork. H owever, empl oyees wh o have 

kn owledge and expertise in their field the presence  or absence  of a leader might n ot affect 

their perf ormance.  Ofei et al. (2014) c ontended that empl oyees wh o are c ompetent  on the 

j ob w ould prefer laissez-fair leadership behavi our t o enable j ob aut on omy which w ould 

b o ost creativity and perf ormance in the  organizati on. 

The c oncept  of leadership in the educati onal instituti ons is  of great imp ortance but 

leading a team t o acc omplish instituti onal g oals and  objectives is challenging and 

demanding. Nurse Leaders in HTIs are expected t o be visi onary, inn ovative and 

kn owledgeable  on issues that w ould bring transf ormati on t o the empl oyees’ and educati onal 

instituti ons (Arr oliga, Huber, Myers, Dieckert, & Wess on, 2014). A leader needs t o identify 

and ad opt ideal leadership behavi our that is ideal f or empl oyees’ j ob satisfacti on. 

The study findings sh ow the use  of different leadership behavi ours by Nurse Leaders 

in the HTIs is c onsistent with the Path-g oal leadership the ory. Leaders have t o take part in 

the decisi on making  of the  organizati on, supp ort and guide empl oyees wh o lack the 

necessary skills  on the path  of g oal attainment. It will be inappr opriate f or Nurse Leaders in 

the HTIs t o ad opt laissez-faire leadership behavi ours since many  of the sub ordinates are new 

and will need t o w ork under the supervisi on t o acquire skills. Als o, the absence  of a leader 

in the HTIs might have a negative impact  on empl oyees and students perf ormance, which 

might have a negative c onsequence  on the training  of Nurses and Midwives and that w ould 

c onsequently affect the quality  of health in the c ountry. 

5.2 Perceived leadership behavi ours and empl oyees’ j ob satisfacti on 

 J ob satisfacti on am ong empl oyees is imp ortant; theref ore, Nurse Leaders have t o 

identify the vari ous fact ors that predict empl oyees j ob satisfacti on in  order t o enhance 

instituti onal perf ormance. Research  objective tw o s ought t o examine the relati onship 
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between leadership behavi ours and j ob satisfacti on am ong empl oyees. Descriptive statistics 

indicate a m oderate j ob satisfacti on am ong empl oyees. The finding implies that empl oyees 

 of HTIs have m oderate j ob satisfacti on. H owever, empl oyees’ sh ow higher satisfacti on  on 

the item ‘being able t o keep busy  on the j ob all the time’ while empl oyees were least 

satisfied with their w orking c onditi ons.  

In Ghana, health w orkers are faced with many challenges at their w orkplaces and that 

includes p o or w orking envir onment, p o or infrastructure, and insufficient remunerati ons 

am ong  others (Asabir, Witter, Herbst, & Dedz o, 2013; Alhassan, Beyere, Nketiah-

Amp onsah, & Mwini-Nyaledzigb or, 2017). This c ould acc ount f or the empl oyees sh owed a 

m oderate satisfacti on level am ong empl oyees. The w orking c onditi ons at the HTIs are n ot 

t otally different in  other public sect ors in the c ountry which c ould be the reas on f or similar 

findings. The study finding is c onsistent with  other studies c onducted in Ghana and  other 

parts  of the w orld (Abualrub & Alghamdi, 2012; Asamani et al., 2015; Ayivi-Guédéh ouss ou, 

2016). F or example, a study by Abualrub and Alghamdi (2012) f ound m oderate j ob 

satisfacti on levels am ong Saudi nurses. A similar study by Ayivi-Guédéh ouss ou (2016) 

f ound m oderate j ob satisfacti on am ong health w orkers (48%). The findings suggest 

empl oyees are less satisfied with their j obs. Theref ore, Nurse Leaders sh ould ad opt diverse 

leadership behavi ours t o impr ove j ob satisfacti on levels  of empl oyees. The differences in 

findings c ould be a result  of the differences in study settings and the sample p opulati on. 

The study c ompared tw o unrelated gr oups (teaching and n on- teaching) empl oyees t o 

find if  there is significant differences in h ow each gr oup perceived the leadership behavi our 

 of Nurse Leaders and its impact  on their satisfacti on. The results  of independent samples t 

test sh ow n o difference with level  of their j ob satisfacti on. Likewise, empl oyees with 

Nursing and Midwifery backgr ound was c ompared with the rest  of the empl oyees, this result 

as well sh owed n o difference in their j ob satisfacti on levels. This suggests that Nurse 
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Leaders in HTIs apply same leadership behavi our t o all empl oyees and n one  of the gr oups 

were treated differently.  

In additi on, Pears on c orrelati on analysis and the results sh ow leadership behavi ours 

(directive, supp ortive, participative and achievement- oriented) have a significant influence 

 on j ob satisfacti on. H owever, the results sh ow that laissez-fair leadership behavi our has n o 

influence  on j ob satisfacti on. This implies that leadership behavi our  of the Nurse Leaders 

has a significant impact in enhancing empl oyees’ j ob satisfacti on t o increase perf ormance in 

educati onal instituti ons (Amin, Shah, & Tatlah, 2013). This als o suggests that laissez-fair 

leadership behavi our was least practised by Nurse Leaders as c ompared t o  others. This c ould 

be attributed t o the fact that maj ority  of the empl oyees were newly recruited and needed 

s ome am ount  of guidance t o effectively execute assigned task. Thus, use  of laissez-fair 

leadership behavi our will hinder their effectiveness at w ork, l ow c onfidence level and j ob 

satisfacti on.  

The study als o f ound m oderate but significant p ositive c orrelati on between directive 

leadership behavi our and empl oyees’ j ob satisfacti on. This implies that increase use  of 

directive leadership behavi our by the Nurse Leaders in HTIs w ould lead t o a c orresp onding 

increase in empl oyees’ j ob satisfacti on. This is p ossible because m ost  of the empl oyees are 

new and when the leader uses directive leadership behavi our by making their task clear 

thr ough the pr ovisi on  of necessary guidance will enhanced empl oyees j ob satisfacti on. This 

finding affirms the asserti on  of Wachira et al. (2015) wh o argue that empl oyees’ were 

satisfied with the use  of directive leadership behavi our by the Nurse Leaders. Malik (2013) 

als o f ound a similar relati onship between directive leadership behavi our and an increase in 

empl oyees’ j ob satisfacti on.  On the  other hand, this finding c ontradicts the findings  of  Ofei 

(2014) and c olleagues f ound that staff nurses in Ghana were dissatisfied with the directive 

(aut ocratic) leadership behavi our  of their Nurse Leaders. Al onderiene and Majauskaite 
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(2015) als o f ound directive (aut ocrat) leadership behavi our has the least impact  on faculty 

j ob satisfacti on. The variati ons in study findings c ould be attributed t o the differences in the 

study settings and the samples p opulati on used in these studies.  

Similarly, the current study f ound a p ositive significant c orrelati on between 

participative, achievement- oriented and supp ortive leadership behavi ours and empl oyees’ 

j ob satisfacti on. This means that the c ombinati on  of participative, achievement- oriented and 

supp ortive leadership behavi ours w ould pr om ote j ob satisfacti on am ong empl oyees. This is 

c onsistent with  other earlier studies that dem onstrate an increased use  of a single  or a blend 

 of directive, participative, supp ortive, and achievement- oriented leadership behavi ours t o 

impr ove empl oyees’ satisfacti on (Cummings et al., 2018; Kib oss & Jemiry ott, 2014; 

K onstantin ou & Prezerak os, 2018; Tetteh & Brenyah, 2016; Wachira et al., 2015). The 

finding implies that the blend  of these leadership behavi ours by the Nurse Leaders has a 

p ositive impact  on the empl oyees’ j ob satisfacti on and which might enhance the 

perf ormance  of the empl oyees in the  organizati on. Nurse Leaders, theref ore, need t o be 

c onversant with all the leadership behavi ours s o as t o adequately utilize them when 

appr opriate. 

Furtherm ore, the study f ound a p ositive relati onship between achievement- oriented 

leadership behavi our and empl oyees j ob satisfacti on. The finding is c onsistent with Javed et 

al. (2014) wh o f ound that achievement- oriented (transacti onal) leadership behavi our leads t o 

empl oyees j ob satisfacti on. This result suggests that Nurse Leader in the HTIs wh o are 

perceived t o apply achievement- oriented leadership give rewards in exchange f or 

perf ormance. Nurse Leaders wh o practised this leadership behavi our are perceived t o have a 

c orresp onding increase in empl oyees satisfacti on.  On the c ontrary, the finding c ontradicts 

the findings  of Amin et al. (2013) wh o f ound a weak negative c orrelati on between 

transacti onal (achievement- oriented) leadership behavi our and the  overall j ob satisfacti on 
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am ong faculty members. The variati on in findings c ould be attributed t o the study settings 

and sample p opulati on.  

In additi on, the study als o f ound a p ositive relati onship between supp ortive 

leadership and j ob satisfacti on. This affirms the findings  of Siris o okslip et al. (2015) and 

Tatlah & Iqbal (2013) wh o emphasized the use  of relati onal leadership behavi ours t o 

enhance empl oyees’ j ob satisfacti on, staff retenti on and  organizati onal perf ormance. This 

suggests that the Nurse Leaders sh ould inspire and m otivate their empl oyees’ by pr oviding a 

friendly w orking envir onment t o b o ost empl oyees’ j ob satisfacti on and further increase 

perf ormance. The path-g oal the ory stressed that leaders have t o eliminate undesirable 

c onditi ons t o increase c onnfidence and supp ort t o enhance empl oyees effectiveness.   

The results  of study als o sh ow that laissez-faire leadership behavi our has n o 

c orrelati on with empl oyees’ j ob satisfacti on as c ompared t o  others. This finding sh ows that 

laissez-faire leadership behavi our d oes n ot influence empl oyees’ j ob satisfacti on. While this 

current study f ound n o c orrelati on between laissez-faire leadership behavi our and 

empl oyees’ j ob satisfacti on, Asrar-ul-Haq and Kuchinke (2016) f ound laissez-faire 

leadership behavi our had a negative c orrelati on with empl oyee j ob satisfacti on which this 

finding was als o supp orted by the findings  of G orfie and Pradesh (2017). Meanwhile, Ali 

and Dahie (2015) f ound a p ositive significant c orrelati on between laissez-faire leadership 

behavi our and empl oyees’ j ob satisfacti on. This implies that depending  on the situati on and 

settings laissez-faire leadership behavi our c ould be used t o achieve results. When empl oyees 

have kn owledge and expertise in their field, the use  of laissez-faire might have less impact 

 on their satisfacti on and j ob perf ormance. The differences in study findings c ould be 

attributed t o the differences in study settings and samples used f or the study. Previ ous studies 

have f ound supp ortive (transf ormati onal) and participative (dem ocratic) leadership 

behavi ours as the ideal  or m ost effective f or empl oyees’ effectiveness, but then leadership is 
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dynamic hence the use  of  one leadership behavi our might n ot c onstantly lead t o satisfacti on. 

As a result, it is imperative f or leaders t o c onstantly ad opt leadership behavi ours that w ould 

have a c orresp onding increase in satisfacti on and instituti onal  outc omes.  

5.3 Resp ondents characteristics that predict j ob satisfacti on 

The  objective three  of this study was t o investigate fact ors that predict j ob satisfacti on 

am ong empl oyees. The results  of the study revealed that few empl oyee dem ographics 

characteristics (gender, basic qualificati on, instituti on/ place  of w ork and years  of w orking 

experience) c ontributed significantly t o the regressi on m odel. H owever, gender, 

qualificati on and place  of w ork significantly predicted j ob satisfacti on in the m odel. The 

findings is c onsistent with earlier studies which have sh own that dem ographics have a 

predictive effect  on j ob satisfacti on (Rapti & Karaj, 2012; Suresh et al., 2015). F or instance, 

Fatima (2015) f ound that age and gender can predict j ob satisfacti on am ong empl oyees. 

Likewise, Tabatabaei et al. (2013) f ound sex, age and educati on as affecting j ob satisfacti on. 

The study findings implies that, female are less likely t o be satisfied as c ompared t o their 

males c olleagues in the HTIs. The frequencies  on gender indicated that males are the 

maj ority 59.2% (n = 103) and female are 40.8% (n= 73) suggesting that there are m ore males 

w orking at the HTIs which is a field  of academia c ompared t o their females c olleagues. This 

c ould als o suggest that males easily adapt changes in their w ork envir onment as c ompared 

t o their females c ounterparts. The study als o f ound that empl oyees w orking at the Nursing 

Training Instituti ons (NTC) are less likely t o be satisfied. This c ould suggest that Nurse 

Leaders at NTC have n ot created the enabling envir onment t o m otivate empl oyees j ob 

satisfacti on as c ompared t o their c ounterparts at the Midwifery Training Instituti ons. 

Furtherm ore, the study als o f ound empl oyees wh o have higher educati onal qualificati on 

are less likely t o be satisfied as c ompared t o th ose with l ower educati onal qualificati on. This 
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means that empl oyees have acquired higher kn owledge and very c onversant with duties and 

resp onsibilities, the use  of directive leadership behavi our and achievement- oriented 

leadership behavi our will n ot be necessary. Nurse leaders in the HTIs need t o c onversant 

with the leadership behavi ours and apply leadership behavi our that is appr opriate bearing in 

mind sub ordinates characteristics t o enhance empl oyees’ j ob satisfacti on and perf ormance. 

The Path-g oal the ory asserts that a leader can apply any  of the leadership behavi our 

depending  on tw o c ontingent fact ors, that envir onment in which the empl oyee will perf orm 

the w ork and the individual characteristics. Each individual has a unique characteristic which 

makes it c omplex but then effective leaders are able t o identify all p ossible fact ors that might 

impede empl oyees’ j ob satisfacti on and j ob perf ormance.  

The findings  of the current study are c ontrary t o Du ong et al. (2014) wh o f ound n o 

predictive effects  of dem ographics  on empl oyees j ob satisfacti on. Sakiru and c olleagues 

(2018) wh o studied the effects  of dem ographic characteristics  on j ob satisfacti on in 

Malaysia had similar findings. There are differences in the  outc omes  of results the variati ons 

c ould be attributed t o the different study settings and sample p opulati on.  

H owever, h olding c onstant dem ographic characteristics, supp ortive, participative and 

achievement- oriented leadership behavi ours significantly c ontributed t o the m odel. This 

implies that leadership behavi ours can predict j ob satisfacti on, this finding is c onsistent with 

Asamani et al. (2015) wh o als o identified that leadership behavi ours can predict j ob 

satisfacti on. The findings suggest that an increase use  of  one  or a blend  of supp ortive, 

achievement- oriented and participative leadership behavi ours w ould p ositively c ontribute t o 

j ob satisfacti on. Leadership is ev olving due t o fact ors such as techn ol ogy and gl obalizati on, 

and sticking a particular leadership behavi our will n ot be ideal in all situati ons. Leaders have 

t o c onstantly ad opt leadership behavi our depending  on the c ontext f or maximum results. 
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5.4 Task characteristics and j ob satisfacti on 

Research  objective f our s ought t o examine the relati onship between task characteristics 

and j ob satisfacti on. Pears on c orrelati on analysis sh ows that task characteristics have an 

influence  on the empl oyees’ j ob satisfacti on.  Other earlier studies have sh own a p ositive 

relati onship between task characteristics and empl oyees’ j ob satisfacti on (Andrew et al., 

2016; Hauff, Richter, & Tressin, 2015). This study results indicated a p ositive c orrelati on 

between the five (5) c ore task characteristics (skill variety, task identity, task significance, 

j ob aut on omy and j ob feedback) with empl oyees’ j ob satisfacti on. This findings is 

c ongruent with the findings  of  Hamid (2017). The review  of Andrew et al. (2016) als o 

indicated that task characteristics have relati on with empl oyees j ob satisfacti on. This 

suggests that Nurse Leaders in HTIs clearly defined task bef ore the task is assign t o 

empl oyees it d oes n ot matter the kind leadership behavi our the leader apply afterwards but 

empl oyees’ with be satisfied with their j ob. H owever, empl oyees wh o lack the expertise  or 

wh ose task are ambigu ous will need a well-defined and effective leadership behavi our t o 

guide them t owards a successfully c ompleti on  of a task.  

The study indicates a p ositive but weak c orrelati on between task identify and j ob 

satisfacti on which was supp orted by the findings  of Hadi and Adil (2010). This implies that 

task identity have an influence  on empl oyees’ j ob satisfacti on. Th ough the result had weak 

c orrelati on but then it indicated a p ositive c orrelati on with j ob satisfacti on. The result 

indicates that Nurse Leaders in HTIs gives chance t o empl oyees t o perf orm task fr om start 

t o the final c ompleti on  of the task which lead t o increase level  of j ob satisfacti on. This 

creates understanding and the empl oyee will b o ost j ob satisfacti on than perf orming the task 

in parts.  

The study als o indicates a p ositive but weak c orrelati on between skill variety and task 

significance with j ob satisfacti on. This finding is supp orted by the findings  of ( Ozturk et al., 
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2014) wh o indicated that the use  of different talents  or skills by an empl oyee t o perf orm a 

particular and als o rec ognising the c ontributi on  of each empl oyee in the  organizati on w ould 

impr ove j ob satisfacti on and perf ormance. The finding suggests that empl oyees in the HTIs 

apply varied skills t o successfully perf orm task assign t o them and are rec ognised f or their 

eff ort. Empl oyees need t o apply different skills t o train nurses f or the j ob market and Nurse 

Leaders in the HTIs have t o supp ort and rec ognize the c ontributi ons  of team members. The 

results might help t o impr ove and b o ost empl oyees’ j ob satisfacti on and increase 

instituti onal perf ormance. 

Additi onally, the study revealed that task aut on omy and feedback have a p ositive but 

m oderate c orrelati on with j ob satisfacti on. This findings is c onsistent with the findings  of 

Zha o, Ghiselli, Law, and Ma (2016). This implies that empl oyees in the HTIs are given s ome 

am ount  of freed om  or independence t o perf orm their duties and are satisfied with their j ob. 

Nurse leader in the HTIs need t o pr ovide s ome level  of task aut on omy t o empl oyees and 

that w ould give them the sense  of c onfidence t o make decisi ons and schedule their w ork 

c onsequently, they will be m otivated. The result als o indicated that empl oyees in the HTIs 

are given feedback after task c ompleti on. Th results suggest that building effective 

interacti on  or c ommunicati on systems within the HTIs is an other  opp ortunity t o impr ove 

j ob satisfacti on and effective c ommitment. Nurse Leaders have t o effectively c ommunicate 

feedbacks t o empl oyees c oncerning the  outc omes  of their task and that is fundamental t o the 

success  of the HTIs. C ommunicati on helps in building g o od relati onship am ong team 

members t o c ollectively attain the instituti onal g oals and  objectives. While p o or 

c ommunicati on  of feedback might t o lead t o l ow satisfacti on.  

F or the success  of the HTIs, task sh ould be well designed in a way that the empl oyees 

have a right t o decide w ork schedules  or j ob-related pr oblems. Thus, when tasks are been 

assigned t o empl oyee, and s ome degree  of aut on omy in carrying  out the task, this might 
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make empl oyees have active attitudes and resp onsibilities t oward their j obs. Empl oyees are 

resp onsible f or task assign t o them but then the task sh ould be clearly defined. Effective 

feedback is als o necessary t o enhance j ob satisfacti on and g oal attainment. Effective 

feedback ab out the  outc ome  of the perf orm task is imp ortance t o help impr ove  on the next 

 or future task.  

5.5 M oderat or effects  of task characteristics and sub ordinates characteristics the 

relati onship between leadership behavi ours and j ob satisfacti on 

The fifth  objective was t o examine whether task characteristics and sub ordinates 

characteristics m oderate the relati onship between leadership behavi ours and j ob satisfacti on. 

M oderati on analysis was perf ormed and results revealed that task characteristics m oderated 

the relati onship between directive, participative, achievement- oriented and laissez-fair 

leadership behavi ours and j ob satisfacti on. This findings is in line with the findings  of  

(Awan, Zaidi, & Bigger, 2008; H ouse, 1971). H owever, there is n o m oderating effect  of task 

characteristics  on the relati onship between supp ortive leadership behavi our and j ob 

satisfacti on. This finding suggests that when task are explicit t  o empl oyees, the use  of 

directive, participative, achievement-  oriented  or laissez-faire leadership behavi ours by 

Nurse Leaders, it will n ot affect their j ob satisfacti on level  or perf ormance. This result 

suggested that empl oyees wh o rated high f or task characteristic under laissez-fair leadership 

behavi our are th ose wh ose task are well structured, and needed minimal  or n o instructi on t o 

perf orm their task. As a result, presence  or absence  of their Nurse Leaders will n ot affect 

their j ob satisfacti on  or task perf ormance. H owever, empl oyees wh o lack the necessary 

skills t o perf orm task will need the directi on  of a leader. Theref ore, the use  of laissez-faire 

leadership behavi our will have a negative impact  on j ob satisfacti on and task perf ormance. 

Th ough laissez-fair leadership behavi our is n ot a c onstruct  of the the ory but then it sh ows a 

p ositive c ontributi on t o the m odel. This den otes that leadership is ev olving hence the need 
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t o identify and ad opt a behavi our that fit f or empl oyee j ob satisfacti on and task 

perf ormance. 

C ontrary, t o the findings  of D owney, Sheridan, & Sl ocum (2019) wh o f ound task 

characteristics have n o m oderat or effect  on the relati onship between leadership behavi ours 

and j ob satisfacti on. This variati on in the study findings c ould be attributed t o difference in 

study settings and the sample characteristics. 

Again, the study result indicated that years  of experience between ab ove 10 years 

under supp ortive leadership behavi our was significant. H owever, the results further indicated 

that resp ondents ab ove 10 years  of w ork experience are likely t o be satisfied when the Nurse 

Leader ad opts supp ortive leadership behavi our. Empl oyees with w ork experience  of 10 

years and ab ove have exhibited s ome level  of j ob satisfacti on when Nurse Leader applied 

supp ortive leadership behavi our. This suggests that empl oyees wh o have w orked f or many 

years might have reached the peck  of their career and had en ough experience at w ork with  or 

with out directi on c ompared t o th ose bel ow 10 years  of w ork experience. With  or with out 

the supp ort  of a leader, task will be perf ormed and there will be minimal backlash in their 

interacti on with their leader, such empl oyees need s ome level  of aut on omy t o be effective. 

Nurse leaders need t o ad opt different leadership behavi ours t o impr ove j ob satisfacti on 

am ong empl oyees. 

Acc ording t o Path g oal the ory, tw o c ontingent fact ors m oderate the relati onship 

between leadership behavi our and j ob satisfacti on. The the ory asserts that when tasks are 

clearly defined due t o the repetitive nature, any attempt t o use directive leadership behavi our 

w ould result in l ow satisfacti on and in such instances, supp ortive leadership w ould be the 

ideal leadership behavi our t o use. H owever, when task is dissatisfying t o the sub ordinate, 

directive leadership w ould be effective f or task achievements. Leaders will apply a particular 

leadership behavi our depending  on the characteristics  of the sub ordinates. J ob satisfacti on is 
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imp ortant because empl oyees wh o are satisfied can perf orm as c ompare t o empl oyees wh o 

are less satisfied. Creating friendly w orking envir onment f or empl oyees t o w ork w ould 

impr ove j ob satisfacti on,  organizati on c ommitment and  organizati onal perf ormance. 

Th ough several studies have used Path g oal the ory, few have rep orted  on the 

m oderat or variables and th ose few did n ot supp ort the the ory. These variati ons c ould be 

attributed t o the fact that several t o ols are ad opted t o measure the variables. In these 

variati ons, there is s ome degree  of certainty in the argument that different leadership 

behavi ours are necessary depending  on the situati on (task and sub ordinates characteristics) 

t o enhance empl oyees’ j ob satisfacti on and perf ormance. 

5.6  Effectiveness of the Model Used for this study 

The Path goal model have indicated the use of varied leadership behaviour 

considering other contigent factors needed in order to achieve maximum outcomes. The 

findings of this study have shown that Nurse leaders in the HTIs practise diverse leadership 

behaviours, but are more inclined to directive (autocratic) leadership. A Leader have to adopt 

a specific leadership behaviour depending on the situation and subordinates expertise for goal 

attainment. This current study findings found the model useful and the findings support the 

use of this model in other field of studies.  

5.7 Summary  of Discussi on  

The study f ound the use  of all five leadership behavi ours by Nurse Leaders but m ore 

inclined t o directive leadership behavi our. Als o, laissez-faire leadership behavi our was least 

practised. Leadership is dynamic and Nurse Leaders in the HTIs needs t  o be kn owledge  on 

leadership behavi our and when t o apply t o impr ove empl oyees’ j ob satisfacti on and 

instituti onal perf ormance. Gender, educati onal qualificati on and instituti on/ place  of w ork 
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significantly predicted j ob satisfacti on am ong empl oyees. Task characteristics have a 

p ositive significant c orrelati on with empl oyees’ j ob satisfacti on. Again, task characteristics 

m oderated the relati onship between directive, participative, achievement- oriented and 

laissez-faire leadership behavi ours and j ob satisfacti on. Finally, years  of experience 

m oderated the relati onship between supp ortive leadership behavi our and j ob satisfacti on. 
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CHAPTER SIX 

SUMMARY, IMPLICATI ONS, LIMITATI ONS, C ONCLUSI ON AND 

REC OMMENDATI ONS 

6.0 Intr oducti on 

The chapter presents a summary  of the study, the findings and c onclusi on. It als o 

 outlines the implicati ons, limitati on and rec ommendati ons f or p olicies ref orms and further 

research. 

6.1 Summary  

Nursing leadership in educati onal instituti ons has been a subject  of interest  over the 

past decades. The c oncept  of leadership is c onv oluted and envel oping as the w orld is 

changing. In the wake  of these changes, the leadership r oles  of the Nurse Leader in the HTIs 

have als o changed significantly. The educati onal instituti ons need effective leadership t o 

m ove al ong with the changes f or the success  of the empl oyees and the instituti ons. This 

study expl ores the leadership behavi ours  of Nurse Leaders and the influence  of these 

behavi ours  on empl oyees’ j ob satisfacti on in the Health Training Instituti ons in the Upper 

West Regi on using the Path-g oal leadership the ory as the  organizing framew ork. 

The study empl oyed a cr oss-secti onal survey design t o c ollect data fr om a sample  of 

179 empl oyees in the seven HTIs in the Upper West Regi on  of Ghana. A structured 

questi onnaire was used f or the data c ollecti on. The questi onnaire was divided int o f our 

secti ons which c over the s oci o-dem ographic characteristics, the leadership characteristics  of 

the Nurse Leaders, empl oyees’ j ob satisfacti on and j ob characteristics. Statistical Package 

f or S ocial Science (IBM SPSS) versi on 22 was used t o analyse data. Descriptive statistics 

such as mean, standard deviati on, frequencies and percentages was used t o measure the 
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central tendency and the results presented in Tables. An independent samples t test results 

f ound n o differences between the tw o unrelated gr oups  of empl oyees. Pears on pr oduct-

m oment c orrelati on and multiple regressi on analysis were used t o determine the extent t o 

which Nurse Leader leadership behavi ours predicted empl oyees’ j ob satisfacti on. 

M oderati on analysis was perf ormed t o establish the m oderat or effect  of task characteristics 

and sub ordinates characteristics  on the relati onship between leadership behavi our and j ob 

satisfacti on. 

The findings indicate that Nurse Leaders in the HTIs used varying leadership 

behavi ours depending  on the situati on. H owever, Nurse Leaders used m ore  of directive 

(aut ocratic) leadership behavi our than the  other leadership behavi ours. This was f oll owed by 

achievement- oriented (transacti onal) leadership behavi our, then supp ortive and participative 

leadership behavi ours while laissez-faire leadership behavi our was least practised.  

Empl oyees exhibited m oderate levels  of j ob satisfacti on. Empl oyees’ h owever, 

sh owed higher satisfacti on with them being able t o keep busy  on the j ob all the time and 

were least satisfied with their w orking c onditi ons. The study f ound m oderate but significant 

p ositive c orrelati on between directive, participative, achievement- oriented leadership 

behavi ours and empl oyees’ j ob satisfacti on. Meanwhile, supp ortive leadership sh ows a 

significant str ong p ositive c orrelati on with empl oyees’ j ob satisfacti on.  On the  other hand, 

laissez-faire has n o c orrelati on with empl oyees’ j ob satisfacti on. 

The results  of multiple regressi on analysis indicated gender, educati onal qualificati on 

and instituti on/ place  of w ork significantly predicted j ob satisfacti on am ong empl oyees. 

Als o, this current study f ound that leadership behavi ours (supp ortive, participative and 

achievement- oriented) predicted j ob satisfacti on. Als o, the results  of Pers on c orrecti on 

indicated a p ositive c orrelati on between task characteristics and empl oyees j ob satisfacti on.  
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A m oderati on analysis indicates a significant interacti on effect between task 

characteristics (directive, participative laissez-faire and achievement- oriented) and leadership 

behavi ours  on j ob satisfacti on. H owever, the study f ound n on-significant m oderat or effect 

between task characteristics and supp ortive leadership behavi our  on j ob satisfacti on. 

The study findings were discussed based  on the  objectives  of the study. M ost  of the 

study findings were in line with previ ous study findings.    

6.2 Implicati on f or using the Path-g oal the ory  

 Path-G oal Leadership the ory was the  organising framew ork. The findings  of this study 

sh ow that Nurse Leaders practised all the leadership behavi ours which are c onsistent with 

the Path-g oal leadership the ory. These different leadership behavi ours are required f or the 

attainment  of empl oyees’ j ob satisfacti on in the c ontext  of educati onal instituti ons.  

 The use  of Path-g oal leadership the ory was useful in expl oring  the leadership 

behavi ours  of Nurse Leaders in the vari ous Training Instituti ons and its influence  on 

empl oyees’ j ob satisfacti on. This current study finding backs the use  of directive and 

achievement- oriented leadership behavi ours as c ompared t o  other leadership behavi ours. 

6.3 Implicati on  of the study f or Nursing Administrati on 

The results  of this study have f ound that the use  of varied leadership behavi ours lead 

t o diverse results, which suggest that n o single leadership behavi our is ideal f or all 

situati ons. F or instance, directive, achievement- oriented, supp ortive and participative has a 

significant influence  on empl oyees’ j ob satisfacti on, which implies that these leadership 

behavi ours have an influence  on empl oyees’ j ob satisfacti on.  On the  other hand, laissez-

faire has n o c orrelati on with j ob satisfacti on indicating that laissez-faire leadership has n o 
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influence  on empl oyees’ j ob satisfacti on. Supp ortive, participative and achievement-

 oriented significantly predicts empl oyees’ j ob satisfacti on.  

These findings suggests the need f or Nurse Leaders t o have kn owledge  on leadership 

behavi ours which will aid them t o c ontinual by m odify and create a c onducive w orking 

atm osphere f or the  organizati onal  outc omes (j ob satisfacti on). Th ough a significant number 

 of Nurse Leaders were said t o have training in leadership, they still practised directive 

(aut ocratic) leadership which is n ot used in  other parts  of the w orld. Hence, there is an 

essential need f or Nurse Leaders t o have leadership training pri or t o  or immediately after 

their app ointment in the p ositi on.  

The practical implicati on  of this study is f or Nurse Leaders t o f ocus  on increasing 

the levels  of j ob satisfacti on  of their empl oyees by defining their r ole as leaders, 

dem onstrating leadership behavi ours and acquiring certain leadership behavi ours. Leadership 

behavi ours effectiveness increases when the behavi our is applied appr opriately f or certain 

situati ons. This means that Nurse Leaders sh ould devel op their leadership skills and adjust 

their leadership behavi our acc ording t o the situati on and the g oals they are trying t o achieve. 

6.4 Implicati on f or Nursing Educati on 

The study f ound leadership as an essential c oncept that can be taught at all levels  of 

nursing educati on t o prepare students int o leadership al ong with the career. The curriculum 

sh ould be regularly updated t o fit the current leadership behavi our suitable in the Ghana 

c ontext.  

6.5 The limitati ons  of the study  

The limitati ons  of the study include the research meth od ol ogy. The study used 

questi onnaire f or data c ollecti on that was based  on the rating, and it might n ot c ompletely 
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reflect the exact views  of resp ondents, th ough resp ondents were asked t o be  objective as 

p ossible in filling  out the questi onnaire. 

The  other limitati on  of the study is c onvenience sampling technique and sample size. 

This n otwithstanding, the results  of this study are c ongruent with  other earlier findings in 

literature. Theref ore, this study finding cann ot be generalized t o  other HTIs. 

6.6 C onclusi on  

The the ory used f or the study was able t o address the study  objectives. The study 

f ound the use  of all five leadership behavi ours by Nurse Leaders. This current study supp orts 

the use  of directive and achievement leadership behavi ours. Empl oyees exhibited 

m oderati on level  of j ob satisfacti on. Gender, educati onal qualificati on and instituti on/ place 

 of w ork significantly predicted j ob satisfacti on am ong empl oyees. Whereas, supp ortive, 

participative and achievement- oriented leadership behavi ours. The study f ound a p ositive 

significant c orrelati on between task characteristics and empl oyees’ j ob satisfacti on. The 

study als o f ound that task characteristics m oderated the relati onship between directive, 

participative, achievement- oriented and laissez-faire leadership behavi ours and j ob 

satisfacti on. Finally, years  of experience m oderated the relati onship between supp ortive 

leadership behavi our and j ob satisfacti on. 

Nurse Leaders sh ould ad opt varied leadership behavi ours that will fit b oth task 

perf ormance and empl oyees effectiveness. The leadership behavi ours  of Nurse Leaders 

sh ould create an enabling envir onment f or empl oyees t o w ork and t ogether t o train student 

nurses and achieve the instituti onal g oals.  
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6.7 Rec ommendati ons 

Based  on the study findings, the f oll owing rec ommendati ons are made t o the Health 

Training Secretariat, the vari ous Health Training Instituti ons and Researchers. 

6.7.1 Health Training Secretariat 

Heath Training Secretariat sh ould; 

1.  Organize in-service training pr ogrammes  on Management and Leadership skills 

2. Review and implement the p olicy  of empl oyees’ m otivati on 

3. Review and impr ove the system f or pr om oti on and career devel opment as a way  of 

m otivating empl oyees. 

6.7.2 Training instituti ons 

Rec ommendati ons t o the vari ous training instituti ons are as f oll ow: 

1. Nurse Leaders sh ould have kn owledge  on leadership behavi our and its implicati on t o 

the empl oyees and the instituti on. 

2. Nurse Leaders sh ould practice different leadership behavi ours t o impr ove 

empl oyees’ j ob satisfacti on. 

3. Nurse Leaders sh ould get adequate training in leadership skills bef ore assuming 

leadership p ositi ons in the training instituti ons.  

6.7.3 Nurse Researchers  

1. Researchers in the field  of leadership, human res ource and administrati on sh ould 

c onsider repeating the study in  other regi ons and sect ors in Ghana t o pr ovide a 

h olistic view  on the subject using the mixed meth od appr oach. 
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APPENDICES 

 

UNIVERSITY  OF GHANA  

SCH O OL  OF NURSING AND MIDWIFERY 

RESEARCH QUESTI ONNAIRE F OR EMPL OYEES  OF NURSING/MIDWIFERY 

TRAINING C OLLEGES 

Dear Resp ondent,  

This questi onnaire is f or a research study ab out ‘The influence  of leadership behavi ours 

 on empl oyees' j ob satisfacti on in the Health Training Instituti ons in the Upper West 

Regi on’. It is purely f or academic purp oses and y our resp onses shall be kept in c onfidence. 

H owever, y ou can withdraw fr om the study even th ough y our participati on is much valued 

and appreciated. Kindly take time t o h onestly fill  out this questi onnaire. Thank y ou. 

SECTI ON A: Dem ographic Characteristics  

1. Age:  

a. 20-25 years [  ] b. 26-30years  [  ] c. 31-35years  [  ] 

d.   36-40 years [  ] e. 41-45 years  [  ] f. >45 years  [  ] 

2.  Gender:     a. M     [  ]       b. F  [  ] 

3. Pr ofessi on:  

a. Nurse  [  ] b. Midwife  [  ] c. Driver  [  ] 

e. Nutriti on [  ] e. Disease C ontr ol [  ] f. Administrat or [  ] 

g. Acc ountant [  ]   h. Acc ount  officer [  ] i. Librarian  [  ] 

j. Cleaner [  ] k. St ore keeper [  ] l. Security  [  ] 

m. Caterer  [  ] n. Inf o. Tech.  [  ]  o.  Others (Specify): ……. 

4. Qualificati on:  

a. Masters [  ] b. First Degree  [  ] c. HND  [  ] 

d.  Dipl oma  [  ] e. WAECE  [  ] f. BECE  [  ] 

g.  N one  [  ] h.  Others (specify): ………………………………… 

5. Name  of Instituti on: 

a. NTC, Wa [  ] b. NTC, Lawra [  ] c. NTC, Jirapa  [  ] 

d.  MTC, Jirapa [  ] e. CNT, Jirapa  [  ] f. MTC, Nand om [  ] 

g. MTC, Tumu [  ] 

6. F or h ow l ong have y ou being w orking?  

a.  <I year [  ] b. 1-5 years  [  ] c. 6-10 years  [  ] 

d. 11-15 years [  ] e. 16- 20 years  [  ] f. >20 years  [  ] 

7. H ow l ong have y ou w orked with the nurse leader? 

a. < 1 year [  ] b. 1-2 years  [  ] c. 3– 4 years  [  ] 

d.  4– 5years [  ] g. 6 – 7 years  [  ] h. >7years  [  ] 

8. Educati onal backgr ound  of y our nurse leader: 

a. Masters           [  ] b. Degree  [  ]  Others (specify): ……… 

9. Have y our nurse leader had training in leadership?  

a.  Yes            [  ] b. N o   [  ] c. I d on’t kn ow [  ] 

10. H ow l ong the leader has been in leadership p ositi on? 

a. <1 year [  ] b. 1-5 years  [  ] c.6-10 years  [  ] 

d. 11-15 years [  ] e. 16- 20 years  [  ] f. >20 years  [  ] 
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Secti on B: Leadership behavi ours 

Instructi ons: The term Nurse Leader represents the head  of instituti on. The table pr ovides a 

descripti on  of y our Nurse Leader’s leadership behavi our.  Kindly, tick (√) h ow frequently 

each statement fits y our Nurse Leaders leadership behavi our and be  objective in y our 

resp onses. There is n o right  or wr ong answers. 

Key: 1 = n ot at all, 2 =  once in a while, 3 = s ometimes, 4 = fairly  often, 5 = frequently, if n ot 

always. Tick the m ost appr opriate answer 
N 

o.  

 

Statement  

Resp onse  

1 2 3 4 5 

 Directive   

1. The Nurse Leader lets sub ordinates kn ow what is expected  of them      

2 The Nurse Leader inf orms sub ordinates ab out what needs t o be d one and h ow it needs t o be 

d one.  

     

3 The Nurse Leader asks sub ordinates t o f oll ow standard rules and regulati ons.         

4 The Nurse Leader explains the level  of perf ormance that is expected  of sub ordinates.                                 

5 The Nurse Leader gives vague explanati ons  of what is expected  of sub ordinates  on the j ob      

 Supp ortive   

6 The Nurse Leader maintains a friendly w orking relati onship with sub ordinates.      

7 The Nurse Leader d oes little things t o make it pleasant t o be a member  of the gr oup.       

8 The Nurse Leader says things that hurt sub ordinates’ pers onal feelings.       

9 The Nurse Leader helps sub ordinates  overc ome pr oblems that halt them fr om carrying  out 

their tasks. 

     

10 The Nurse Leader behaves in a manner that is th oughtful  of sub ordinates’ pers onal needs.       

 Participative   

11 The Nurse Leader c onsults with sub ordinates when facing a pr oblem      

12 The Nurse Leader listens receptively t o sub ordinates ideas and suggesti ons.      

13 The Nurse Leader act with out c onsulting my sub ordinates.        

14 The Nurse Leader asks f or suggesti ons fr om sub ordinates c oncerning h ow t o carry  out 

assignments. 

     

15 The Nurse Leader asks sub ordinates f or suggesti ons  on what assignments sh ould be made       

 Achievement- oriented leadership behavi our  

16 The Nurse Leader let sub ordinates kn ow that he/she expects them t o perf orm at their highest 

level. 

     

17 The Nurse Leader set g oals f or sub ordinates’ perf ormance that are quite challenging.       

18 The Nurse Leader enc ourages c ontinual impr ovement in sub ordinates’ perf ormance.        

19 The nurse leader sh ows d oubts ab out sub ordinates’ ability t o meet m ost  objectives      

20 The Nurse Leader c onsistently set challenging g oals f or sub ordinates t o attain.         

 Laissez-Faire  leadership behavi our         

1 The Nurse Leader av oids getting inv olved when imp ortant issues arise      

2 The Nurse Leader is absent when needed      

3 The Nurse Leader av oids making decisi ons       

4 The Nurse Leader delays resp onding t o urgent questi ons      
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Secti on C: Task Characteristics 

Instructi on: Please, indicate by ticking (√) h ow best each statement best fit y our j ob 

descripti on 

Key 1= Inaccurate, 2=M ostly Inaccurate, 3= Accurate, 4=M ostly Accurate, 5=Very 

Accurate.  

Tick the m ost appr opriate answer 

N0. Statement  1 2 3 4 5 

 Skill variety  

1 The task requires using a variety  of skills and talents.      

2 The task inv olves d oing a number  of different tasks      

 Task identity  

3 The task inv olves c omplete task fr om start t o finish.       

4 The task pr ovides the chance t o c ompletely finish the pieces  of w ork I 

began. 
     

 Task significance  

5 The task itself is n ot very significant  or imp ortant in the br oader scheme  of 

things. 
     

6 The result  of my j ob is likely t o significantly affect the lives  or wellbeing  of 

 other pe ople. 
     

 Aut on omy  

7 The task gives me a c onsiderable  opp ortunity f or independence and 

freed om in h ow I d o the j ob. 
     

8 This task permits me t o decide  on my  own  on h ow t o g o ab out d oing the 

w ork 
     

 Feedback  

9 The supervis ors and c o-w orkers  on this j ob alm ost never give me any 

"feedback” ab out h ow well I am d oing in my w ork. 
     

10 Supervis ors  often let me kn ow h ow well they think am perf orming the j ob.      

11 The task itself pr ovides very few clues ab out whether  or n ot I am 

perf orming 
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Secti on D: J ob satisfacti on 

Instructi on: Kindly indicate by ticking (√) in the appr opriate b ox the extent t o which each 

statement fit in y our descripti on. 

Key: 1=N ot Satisfied, 2=S omewhat Satisfied, 3= Satisfied, 4=Very Satisfied, 5 = Extremely 

Satisfied. Tick the m ost appr opriate answer 

N o.  Statement  Resp onse 

1 2 3 4 5 

 Intrinsic   

1 Being able t o keep busy  on the j ob all the time      

2 The chance t o w ork al one  on the j ob      

3 The chance t o d o different things fr om time t o time      

4 The chance t o be ‘s omeb ody’ in the sch o ol      

5 Being able t o d o things that d on’t g o against my c onscience       

6 The way my j ob pr ovides f or steady empl oyment       

7 The chance t o d o things f or  other pe ople      

8 The chance t o tell pe ople what t o d o       

9 The chance t o d o s omething that makes use  of my abilities       

10 The freed om t o use my  own judgment       

11 The chance t o try my  own meth ods  of d oing my j ob       

12 The feeling  of acc omplishment I get fr om the j ob      

 Extrinsic   

13 The way my b oss handles his/her w orkers       

14 The c ompetence  of my supervis or in making decisi ons       

15 The c ompany p olicies are put int o practice       

16 My pay and the am ount  of w ork I d o      

17 The chances  of advancement  on the j ob       

18 The w orking c onditi ons      

19 The way my c o-w orkers get al ong with each  other      

20 The praise I get f or d oing a g o od j ob      

 

THANK Y OU F OR C OMPLETING THE QUESTI ONNAIRE 
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C ONSENT F ORM  

Title: The influence  of leadership behavi ours  on empl oyees' j ob satisfacti on in the Health Training Instituti ons in the Upper 

West Regi on. 

Principal Investigat or: Amina Nkacheba Abu 

Address: Sch o ol  of Nursing and Midwifery 

P. O. B ox LG43 

University  of Ghana, Leg on 

General Inf ormati on ab out Research  

I am a sec ond year MPhil. Nursing student at the University  of Ghana-Leg on and c onducting a study  on leadership 

behavi ours  of Nurse Leaders in the Nursing Training Instituti ons and its influence  on empl oyees’ j ob satisfacti on.  It is 

basically f or academic purp oses, inf ormati on gathered will help identify the challenges  of leadership, empl oyees’ j ob 

satisfacti on and pr oductivity and h ow t o address these challenges in  order t o impr ove empl oyees’ perf ormance. 

Y ou have been selected t o take part in the study.  H owever, y our participati on is v oluntary.  

If y ou agree t o participate, y ou will sign tw o c opies  of this c onsent f orm t o c onfirm y our participati on and answer 

questi ons regarding the study which will take ab out 20-30 minutes  of y our time.  

P ossible Risks and Disc omf orts 

The study may inv olve minimal risk. H owever, if y ou enc ounter any disc omf ort during the time  of c onsenting and data 

c ollecti on, y ou are free t o take a break and c ontinue later  or dr op fr om the study. 

P ossible Benefits 

Y ou will n ot receive a direct benefit fr om the study. H owever, the findings fr om the study will help t o create  opp ortunities 

t o attract and retain empl oyees by devel oping and strengthening the leadership behavi our t o effectively leader f oll owers t o 

achieve the desired  outc omes.  

C onfidentiality 

In  order t o ensure that n o b ody identifies y ou thr ough the inf ormati on pr ovided, y our name will n ot be rec orded. The 

c onsent f orm will be given c ode, all inf ormati on y ou pr ovides will n ot be kn own t o any one rather than the research team 

(researcher, supervis or and research assistance). After the study data will be safely kept in the researcher’s  office f or a 

peri od  of five years under a passw ord. The inf ormati on pr ovided will be destr oyed after five years. 
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C ompensati on 

Y ou will be given a medium  of j otter and a pen as an appreciati on  of the time spent in the study. These items will be 

pr ovided at the end  of data c ollecti on. 

V oluntary Participati on and Right t o Leave the Research 

Participati on in the study is v oluntary and y ou are free t o dr op  out  of the study at any time. Y ou will n ot l ose anything and 

y our inf ormati on will be kept c onfident. Kindly inf orm the researcher if y ou wish t o withdraw fr om the study at any p oint 

in time.  

C ontacts f or Additi onal Inf ormati on 

Kindly c ontact the under listed if y ou have any questi ons, clarificati on  or in case  of any challenges related t o the study.  

Name: Amina Nkacheba Abu 

Teleph one: 0246160559 

Email: naabu@st.ug.edu.gh 

Name  of supervis or: Dr. Adelaide Maria Ansah- Ofei 

                                 Teleph one: 02446553065 

                                  Email: adelaide ofei@gmail.c om 

Y our rights as a Participant 

This research has been reviewed and appr oved by the Instituti onal Review B oard  of N oguchi Mem orial Institute f or 

Medical Research (NMIMR-IRB).  If y ou have any questi ons ab out y our rights as a research participant y ou can c ontact 

the IRB  Office between the h ours  of 8am-5pm thr ough the landline 0302916438  or email addresses: 

nirb@n oguchi.ug.edu.gh   

 

                                                           V OLUNTEER AGREEMENT 

The ab ove d ocument describing the benefits, risks and pr ocedures f or the research title (Leadership behavi ours  of nurse 

leaders in the nursing training instituti ons and its influence  on empl oyees’ j ob satisfacti on and pr oductivity: a study at the 

Upper West Regi on) has been read and explained t o me. I have been given an  opp ortunity t o have any questi ons ab out the 

research answered t o my satisfacti on. I agree t o participate as a v olunteer. 

_______________________                                                                               ________________________  
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                            Date                                                                             Name and signature  or mark  of v olunteer 

If v olunteers cann ot read the f orm themselves, a witness must sign here: 

I was present while the benefits, risks and pr ocedures were read t o the v olunteer. All questi ons were answered and the 

v olunteer has agreed t o take part in the research. 

_____________________                                         _________________________________________________ 

                         Date                                                                               Name and signature  of witness 

 

I certify that the nature and purp ose, the p otential benefits, and p ossible risks ass ociated with participating in 

this research have been explained t o the ab ove individual. 

_______________________                                          __________________________________________________ 

Date                                                                                 Name Signature  of Pers on Wh o  Obtained C onsent  
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