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Abstract 

This study looked at the relationship between transformational leadership and job satisfaction in the health care 

industry, with a focus on hospitals in Peshawar, Pakistan. It also evaluated the moderating impacts of monetary and 

non-monetary rewards. Questionnaires were distributed to 327 employees from various private hospitals in order to 

gather data using a cross-sectional survey design. Using SPSS 22 and Andrew Hayes' PROCESS V4.2, the hypothesis 

was tested. Findings suggest a strong positive relationship between transformational leadership and work satisfaction, 

suggesting that this style of leadership has a beneficial effect on health care workers' happiness on the job. Both 

monetary and non-monetary rewards have no effect on this connection as moderators. 
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Introduction 

Because of all the changes that have taken place in the health care industry in recent years, it is critical to assess how different 

leadership styles are influencing staff productivity. (Johnson & Smith, 2021). Leadership style, on the other hand, is a major 

factor in determining the health care industry's work environment and the happiness of its employees (Johnson and Williams, 

2019). Intellectual stimulation, personalized concern, idealized influence, and inspirational motivation are hallmarks of 

transformational leadership, which has long been associated with a beneficial outcome for employees. But leadership style is 

a major factor in whether or not employees are happy in their jobs. Improved organizational effectiveness and patient care are 

two outcomes that result from a thorough grasp of the connection between transformational leadership and contentedness in 

one's work. 

Employees' levels of contentment with their jobs may be affected differently by transformative leadership in 

different companies, say Ali and Asghar (2020). It is important to consider any potential moderator that could 

affect this relationship because of the intricate nature of the healthcare sector. Research into the moderating effects 

of monetary and non-monetary rewards is one example. Although monetary (salaries, wages, bonuses, etc.) and 

non-monetary (professional development, training opportunities, recognition, etc.) rewards are both necessary 

components of an organization's total rewards system. 

 

1.1 Problem Statement 

The healthcare workers in Pakistan are dissatisfied with their careers and overworked as a result of a lack of 

support from upper management, insufficient funding, and outdated technology, all of which contribute to an 

unproductive work environment. It is imperative to investigate concepts such as transformational leadership, 

employee job satisfaction, and the substantial role of rewards in the health sector, given the critical necessity of 

evaluating job dissatisfaction, employee motivation, and the high turnover ratio among Peshawar's health care 

professionals. These frameworks will assist in the development of policies and procedures that enhance employee 
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morale and productivity, which is essential for any business. Quality health care for patients is of the utmost 

importance. Additionally, it was acknowledged that the key to ensuring that employees are satisfied with their 

employment may be to implement a transformative leadership style. There is a dearth of research on the complex 

relationship between employees' job satisfaction, transformational leadership style, and the moderating influence 

of monetary and non-monetary rewards in the health sector of Peshawar. 

 

1.2 Objectives 

There are two main objectives of this research study 

 

• To study the relationship between employees’ job satisfaction and transformational leadership approach. 

• The role played by monetary (financial) and non-monetary (non-financial) rewards as a moderator in the       

relationship between job satisfaction and transformational leadership approach. 

 

1.3 Research Hypothesis 

H1: Transformational leadership significantly effects job satisfaction of the health care professionals. 

H2: The financial and non-financial rewards moderate the relationship between transformational leadership 

and job Satisfaction. 

 

1.4 Scope of the Study 

This study is limited to examining the effect of transformational leadership on employee job satisfaction in a 

private hospital in Peshawar. The research also examined the impact of financial and non-financial rewards as a 

moderating variable. The study focused solely on private hospitals in Peshawar, with a sample size of 327 

participants. Data were collected from eight private hospitals, comprising solely white-collar employees, 

including doctors, officers, managers, and healthcare professionals, while excluding support staff. 

 

Literature Review 

 

2.1 Transformational leadership: 

James MacGregor Burns originally used the term "transformational leadership" in his 1978 book "Leadership" 

(Bass & Stogdill, 1990). Bass and Riggio (2006) assert that transformational leadership encompasses the 

inspiration and motivation of followers to achieve elevated performance levels. Transformational leadership style 

is strongly linked to good results in organizations. (Judge & Piccolo, 2004). Maisyura, Aisyah, and Ilham (2022) 

determined in their study that all organizations must undergo the transformation process to endure in a dynamic 

environment. To get past technical problems and make sure that the changes in the organization work, the 

organization needs to adopt a transformational leadership style that is based on philosophical ideas, energy, and 

creativity. 

Ibraheem, Mohammad, AL-Zeaud, and Batayneg (2011) assert a specific association between several aspects of 

transformative leadership and job happiness. A notable association was identified between leaders promoting 

innovative thinking and employees' happiness with their internal work environment. Transformational leadership 

affects job performance and satisfaction, with job satisfaction acting as a mediator in the relationship between 

transformational leadership and job performance. Rewards do not influence the relationship between job 

performance and satisfaction; rather, financial rewards adversely impact the correlation between job performance 

and transformative leadership. Transformational leadership and financial incentives will improve employee 

performance and sustain motivation. Chi et al. (2023). 

 

2.2 Job Satisfaction 

Judge, Thoresen, Bono, and Patton (2001) characterize job satisfaction as an individual's positive or negative 

disposition towards their work, influenced by various aspects including the work environment, career 

opportunities, rewards, and accomplished tasks. Doshi (2019) contends that hospital personnel experience 

satisfaction when they are cognizant of their duties, equipped with the requisite skills to fulfill them, receive 

support from supervisors and colleagues, find procedures easy to understand and follow, have access to necessary 

tools and equipment, operate in a sanitary environment, receive recognition for their contributions, and observe 

interdepartmental collaboration. 

Nemmaniwar and Deshpande (2016) discovered that hospital staff are driven not solely by financial 

compensation, but also by factors such as recognition, achievement, personal development, and autonomy. These 

factors are also crucial and are associated with job satisfaction. Taheri, Miah, and Kamaruzzaman (2020) 

examined the capacity of enterprises to operate efficiently without providing enhanced facilities for their 

employees. Individuals exhibit heightened anxiety for their occupational environment. The work environment 
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significantly influences job satisfaction. 

 
3.1 Theoretical Framework 

The theory of transformational leadership, upon which this study is based, states that leaders have an effect on 

employee happiness in the workplace through the inspiration and motivation they provide to their teams. 

Investigated here is the link between transformatThe theory of transformational leadership, upon which this study 

is based, states that leaders have an effect on employee happiness in the workplace through the inspiration and 

motivation they provide to their teams. This study aims to fill that knowledge gap by investigating the relationship 

between transformative leadership and contentedness on the job in the healthcare sector in Peshawar, KPK, 

Pakistan. Investigating the relationship between transformational leadership, employee job satisfaction, and the 

moderating effects of monetary and non-monetary rewards in the healthcare industry of Peshawar, Pakistan using 

a complete study.healthcare workers in Peshawar, KPK, Pakistan, and their levels of occupational happiness and 

professional fulfillment. Investigating the relationship between transformational leadership, employee job 

satisfaction, and the moderating effects of monetary and non-monetary rewards in the healthcare industry of 

Peshawar, Pakistan using a complete study. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
3.2  Research Design 

We used a quantitative study method based on a cross-sectional survey design to look into how transformational 

leadership affects employee satisfaction at work and how rewards can change this effect. A 39-item structured 

questionnaire was created utilizing three separate publications. This study utilized a transformative leadership 

questionnaire developed from Rafferty and Griffin (2004). The questionnaire included vision communication, 

intellectual stimulation, personalized attention, and motivating inspiration. The occupational satisfaction 

questionnaire is based on the work of Brown, Forde, Spencer, and Charlwood (2008). The items gauged the 

following constructs: influence, job security, tension, effort, employment relations atmosphere, and management 

responsiveness. Salaries, bonuses, and promotions are examples of monetary benefits. Non-monetary benefits 

include chances to grow and learn, respect from coworkers, and a good balance between work and personal life. 

This questionnaire is based on a previous one (Bustamam, Teng, & Abdullah, 2014). The participants' responses 

were collected using a five-point Likert scale, where a higher score meant strong agreement and a lower score 

meant strong disagreement. To obtain a more heterogeneous sample, questionnaires were disseminated to many 

private hospitals in the Peshawar region, and data was gathered from multiple departments within each institution. 

After informing the HR managers of all private institutions of their privacy concerns and getting their permission, 

we were able to find out that the total population size was 1810. We got data from 327 employees, which was the 

right number for the sample size. We used SPSS for the regression analysis and PROCESS MACRO for the 

moderation analysis to look into the relationships between the variables. 

 

4.1 Reliability Analysis 

Reliability is assessed using internal consistency, which estimates the equivalence of items from identical tests. A 

reliability test was performed to evaluate the consistency and dependability of the data collected by a structured 

questionnaire. It was utilized to ensure the consistency in data collection, analysis, and interpretation, such that 
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subsequent analyses yield results congruent with those of the original researcher. Lee Cronbach created this 

dependability coefficient in 1951. This is how strong the consistency is: these values suggest that the items on the 

questionnaire are quite consistent with each other. The value of the Cronbach alpha is between 0 and 1, and the 

closer it is to 1, the more reliable the tool is. 

 

4.1.1 Reliability of the Measuring Scales 

Table 3 shows the values of Cronbach’s alpha for all the variables, which are above the recommended standard 

of 0.70 (Bland & Altman, 1997; Santos, 1999; Hopwood et al., 2001). Which indicates a very high internal 

consistency and reliability. So, it is proved that the questionnaire was highly reliable. 

 

Table 1: Reliability Test 

 

Construct Cronbach’s Alpha 

Transformational Leadership 0.945 

Job satisfaction 0.851 

Financial and Non-financial rewards 0.952 

 

All the items of constructs are measured with five-point Likert scale 

 

4.2 Regression Analysis 

Simple linear regression analysis 

To check the direct relationship between transformational leadership and job satisfaction, simple linear regression 

was tasted for the relationship. 

 

 

 

Hypothesis 1: Transformational leadership significantly effects job satisfaction of the health care professionals. 

The first objective of the study is that transformational leadership significantly effects job satisfaction, using 

simple linear regression to test the effect of the relationship between dependent variable (Job Satisfaction) and 

independent variable (Transformational Leadership) the objective is achieved. 

 

Table 2: Regression Results 

 

Model 

 

R 

 

R Square 

 

Adjusted R Square 

Std. Error of the 

Estimate 

1 .681a .464 .463 4.23264 

a. Predictors: (Constant), T leadership   

 

 

The Adjusted R Square value is .463 which shows that 46.3% variability in the Job satisfaction can be explained 
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by transformational leadership, this suggests that transformational leadership is a significant predictor of job 

satisfaction in this study. 

Table 3: ANOVAa 

Model  Sum of Squares df Mean Square F Sig. 

1 Regression 5047.204 1 5047.204 281.727 .000b 

 Residual 5822.447 325 17.915   

 Total 10869.651 326    

a. Dependent Variable: JS     

b. Predictors: (Constant), T leadership     

 

The table no 3 shows that the p-value is 0.000 which is less than 0.05, here p < 0.05, hence it is concluded that 

there is a significant relationship between transformational leadership and job satisfaction and transformational 

leadership is affecting job satisfaction of employees in the health sector. 

 

Table 4: Coefficients 

   

Unstandardized Coefficients 

Standardized 

Coefficients 

  

Model  B Std. Error Beta t Sig. 

1 (Constant) 4.243 .906  4.683 .000 

 Tleadership .295 .018 .681 16.785 .000 

a. Dependent Variable: JS     

 

Table 4 displays the coefficients, revealing a beta value of 0.681. This indicates that a one-unit change in the 

independent variable, transformational leadership, would result in a 0.681-unit change in the dependent variable, 

job satisfaction. The beta value is also positive, which shows that transformational leadership and job satisfaction 

are positively related. In other words, it is found that if transformational leadership goes up by one unit, job 

satisfaction will likewise go up by .681 units. 

 

From the study it is proved that there is positive significant relationship between transformational leadership and 

job satisfaction while job satisfaction in the employees is 46% caused by that of transformational leadership as 

shown in table no 6. One unit change in transformational leadership will bring .681 units change in the job 

satisfaction of the healthcare professionals of hospitals. 

 

4.3 Moderation Analysis 

To test the moderating effect of the financial and non-financial rewards, this study employed Process macro v4.2 by Andrew 

Hayes, to test whether financial and non-financial rewards effect the relationship between transformational leadership and job 

satisfaction. 
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4.4 PROCESS MACRO 

Process macro is a statistical method used for to analyze the mediation and moderation effects of the data. The 

below table represents process macro used for the moderating variable 

 

Table 5: Model Summary of Moderating Variable 

 

Model: 1 

Y: JS 

X: Transformational Leadership 

W: Rewards 

Sample 

Size: 327 

OUTCOME VARIABLE: JS 

 
The dependent variable taken was job satisfaction which is represented with “Y”, independent variable 

“Transformational leadership” represented with X and the moderating variable “Rewards” is represented with 

“W”. The sample size or the primary responses collected via questionnaire were 327. 

 
Table 6: Model summary 

 

Model summary 

R R-Sq MSE F df1 Df2 P 

.7243 .5246 15.9969 118.8279 3.0000 323.0000 .0000 

 

In table no 6 the p-value of the model is less than 0.05, here p < 0.05, which means that overall the model is highly 

significant and is a highly fit model.
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Hypothesis 2: The financial and Non-financial rewards moderate the relationship between 

Transformational leadership and Job Satisfaction. 

 

4.4.1 PROCESS MACRO for Financial Rewards 

 

Table 7: Model summary 

 

Test(s) of highest order unconditional interaction(s): 

 R2-chng F df1 df2 p 

X*W .0020 1.3874 1.0000 323.0000 .2397 

 

Focal predict: Transformational leadership (X) Mod var: Financial Rewards (W) 

 

In t table no 7 the p value > 0.05 which shows that the model is not fit and hence it is concluded that there is no 

significant effect or relationship detected in the data. 

 

Table 8: Model 2 for Financial Rewards 

 

Model 2 for financial rewards 

coeff se t p LLCI ULCI 

constant 5.2793 2.0441 2.5826 .0102 1.2578 9.3008 

Tleadership .1771 .0402 4.4041 .0000 .0980 .2563 

F Rewrds .1018 .1070 .9509 .3424 -.1088 .3124 

Int_1 .0021 .0018 1.1779 .2397 -.0014 .0057 

Product terms key: 

Int_1 : Transformational leadership x Financial Rewards 

 

 

The second objective of the study was to investigate the moderating impact of financial and non-financial rewards 

on the relationship between job satisfaction and transformational leadership. The objective was not achieved, as 

evidenced by the results of the PROCESS MACRO test of the moderating effect of financial and non-financial 

rewards. The Intrinsic term value in Table 9 exceeds 0.05, indicating that it is insignificant and does not affect the 

relationship between job satisfaction and transformational leadership. As a result, it is inferred that this 

relationship is not moderated by either financial or non-financial rewards. 

 

4.4.2 PROCESS MACRO for Non-Financial Rewards 

 

Table 9: Model Summary for Non-financial Rewards 

 

Test(s) of highest order unconditional interaction(s): 

 R2-chng F df1 df2 p 

X*W .0031 2.7408 1.0000 323.0000 .0988 

 

Focal predict: Tleaders (X) Mod var: Non F_rew (W) 
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Table 10: Moderation for Non-financial rewards 

 

Model       

 coeff se t p LLCI ULCI 

constant 6.3370 1.5852 3.9977 .0001 3.2185 9.4556 

Tleadership .0588 .0351 1.6749 .0949 -.0103 .1278 

Non-F 

Rewards 

.2134 .0684 3.1201 .0020 .0789 .3480 

Int_1 .0020 .0012 1.6555 .0988 -.0004 .0043 

Product terms key: 

Int_1 : Transformational leadership x  Non-Financial rewards 

 

 

The intrinsic term P-Value for non-financial rewards is greater than 0.05 in table 12, which indicates that the value 

is insignificant and does not have a moderating effect on the relationship between job satisfaction and 

transformational leadership. Therefore, the relationship between transformational leadership and job satisfaction 

is not influenced by the moderating variable, which is non-financial rewards. The claim in the literature, such as 

that of Chi, Vu, Nguyen, and Truong (2023), that neither financial nor non-financial rewards moderate the 

relationship between job performance and job satisfaction, also serves as evidence. 

 

4.5 Conclusion 

In the first phase of the chapter the demographics of the respondents is thoroughly discussed, while the second 

phase used inferential statistics to test the hypothesis. Overall findings of the study showed that job satisfaction is 

affected by transformation leadership and H1 is accepted while neither financial nor non-financial rewards is 

moderating the relationship between transformational leadership and job satisfaction so therefore H2 is rejected. 

 

5.1 Contribution and Significance 

The study aimed to elucidate the relationship between job satisfaction and transformative leadership, while also 

examining the impact of financial and non-financial rewards as moderating variables. This study has shown that 

transformational leadership has a big positive effect on how happy personnel in Peshawar's health sector are with 

their jobs, especially in hospitals. Without assistance, guidance, and motivation, employees are more likely to be 

unhappy with their positions, which will lead to poor performance and, in the end, hurt the organization's overall 

success. This study will enhance the comprehension of transformational leadership and its impact on job 

satisfaction. 

The study has also looked into how both monetary and non-monetary rewards affect the relationship between 

transformational leadership and employees' job happiness. 

The results indicate the absence of a moderating influence in both financial and non-financial rewards. However, 

a study conducted in Vietnam by Chi et al. (2023), which examined the similar link between "job satisfaction and 

job performance," indicated that monetary and non-monetary rewards did not exert a moderating influence on this 

association. 

5.2 Limitation and Future Direction 

This study provides guidelines for managers and supervisors in the health sector, a developing field that values 

creativity and innovation. To keep employees motivated, managers should use a transformational leadership 

approach. Using techniques like intellectual stimulation, idealized influence, considering each individual, and 

inspirational motivation, leaders should strive to inspire and encourage their workforce. The second piece of 

advice for managers is to conduct frequent employee surveys to learn about their needs, wants, and expectations. 

First and foremost, since healthcare services are what they are, the health and safety of individuals is the top 

priority for staff members, including doctors, nurses, and paramedics. The study has been limited by healthcare 

personnel' emotional involvement and ethical concerns. The study will be improved by applying transformational 

leadership to job satisfaction, with rewards serving as a moderating influence in other domains like IT or corporate 

settings. 
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As the study has only tested relation of one variable (job satisfaction) with transformational leadership, future 

researches can take more than one variable just like job performance, work-life balance etc. 

 

5.3 Conclusion 

The research study was conducted to explore the effect of transformational leadership approach on job satisfaction, 

furthermore to find out the moderation role of financial (monetary) and non-financial (non-monetary) rewards in 

this relationship. The research revealed that the transformational leadership is positively and significantly 

effecting employee’ job satisfaction of the employees in hospitals sector, while the moderation variable of financial 

(monetary) and non-financial (non-monetary) rewards do not moderate this relationship due to certain limitations; 

therefore further research is required in the light of recommendations of the present study. 

 

Acknowledgment 

I am really thankful to my university and the professors for always being there for me and giving me advice. This 

was very helpful during this study.  

 

Conflict of Interest  

The authors affirm that no conflicts of interest are linked with this publication. The research was conducted 

autonomously without financial or non-financial assistance from external entities. 

 

Author Contribution Statement 

The author meticulously crafted the study, devised the methodology, executed the investigation and data analysis, 

composed the original manuscript, and undertook the review and editing of the document. The author 

autonomously executed every aspect of the research and the development of the manuscript. 

References 
[1]. Adhyke, Y. P., Eliyana, A., Sridadi, A. R., Septiarini, D. F., & Anwar, A. (2023). Hear me out! This is my idea: 

Transformational leadership, proactive personality and relational identification. Sage Open, 13(1), 

21582440221145869. 

[2]. Ali, M., Anis, M., & Yadav, A. (2015). Antecedents of Job Satisfaction. International Journal of Economics, 

Commerce, and Management, 3(12), 350-360. 

[3]. Ali, R. S., Rianto, B., Sriwidadi, T., & Prabowo, H. (2023, May). How Do Transformational Leadership and The 

Work Environment Affects Employee Retention?. In 2023 8th International Conference on Business and Industrial 

Research (ICBIR) (pp. 1056-1061).IEEE. 

[4]. Ali, S., & Asghar, M. (2020). The Moderating Role of Financial and Non-Financial Rewards in the Relationship 

between Transformational Leadership and Job Satisfaction: A Study of Healthcare Organizations. Journal of Health 

Management, 18(2), 145-160. 

[5]. Ali, S. A. (2021). Financial elements in job satisfaction of special education teachers in Malaysia. Turkish Journal 

of Computer and Mathematics Education (TURCOMAT), 12(11), 5229-5233. 

[6]. Alotaibi, J., Paliadelis, P. S., & Valenzuela, F. R. (2016). Factors that affect the job satisfaction of S audi A rabian 

nurses. Journal of nursing management, 24(3), 275-282. 

[7]. Alqudah, H., Amran, N. A., Hassan, H., Lutfi, A., Alessa, N., & Almaiah, M. A. (2023). Examining the critical 

factors of internal audit effectiveness from internal auditors’ perspective: Moderating role of extrinsic rewards. 

Heliyon. 

[8]. Amin, B. M. (2022). THE EFFECT OF FINANCIAL AND NON-FINANCIAL REWARDS ON 

EXECUTIVES’PERFORMANCE IN MANUFACTURING FIRMS: A CASE STUDY AT KULIM-HI TECH 

PARK, KULIM, KEDAH, MALAYSIA. International Journal of Innovation and Industrial Revolution (IJIREV), 

13-27. 

[9]. Asif, M. F., Mirza, U. K., Khan, A. H., Asif, M. Z., Riaz, S., & Ahmed, S. (2017). Job satisfaction: Antecedent and 

consequences. Bulletin of Business and Economics (BBE), 6(4), 185-194. 

[10]. Bass, B. M., & Riggio, R. E. (2006). Transformational leadership. 

[11]. Bass, B. M., & Stogdill, R. M. (1990). Bass & Stogdill's handbook of leadership: Theory, research, and managerial 

applications. Simon and Schuster. 

[12]. Bayraktar, C. A., Araci, O., Karacay, G., & Calisir, F. (2017). The mediating effect of rewarding on the relationship 

between employee involvement and job satisfaction. Human Factors and Ergonomics in Manufacturing & Service 

Industries, 27(1), 45-52. 

[13]. Beqiri, T., & Aziri, B. (2022). Impact of the total reward management on performance of employees in commercial 

banks. Management: Journal of Contemporary Management Issues, 27(1), 323-335. 

[14]. Brown, A., Forde, C., Spencer, D., & Charlwood, A. (2008). Changes in HRM and job satisfaction, 1998–2004: 

Evidence from the Workplace Employment Relations Survey. Human Resource Management Journal, 18(3), 237-

256. 

[15]. Bustamam, F. L., Teng, S. S., & Abdullah, F. Z. (2014). Reward management and job satisfaction among frontline 

employees in hotel industry in Malaysia. Procedia-Social and Behavioral Sciences, 144, 392-402. 

[16]. Chi, H., Vu, T. V., Nguyen, H. V., & Truong, T. H. (2023). How financial and non–financial rewards moderate the 

relationships between transformational leadership, job satisfaction, and job performance. Cogent Business & 

https://www.journal.bakhtar.edu.af/bakhtar/home.html


Bakhtar International Journal of Economics and Management Review 

Volume 2/Issue 1/October 2025 - March 2026 

 

10 

© 2026, BIJEMR 

Website: https://www.journal.bakhtar.edu.af/bakhtar/home.html 

 
 

Management, 10(1), 2173850. 

[17]. Chaudhary, N. S., & Bhaskar, P. (2016). Training and development and job satisfaction in education sector. Training 

and Development, 2(8), 42-45. 

[18]. Divandari, A., Nazari, M., Seyed Javadin, S. R., Haji Karimi, A., & Rayej, H. (2018). Investigating the Effect of 

Compensation on Individual Performance: A Study on the Mediating Role of Internal Motivation and the Moderating 

Role of Self-efficacy and Reward Expectancy. Journal of Business Management, 10(3), 673-694. 

[19]. Doshi, P. V. FACTORS AFFECTING JOB SATISFACTION OF EMPLOYEES WORKING IN HOSPITALS 

[20]. Gupta, M. R. (2022). A study on the impact of non-financial rewards on organization growth. Heimerl, P., Haid, M., 

Benedikt, L., & Scholl-Grissemann, U. (2020). Factors influencing job satisfaction in hospitality industry. SAGE 

open, 10(4), 2158244020982998. 

[21]. Ibraheem, S., Mohammad, S., AL-Zeaud, H., & Batayneg, A. M. (2011). The relationship between transformational 

leadership and employees' satisfaction at Jordanian private hospitals. Business and Economic Horizons (BEH), 5(2), 

35-46. 

[22]. Inegbedion, H., Inegbedion, E., Peter, A., & Harry, L. (2020). Perception of workload balance and employee job 

satisfaction in work organisations. Heliyon, 6(1). 

[23]. Jiang, W., Zhao, X., & Ni, J. (2017). The impact of transformational leadership on employee sustainable 

performance: The mediating role of organizational citizenship 

[24]. behavior. Sustainability, 9(9), 1567. 

[25]. Johnson, A. B., & Williams, C. D. (2019). The Impact of Leadership Approach on Workplace Environment and 

Employee Job Satisfaction in the Health Sector. Journal of Healthcare Leadership, 11, 45-58. 

[26]. Judge, T. A., & Piccolo, R. F. (2004). Transformational and transactional leadership: a meta-analytic test of their 

relative validity. Journal of applied psychology, 89(5), 755. 

[27]. Judge, T. A., Thoresen, C. J., Bono, J. E., & Patton, G. K. (2001). The job satisfaction–job performance relationship: 

A qualitative and quantitative review. Psychological bulletin, 127(3), 376. 

[28]. Kamwenji, R. W., Ngugi, P. K., & Kamaara, M. (2022). Influence of Non-Financial Rewards on Employee 

Performance in the State Corporations in Kenya. Human Resource and Leadership, 2(2), 1-10. 

[29]. Kim, E. J., & Park, S. (2020). Transformational leadership, knowledge sharing, organizational climate and learning: 

an empirical study. Leadership & organization development journal, 41(6), 761-775. 

[30]. Li, X., & Ye, Y. (2021). A study of the relationship between teachers’ perceptions towards reward system and their 

organization commitment in Shanxi experimental secondary school. Scholar: Human Sciences, 13(1), 79-90. 

[31]. Mahfouz, S. A., Awang, Z., & Muda, H. (2019). The impact of transformational leadership on employee commitment 

in the construction industry. International Journal of Innovation, Creativity and Change, 7(10), 151-167. 

[32]. Makhijaa, S., & Akbarb, W. (2019). Linking rewards and creative performance: Mediating role of intrinsic and 

extrinsic motivation and moderating role of rewards attractiveness. Int. J. Innov., Creat. Change, 8(12), 36-55. 

[33]. Maisyura, M., Aisyah, T., & Ilham, R. N. (2022). TRANSFORMATIONAL LEADERSHIP IN 

ORGANIZATIONAL TRANSFORMATION. Jurnal Ekonomi, 11(03), 478-488. 

[34]. Mayasari, D., Alimudin, A., Suyono, J., Elisabeth, D. R., & Arisanti, D. (2020, December). The Antecedent of Job 

Satisfaction and Employee Loyalty: Financial Rewards and Work Motivation. In Proceedings Of The International 

Conference On Industrial Engineering And Operations Management (Vol. 59, pp. 2756-2766). 

[35]. Naguib, H. M., & Naem, A. H. M. (2018). The impact of transformational leadership on the organizational 

innovation. The International Journal of Social Sciences and Humanities Invention, 5(1), 4337-4343. 

[36]. Negussie, N. (2012). Relationship between rewards and nurses’ work motivation in Addis Ababa hospitals. Ethiopian 

journal of health sciences, 22(2). 

[37]. Nemmaniwar, A., & Deshpande, M. S. (2016). Job satisfaction among hospital employees: a review of literature. 

IOSR J Bus Manag, 18(6), 27-31. 

[38]. Prockl, G., Teller, C., Kotzab, H., & Angell, R. (2017). Antecedents of truck drivers’ job satisfaction and retention 

proneness. Journal of Business Logistics, 38(3), 184-196. 

[39]. Rafferty, A. E., & Griffin, M. A. (2004). Dimensions of transformational leadership: Conceptual and empirical 

extensions. The leadership quarterly, 15(3), 329-354. 

[40]. Rai, A., Ghosh, P., Chauhan, R., & Singh, R. (2018). Improving in-role and extra-role performances with rewards 

and recognition: does engagement mediate the process?. Management Research Review, 41(8), 902-919. 

[41]. Riasat, F., Aslam, S., & Nisar, Q. A. (2016). Do intrinsic and extrinsic rewards influence the job satisfaction and job 

performance? Mediating role of reward system. Journal of Management Info, 11(1), 16-34. 

[42]. Schlechter, A., Thompson, N. C., & Bussin, M. (2015). Attractiveness of non-financial rewards for prospective 

knowledge workers: An experimental investigation. Employee Relations, 37(3), 274-295. 

[43]. Singh, R. G. (2013). Factors explaining job satisfaction among hospital employees. OPUS: HR Journal, 4(1), 30. 

[44]. Smith, J. A., & Johnson, L. K. (2021). Evaluating Leadership Styles and Their Impact on Employee Performance 

Amid Transformations in the Health Sector. Journal of Healthcare Management, 42(3), 127-142 

[45]. Stoermer, S., Lauring, J., & Selmer, J. (2022). Job characteristics and perceived cultural novelty: Exploring the 

consequences for expatriate academics’ job satisfaction. The International Journal of Human Resource 

Management, 33(3), 417-443. 

[46]. Suifan, T. S., Abdallah, A. B., & Al Janini, M. (2018). The impact of transformational leadership on employees’ 

creativity: The mediating role of perceived organizational support. Management Research Review, 41(1), 113-132. 

[47]. Sutanto, N. H., Kelana, B. W. Y., & Simatupang, T. M. (2023). Rewards Effects Through Entrepreneurial Orientation 

to the Performance of the Indi 4.0 Manufacturing Industry. Migration Letters, 20(5), 819-842. 

[48]. Taheri, R. H., Miah, M. S., & Kamaruzzaman, M. (2020). Impact of working environment on job satisfaction. 

European Journal of Business and Management Research, 5(6). 

https://www.journal.bakhtar.edu.af/bakhtar/home.html

