Transformational and Transactional Leadership

Khalid M et al.,

DOI: https://doi.org/10.54393/nrs.v1i01.7

NUR EARCHER

https://www.nursearcher.com/index.php/nrs

Volume 1, Issue 1 (Jan-Jun 2021)

Orignal Article

Perception of Transformational and Transactional Leadership Behavior among
Staff Nurses in a Private Hospital

Madiha Khalid', Farzana Firdos®, Rehana Robin', Robin Rafique’ and Muhammad Asif*

'Department of Nursing, Jinnah Hospital, Lahore, Pakistan

’Department of Nursing, Sir Gangaram Hospital, Lahore, Pakistan

*Department of Nursing, Pakistan Kidney and Liver Institute, Lahore

“Department of Nursing, College of Earth and Environmental Sciences, The University of Punjab, Lahore

ARTICLE INFO

ABSTRACT

Key Words:

Transactional Leadership, Transformational
Leadership, Nurses

How to Cite:

Khalid, M., Firdos, F., Robin, R., Rafique, R., & Asif, M.
(2021). Perception of Transformational and
Transactional Leadership Behavior Among Staff
Nurses in A Private Hospital: Transformational and
Transactional Leadership. NURSEARCHER (Journal
of Nursing & Midwifery Sciences), 1(01), 12-17.
https://doi.org/10.54393/nrs.v1i01.7
*Corresponding Author:

MadihaKhalid

Department of Nursing, Jinnah Hospital, Lahore,
Pakistan

madihakhalid649@gmail.com

Received Date: 28" February, 2021

Acceptance Date: 23" March, 2021
Published Date: 30" June, 2021

Nurses are the backbone of hospital and nurse leaders and managers had a great influence on
retention, performance, and job satisfaction of staff nurses. Objective: To explore the
perception of leadership behavior among staff nurses in a private hospital. Nursing leaders
controland assume the responsibility of an organization and use effective strategies to set and
achieve passionate goals and objectives. In addition, nursing leaders and managers create a
safe and supportive work environment for the employees. Methods: A descriptive, cross
sectional research design was used to assess the perception of leadership behavior among
staff nurses in a private hospital. Convenient sampling technique was used for selection of
participants. Atotal number of 86 registered nurses and nursing team leaders were selected for
study. Results: The findings of this study presented that staff nurses prefer transformational
leadership style over transactional leadership style. Transformational leadership hasapositive
influence on staff nurses. There is no association between transformational leadership and
demographic characteristics of respondents. In addition, transactional leadership style also
has no association with demographic characteristics of respondents. Conclusion:
Transformational and transactional leadership style promotes the performance of nurses.
Nurses' job satisfaction increased the job performance of staff nurses. It is the great need of
health care systemto develop positive and adaptive behavioramongnurses.

INTRODUCTION

Nursing is a noble profession that deliver high quality care
to the patients in hospital setting. Nurses are the pillar of
any health care organization and perform diverse roles in
complex and challenging environment [1]. In a hospital
setting, nurses provide direct care to patients to prevent
medical complications. In addition, nurses also play the
role of aleader and manager to achieve the organizational
goals [2]. Nurses give preference to work in the setting
which encourages social connection and inspires
decision-making, because it increases their job
satisfaction [3]. However, leadership style, management
support, team spirit, autonomy in decision making, and
professional commitment effect the job satisfaction of
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nurses [4]. Nursing leaders and managers plays an
importantrole toencourage the nursesinaccomplishment
of their goals in competitive and challenging environment
[2]. Nursing leaders' control and assume the responsibility
of an organization and use effective strategies to set and
achieve passionate goals and objectives. Moreover, they
thoroughly connect with their workers, and accomplish
human investment, economics, and advertising smartly
[5]. Nurses deliver safe and excellent care to patients but
without management support nurses feel disappointed
[6]. Leadership support and healthy environment causes
the nurses to feel satisfied in their current job to provide
better care to patients[6]. Therefore, nurse managers and
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leaders are accountable for creating a safe and supportive
work environment for the employees. Governance plays an
important role in defining the employees' obligation. In
simple words, leadershipisaprocess by which anindividual
motivates orinfluence othersto achieve goals. Leadership
also has a significant role in determining the
accomplishment and failure of an organization [7].
Leadership influences others by nature and mental power
rather than ferocity and threat. An effective leadership
style creates impetus for transformation [8]. Hunt
accompanied a study in 2012 to observe the impact of
leadership on nurses' job satisfaction and turnover. He
analyzed that congruence of leadership support has an
effect on job satisfaction and nurses' turnover [9].
According to Libano managers and leaders, style of
leadership have a great influence on job satisfaction of
nurses and gratification of patients [6]. In health care
setting, it is believed that management style of nurse
managers effects the job satisfaction of nurses [10].
Leadership styles are important administrative
backgrounds, especially in influencing employee's
inspiration and coordination [11]. There are several styles
of leadership that nurse managers have established to
leading staff nurses in hospital [12]. Transactional and
transformational are two widely observed headship styles
inthe health care organizations. Before the introduction of
transformational leadership theory, the transactional
leadership style was professed by most leaders as the most
effective style in organizations [13]. In transactional
leadership, leaders assume followers to perform tasks in
exchange for payment and focused on day-to-day
operations. Transactional leadership focuses on
guidelines, responsibilities, necessities, strength, keeping
away from errors, and existing temporary plan [14]. In
contrast, transformational leadership focuses upon
stimulating inspiration, intellectual motivation, and
individual thoughtfulness[15]. A study on leadership styles
reveals that transformational leadership is positively
associated to job satisfaction and management by
transactional leadership style is negatively related to job
satisfaction[8].In 2015, Top et al., accompanied a study on
transformational leadership to check its influence on job
satisfaction and organizational obligation. The study result
revealed that managers with transformational leadership
articulate a clear vision for future opportunities and give
importance to the priorities of employees [16]. Job
satisfaction has a potential impact on the retention of
employees and productivity of organization [13]. In the
workplace, leaders or managers enhances the image of
competence through their words and deeds. Job
satisfaction is the emotional state that defines the scope
to which people like or dislike their job[17]. Personnel with
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low level of job satisfaction are most likely to practice
demonstrative fatigue, low self-esteem, and have
outstretched levels of unease and hopelessness. If nurse
leaders understand the problems of their employees, they
can minimize the turnover of nurses and can maximize
satisfaction, and this will expand the patient satisfaction
and nurses' retaining. Furthermore, job contentment has
an important influence on the motivation and routine of
employees. In transformational leadership nurses feel
more satisfaction than transactional leadership.
Therefore, this study was supplemented to see the effect
of leadership style on job satisfaction of staff nurses.
Nursing team leaders play an influential role on the work
outcomes of nurses. In University of Lahore Teaching
Hospital Lahore Pakistan, nurses'turnoverrateis very high,
and they are found disturbed about the team leaders, way
of dealing with them. Several issues like staff shortage,
increased workload, hiring problem are the outcomes of
nurses'turnoverinthe hospital[18]. Thus, this study aimed
to explore the effect of leadership style on job satisfaction
of nursestoovercomethe nurses'turnoverissue.
METHODS

A descriptive Cross- Sectional study design was used to
explore the perception of leadership behavior among staff
nurses in a Private Teaching Hospital Lahore Punjab. This
study was directed in a Private teaching hospital of Lahore.
All registered nurses of a private hospital namely The
University of Lahore Teaching Hospital Lahore. Convenient
sampling technique was used to collect the data from
registered male and female nurses. 86 registered nurses
were taken out of 110 nurses of the hospital using Slovin's
formula[19]. All nursing team leaders and staff nurses of a
Private Teaching Hospital of Lahore having experience
greater than one year and age group from 25 to 60 years
wereincluded. The staff nurses not willingand not available
at the time of data collection were excluded. A structured
questionnaire with five item Likert scale was used to
assemble the data from registered nurses. The
questionnaire was comprised on five sections. The first
section was consisted of study purpose, brief summary
about the confidentiality of responses and request the
respondents to complete the questionnaire honestly. The
second part collected information related to respondents'
demographic profile. Whereas, the third part contained
five question items related to transactional leadership,
fourth transformational leadership with twelve items [18].
Data were analyzed on SPSS version 24. Descriptive
statistics like frequency and percentage was calculated.
The relationship between demographic characteristics
and leadership behavior among nurses was determined
using Chi-Square. First of all, consent form was made
signed from the participants, so that they are willingtobe a
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part of the study. Privacy was considered by informing
participants. The study was doing no harm to the
participants, asthe studyisdescriptive it wasnotrelated to
any experiment.

RESULTS

This section of study is divided in two sections. Section |
depicts demographic characteristics while section |l
consists of datarelated to leadership styles and nurses job
satisfaction. Demographic data is given in frequency and
percentage form. Data related to leadership style is also
expressed in frequency and percentage. Correlational test
was used to show the impact of leadership style on
demographic characteristics of staff nurses. Table 1
depicts the demographic characteristics of study
participants. This showed that 80.2% (n=69) participant of
the study were females and 9.7% (n=17) were males. Mostly
participants belongs to the young adults' age group 20-25
year(n=56, 64%)and 30(34.9%)belonged to 26 to 30 years.
Stay in organizationis also a variable of demographics and
result showed that 70.9% (n=61) staff had been stayed in
organization less than | year, 24.4% had stayed in
organizationfor1-5year, and only 4.7%(4)were for 6-10 year
in the organization. Sixty four percent (n=55) had a nursing
diploma, 5% (n=5.8) had specialization, 15.1% (n=13) had
Post RN degree, 12.8% (n=11) had BSN degree, and 2.3%
(n=2) had MSN degree. Majority were females and a total of
20/86 participants were nursing team leaders and 66/86
were staff nurses.

Demographic Information Groups Frequency (%)
Male 17(9.7)
Gender
Female 69(80.2)
20-25 Year 56(64)
Age Group
26-30 Year 30(34.9)
) 1-5 Year 82(95.3)
Experience
6-10 Year 4(4.7)
Nursing Diploma 55(64)
Specialization 5(5.8)
Qualification Post RN 13(15.1)
BSN 11(12.8)
MSN 2(2.3)
) ) Registered Nurses 66(76.7)
Designation -
Nursing Team Leader 20(23.3)

Table 1: Demographic Characteristics of Study Participants

Table 2 exhibits the response of respondents towards
transformational leadership. The statistics depict that
majority of the respondents were satisfied from the
transformational leadership style of their leader or
manager. In the first question 38.4% (n=33) participants
showed Neutral response, 55.8% (n=48) were Agree, and
5.8% (n=b)were Strongly Agree. 65% (n=56) of participants
were agree and 11.6% (n=10) of participants were Disagree
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to the second questionnaire. In third and fourth items
55.8% (n=48)of participants were Agree and only 9.3% (n=8)
were Disagree from the good work and working sense of
supervisor. Response of respondents to 5" question was
positive as no one was Strongly Disagree, 10.5% (n=9)
respondents were Disagree, 41.9% (n=36) were neutral,
40.7%(n=35)were Agree, and 7% (n=6)were Strongly Agree.
In the 6" question 5.8% (n=5) participants were Disagree,
48.8% (n=42) were Neutral, 29.1% (n=25) were Agree, and
16.3% (n=14)of participants were Strongly Agree. 5.8%(n=5)
of respondents were Disagree, 30.2% (n=26) were with
Neutral response, 57% (n=49) were Agree, and 7% (n=6)
were Strongly Agree to the 7" question. Response of the
respondents to 8" question show that 9.3% (n=8) were
Disagree, 20.9% (n=18) were Neutral, 64% (n=55) were
Agree. In 9" question 5.8% (n=5) were Disagree, 50% (n=43)
of the participants were Neutral, 33.7% (n=29) were Agree,
and 10.5% (n=9) were Strongly Agree. Respondents of 10"
question depict positive response of participants. 1.2%
(n=1) of participants were Strongly Disagree, 10.5% (n=9) of
participants were Disagree, 20.9% (n=18) of staff had
Neutral response, 57% (n=49) were Agree, and 10.5% (n=9)
of participants were Strongly Agree. In 11" question 1.2% of
participants were Strongly Disagree, 7% (n=6) were
Disagree, 43% (n=37) were Neutral, 39.5% (n=34) were
Agree, and 9.3% (n=8) of participants were Strongly Agree.
Response of the respondents to the last question was
positive, in which 1.2% (n=1) were Strongly Disagree, 3.5%
(n=3) were Disagree, 30.2% (n=26) were Neutral, 48.8%
(n=42)were Agree, and 16.3%(n=14)were Strongly Agree.

s Strongly

. Strongly
: . Disagree Neutral Agree
Question Disagree E ) ) Agree
# F (%) F(%) F(%) F(%) F(%)

My supervisor
1 | servesasarole 0 0 53 48 5(5.8)
(38.4) | (65.8)
model for me.

My supervisor
displays
9 extraordinary 0
competence in
everything he/
she undertakes.
My supervisor
inspires me to 48
3 | performas 0 8(9.3) [22(25.6) (55.8)
good as )
possible.

My supervisor
creates a
collective sense 48
4 | of working on 1(1.2) 8(9.3) [22(25.8) (55.8)
an important ’
assignment /
mission.
My supervisor
makes me proud 35
5 | working 0 9(10.5) |36(41.9)| (407 | B8(7)
together with ’
him/ her.

10(118) [ 16(18.6) | gy | 4(4.7)

7(8.1)

7(8.1)
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My supervisor
enhances his/
her image of 25
6 [ competence 0 5(5.8) |42(48.8) (29.1)

through his/ her ’
words and
deeds.

14(16.3)

My supervisor
makes me
aware of

7 |important 0 5(5.8)
common values,
ideals, and
aspirations.

26(30.2)| 49(67) [ 6(7)

My supervisor

gives me
confidence that

8 he/ she can 0 8(9.9)

overcome any

obstacle.

My supervisor
makes sure | 29
9 |have complete 0 5(5.8) | 43(50) (33.7)
confidence in .
him/ her.

My supervisor is
a symbol of

10 [success and 1(1.2)
accomplishment
for me.

My supervisor
articulates a 34
11 |clear vision of 1(1.2) 6(7) 37(43) (39.5)
future ’
opportunities.

My supervisor
listens to things
thatare
important to me.

18(20.9)|55(64) | 5(5.8)

9(10.5)

9(10.5) |18(20.9)|49(57)| 9(10.5)

8(9.3)

42

12 101.2) 3(3.5) [26(30.2) (48.8) 14(16.3)

Table 2: Transformational Leadership

Table 3 presents the percentage and frequency of
participants' response towards transactional leadership in
which 45.3% (n=39)staff nurses were strongly disagree and
n=1(1.2%)were disagree, 27.9% (n=24) of respondents were
neutral, 11.6% (n=10) respondents response to agree, and
14% (n=12) of respondents were strongly agree to the first
question. It means that majority of respondents show
negative response to first question. Inthe second question
29.1% (n=25) of respondents were strongly disagree, 41.9%
(n=36) were disagree, 15.1% (n=13) were neutral, and 14%
(n=12) were disagree. It shows negative response of
respondents. 34.9% (n=30) of the respondents were
strongly disagree, 32.6% (n=28) were disagree, 19.8% (n=17)
of respondents showed neutral response, and 8.1% (n=7) of
respondents were disagree to the third question. It means
that they show negative response. In fourth question12.8%
(n=11) were strongly disagree, 57% (n=49) were disagree,
23.3%(20) of respondents were neutral, and 7% (n=6) were
agree. It depicts negative response of the respondents.
Overall response of the respondents to 5" question was
negative as 47.7% (n=41) of respondents were disagree,
27.9%(n=24)of respondents'response was neutral, and 7%
(n=6) were agree. In fifth question 18.6% (n=16) of
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respondents were strongly disagree. 47.7% (n=41) were
disagree, 2.3% (n=2) of respondents were agree, and 3.5%
respondents were strongly disagree to the fifth question. It
showsnegativeresponse of therespondents.

Strongly

Strongly

Disagree Neutral Agree

Disagree E 9 )
. F®) F(%) F(%)

Question

My supervisor
focuses attention 39
toirreqularities and (45.3%)
deviations in my e
work.

My supervisor keeps
track at mistakes in
my performance
that need to be
corrected.

My supervisor tells
me what rewards |
receive for an effort.

My supervisor points

. 2 | 10 .
10.2%) 1 (27.9%) [(11.6%) | 12(14%)

25(29.1%) [ 36 (41.9%) [13(15.1% )12 (14 %) 0

30(34.9%)|28 (32.6%)| (16.9%4) | (8.12%) | 4(4.7%)

out what [ will o o 20 5
receive if | dowhat | 1112:8%) | 49(57%) | (9339,) | 8(7%) | O
is required.

My supervisor keeps 24

careful track at

16(18.6%) | 41(47.7%) | (57.g5,) [2(2:3%)| 3(3.5%)
mistakes. e

Table 3: Transactional Leadership

Table 4 describes the relationship between socio
demographic characteristics and mean leadership score
behavior. There is no association between gender and
leadership behavior of participants. In addition, age of
participants and experience also have no significant
association withleadership behavioras pvalueis 0.523and
0.365respectively.

Socio demographic Fre?lt.;e)ncy Mean leadership behavior p-value

characteristics ° score (SD)

Gender

Male 17(9.7)
69(80.2)

3.73(0.58)
3.64(0.66)

Female 0.495

Age Group
20-25 Year 56 (64) 3.74(0.52) 0.523
26-30 Year 30(34.9) 3.68(0.67)

Experience
1-5 Year 82(95.3) 3.75(0.54) 0.365
6-10 Year 4(4.7) 3.67(0.67)

Table 4: Relationship between socio demographic and
perceptionoftransformationalleadership behavior

Table b describes the relationship between socio
demographic characteristics and mean leadership score
behavior. There is no association between gender and
leadership behavior of participants. In addition, age of
participants and experience also have no significant
association withleadership behavioraspvalueis0.232 and
0.342respectively.
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Socio demographic Fre?l‘;l/e)ncy Mean leadership behavior p-value

characteristics ° score (SD)
Gender
Male 17(9.7) 2.83(0.46)
0.385
Female 69(80.2) 3.04(0.54)
Age Group
20-25 Year 56(64) 3.54(0.42) 0.232
26-30 Year 30(34.9) 3.28(0.40) )
Experience
1-5 Year 82(95.3) 3.44(0.48) 0.342
6-10 Year 4(4.7) 3.22(0.45) ]

Table 5: Relationship between socio demographic and
perceptionof transactionalleadership behavior

DISCUSSION

The findings indicated that nurses preferred
transformational leadership over transactional leadership.
Additionally, the study's findings are in line with earlier work
done at Jimma University Specialized Hospital[12]. In 2019,
Asif et al., explored that performance was significantly
positively correlated with Transformational Leadership
[20]. Among the leadership styles measured by Abdelhafiz
et al., transformational leadership had been used by head
nurses more thantransactionalleadership[21]. The level of
job satisfaction among nursing staff was higher in public
hospitals than in private hospitals in this study. Results
generally showed that transformative authority spreads a
favorable resultin job satisfaction levels among registered
nurses [1]. This result is further strengthened by [8], who
demonstrated how each nurse's degree of job satisfaction
and leadership styles differ. Between work fulfilment and
transformational authority, there is a clear and
advantageous relationship. Lapena et al., show a
significant moderate correlation in the positive direction
between transformational leadership style and nurses' job
satisfaction [22]. According to the findings of our study,
motivating employees keeps them happy at work. Leaders
serve as role models for their teams. Results indicate that
the majority of aspects of nurse leaders' leadership styles
significantly correlate with job satisfaction, while there is
no statistically significant relationship between variable
stimulation and the professional working environment. In
addition, all dimensions of the transformative leadership
style in this study significantly and positively correlated
with job satisfaction. Contrarily, transactional leadership
failed to energize the workforce. The study's findings
indicated a bad association between transactional
leadership style and staff nurses. This study demonstrated
thatthereisnorelationship between participants'agesand
leadership behavior. These results don't match up with any
otherresearch. Accordingtoastudy, nurses were generally
happier with transformational leadership style. In order to
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improve nurse job satisfaction, nursing managers must
embrace a transformative leadership style. Results
revealed a positive association between transformative
leadership and work satisfaction that was statistically
significant.

CONCLUSIONS

According to the results of the current study, nurses like
managers that practice transformational leadership.
Managers who demonstrated transformative leadership
are preferred by nurses. This represents how
transformational leadership enhancesthe productivity and
fulfilment of staff nurses at work. When nurses are more
content and comfortable, they work better. Effective
leadership philosophies are required in our healthcare
system if we are to foster positive behavior and inspire
nurses to provide improved patient care. To enhance their
management abilities, nurse managers and leaders must
receive training. According to the study's findings,
managers can increase employee commitment and
satisfaction by practicingtransformationalleadership.
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