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Abstract
Introduction: The argument about whether leadership style affects nurses’ job satisfaction is centered around the impact of

different leadership styles on the work environment and the quality of care provided by nurses. Therefore, this review was

primarily aimed at assessing the impact of transformational leadership style on the job satisfaction of hospital nurses.

Methods: This is an integrative review conducted according to the Whittemore and Knafl’s framework. Comprehensive lit-

erature searches were conducted in PubMed, MEDLINE, CINAHL, Web of Science, Research4Life, and APA PsychInfo. In

addition, studies were included through hand-searching from different sources of grey literature and a reference list of iden-

tified articles. All English articles published between 2012 and 2023 reporting the impact of transformational leadership style

on nurses’ job satisfaction were eligible for inclusion.

Results: Seventeen articles were included in the review, of which 16 were cross-sectional studies, while one was mixed. The

majority (n= 12) of the studies were conducted in at least two or more healthcare settings, with a total of 5841 nurses.

Almost all (n= 16) articles reported the positive influence of transformational leadership on nurses’ job satisfaction. In addi-

tion, the transformational leadership style was reported to have a positive impact on nurses’ intentions to stay at work, quality

care, and patient outcomes.

Conclusion: By adopting a transformational leadership approach within clinical environments, there is a potential to boost

nurses’ job satisfaction.

Keywords
effect, satisfaction, job, leadership, nursing

Received 11 April 2022; Revised 7 August 2023; accepted 8 August 2023

Introduction
Various nursing leadership styles have a direct or indirect
impact on the nursing profession, professionals, and patient
outcomes (Sfantou et al., 2017). Each leadership style has
its own unique approach and impact on the nursing field.
Transformational, transactional, passive/avoidant leadership,
servant, situational, authentic, charismatic, and quantum are
among the widely implemented leadership styles in the
healthcare system (Carrara et al., 2017; Lee et al., 2019).

In hospitals, leadership is seen as a central element of a
well-coordinated and integrated provision of care (Sfantou
et al., 2017). The structural measures influenced by nurse
managers’ leadership styles are believed to be important
determinants of nurses’ job satisfaction, morale, productivity,
and retention (Asamani et al., 2016; Kiwanuka et al., 2021;

Pishgooie et al., 2019). Therefore, the active role and partic-
ipation of nurses in implementing the best leadership style
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are crucial to ensuring quality care, advancing the profession,
and creating a conducive environment in the health industry.

Transformational leadership has become one of the lead-
ership styles believed to have a positive effect on employee
satisfaction, engagement, and performance. It is a theory of
leadership where leaders work together in teams to explore
a needed paradigm shift and create a vision to realize it
with other inspirational members of a group (Kiwanuka
et al., 2021; Moon et al., 2019). But also, it is a demanding
leadership style that directly correlates to organizational
commitment (Al-Yami et al., 2018; Carrara et al., 2017).

Conversely, few evidences did not show the scenario
about the positive impact of the transformational leadership
style. A cross-sectional study from Iran indicated that there
was a positive correlation between transformational leader-
ship and anticipated turnover (Pishgooie et al., 2019). In
addition, the adoption of transformational leadership seems
way behind in health care settings. A study from Belgium
revealed that head nurses and nurse directors were exces-
sively implementing passive-avoidant leadership styles in
contrast to transformational leadership styles in nursing
homes. Subsequently, all leadership outcomes (extra effort,
effectiveness, and satisfaction) were significantly lower
among both the head and director of nurses (Poels et al.,
2020).

Furthermore, understanding the impact of nurse manag-
ers’ leadership styles on job satisfaction may lead to
increased retention (Suliman et al., 2020). Subsequently,
this can contribute to the overall achievement of a given
healthcare organization. Therefore, it is necessary to gather
the kinds of literature necessary to develop a holistic and con-
clusive idea of whether transformational leadership influ-
ences nurses’ job satisfaction. As such, this integrative
review will provide tangible evidence of the impact of trans-
formational leadership style on the job satisfaction of hospital
nurses.

Research Question
Does transformational leadership style affect hospital nurses’
job satisfaction?

Methods

Design
An integrative review approach was used as it allows for find-
ings from diverse methodologies to be applied to clinical prac-
tice, and evidence-based practice initiatives (Whittemore &
Knafl, 2005).

Search Methods
The initial search for literature was carried out from August
to September 2021 and last updated on May 18, 2023.

Literature was searched from online databases such as
PubMed, MEDLINE, CINAHL, Web of Science,
Research4Life, and APA PsychInfo. In addition, articles
were identified from the Edinburgh Napier University repos-
itory, reference lists of included articles, Google, Google
Scholar, and World Health Organization websites. The
main search terms used in the databases were
“Transformational leadership AND Nurs* AND Job satisfac-
tion.” The advanced searching options available in each
online database were executed using the predefined search
terms and strategies (Appendix A).

Inclusion/Exclusion Criteria
Inclusion Criteria. All English-language studies that reported
the impact of transformational leadership on hospital
nurses’ job satisfaction were eligible for the review. To
reach an up-to-date conclusion, the authors included articles
published between January 1, 2012, and May 18, 2023. The
integrative review allows the inclusion of studies with
diverse methodologies. Therefore, there were no restrictions
for inclusion of studies based on their sample size or design.

Exclusion Criteria. Nonprimary sources such as editorials,
opinion pieces, letters, and review papers have been
excluded. Also, an article dealing with multidisciplinary pro-
fessionals was ineligible unless it had a piece of result rele-
vant to the review. Furthermore, the authors excluded
inaccessible articles after contacting the corresponding
author three times, through email. The final decision on
whether to include an article was based on the consensus
of the two authors.

Selection of Studies
All database search results were exported to the Mendeley
reference manager software version 1.19.4. With the help
of the software, duplicate search results were deleted. Next,
a two-step selection process was undertaken. In step 1, two
independent reviewers (GG, EC) scanned the titles and
abstracts of all articles reporting the impact of transforma-
tional leadership on nurses’ job satisfaction. And in step 2,
full-text articles were screened by the reviewers to determine
their eligibility. In the end, fully eligible articles were
selected for further analysis (Figure 1). Evaluators’ disagree-
ments were resolved via a third reviewer (HT).

Data Extraction, Analysis, and Synthesis
The integrative review framework developed by Whittemore
and Knafl (2005) was used as guidance during data extrac-
tion, analysis, and synthesis. Accordingly, the data was
extracted using an Excel table. Initially, articles were read
at least three times to grasp a comprehensive understanding
of their methodologies and findings. Next, the common
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observations and patterns in each article were identified.
Basically, the authors abstracted variables that were relevant
to the review question. Consequently, the authors recorded
the author, year of publication, country, aim, study setting,
design, sample size, and main findings of each article.
Finally, the findings were synthesized according to the
study characteristics and the aim of the review.

Quality Assessment
The methodological quality of the papers was evaluated
using the JBI quality assessment checklists for cross-
sectional studies (Appendix B).

Results

Characteristics of the Studies
The literature search generated 1,118 articles, of which 462
were from online databases and the remaining 656 were
from other sources. After eliminating duplicates and evaluat-
ing titles and abstracts, the number of articles was reduced to
58. Of these, one full-text article was inaccessible after con-
tacting the corresponding author. Subsequently, 57 articles
were retrieved and fully reviewed for inclusion. Of these,
40 articles were excluded with reasons, and 17 full studies
met the inclusion criteria for the review (Figure 1). These
studies were conducted in Saudi Arabia (n= 3), USA (n= 2),
Jordan (n= 2), China (n= 1), Malaysia (n= 1), Turkey

(n= 1), Pakistan (n= 1), Philippines (n= 1), Canada (n= 1),
Italy (n= 1), Slovakia (n= 1), Portugal (n= 1), and Ethiopia
(n= 1). The total sample size from these studies was 5841
nurses, ranging from 87 to 1,037, and the majority (n= 12)
of the studies were conducted in at least two or more health-
care settings. With regards to study design, 16 were cross-
sectional studies, while only one was mixed. Furthermore, a
correlation analysis was executed in all articles to show the
relationship between transformational leadership style and
nurses’ job satisfaction (Table 1).

Quality Appraisal of the Review
Two authors (GG, EC) evaluated, by consensus, the method-
ological quality of articles using the JBI quality assessment
tools. The authors included studies with clear eligibility cri-
teria, a detailed description of context, a reliable and valid
measure of exposure, and an adequate statistical analysis.
Accordingly, articles with scores of 8/8, 7–5/8, and less
than 5/8 were labeled as high, moderate, and low quality,
respectively. As a result, 13 studies were of high methodo-
logical quality because all of these papers received a “yes”
rating for all relevant elements of the JBI Quality
Assessment Tool (Abdelhafiz et al., 2016; Abualrub &
Alghamdi, 2012; Alshahrani & Baig, 2016; Asif et al.,
2019; Boamah et al., 2018; Brewer et al., 2016; Choi et al.,
2016; Jankelová & Joniaková, 2021; Labrague et al., 2020;
Morsiani et al., 2017; Negussie & Demissie, 2013; Othman
& Khrais, 2022; Roberts-Turner et al., 2014). And, four

Figure 1. A PRISMA diagram showing the article selection process (Page et al., 2021).

Gebreheat et al. 3



T
ab

le
1.

C
h
ar
ac
te
ri
st
ic
s
o
f
th
e
St
u
d
ie
s
In
cl
u
d
e
d
in

th
e
R
e
vi
e
w
.

A
u
th
o
r
(y
e
ar
),

C
o
u
n
tr
y

A
im

D
e
si
gn
,
p
ar
ti
ci
p
an
ts

(s
am

p
le

si
ze
),
se
tt
in
g

V
ar
ia
b
le
m
e
as
u
re
m
e
n
t

M
ai
n
o
u
tc
o
m
e
s

M
ai
n
fi
n
d
in
gs

(Q
u
e
sa
d
o
e
t
al
.,

2
0
2
2
),
P
o
rt
u
ga
l

To
as
se
ss

th
e
co
rr
e
la
ti
o
n

b
e
tw

e
e
n
tr
an
sf
o
rm

at
io
n
al

le
ad
e
rs
h
ip

an
d
th
e
le
ve
l
o
f

sa
ti
sf
ac
ti
o
n
e
x
p
e
ri
e
n
ce
d
b
y

n
u
rs
e
s
w
it
h
in

th
e
ir
te
am

s.

C
ro
ss
-s
e
ct
io
n
al
,
n
u
rs
e
s
(n
=

9
5
),
m
u
lt
ip
le
h
e
al
th

ca
re

se
tt
in
gs

T
h
e
G
lo
b
al

T
ra
n
sf
o
rm

at
io
n
al

L
e
ad
e
rs
h
ip

Sc
al
e
an
d
th
e

G
ro
u
p
Sa
ti
sf
ac
ti
o
n
Sc
al
e

Jo
b
sa
ti
sf
ac
ti
o
n

T
h
e
re

w
as

a
si
gn
ifi
ca
n
t
co
rr
e
la
ti
o
n

(r
=
.7
4
0
,
p
=
.0
0
0
)
in
d
ic
at
in
g
a

st
ro
n
g
p
o
si
ti
ve

re
la
ti
o
n
sh
ip

b
e
tw

e
e
n
tr
an
sf
o
rm

at
io
n
al

le
ad
e
rs
h
ip

(G
T
L
)
an
d
n
u
rs
e
s’

sa
ti
sf
ac
ti
o
n
w
it
h
th
e
ir
te
am

s

(G
SS
).
T
h
e
p
re
se
n
ce

o
f
m
o
re

tr
an
sf
o
rm

at
io
n
al
le
ad
e
rs
h
ip

b
e
h
av
io
rs

w
as

d
ir
e
ct
ly
lin
ke
d
to

h
ig
h
e
r
le
ve
ls
o
f
te
am

sa
ti
sf
ac
ti
o
n

am
o
n
g
n
u
rs
e
s.

(S
ah
an

&
Te
rz
io
gl
u
,

2
0
2
2
),
T
u
rk
ey

To
e
x
am

in
e
h
o
w

n
u
rs
e
m
an
ag
e
rs

an
d
st
af
f
n
u
rs
e
s
p
e
rc
e
iv
e
th
e

tr
an
sf
o
rm

at
io
n
al
le
ad
e
rs
h
ip

st
yl
e
o
f
n
u
rs
e
m
an
ag
e
rs

an
d

as
se
ss

th
e
im
p
ac
t
o
f
th
is

le
ad
e
rs
h
ip

st
yl
e
o
n
th
e

o
rg
an
iz
at
io
n
al
co
m
m
it
m
e
n
t

an
d
jo
b
sa
ti
sf
ac
ti
o
n
o
f
st
af
f

n
u
rs
e
s.

C
ro
ss
-s
e
ct
io
n
al
,
1
5
3
n
u
rs
e
s

(1
7
n
u
rs
e
m
an
ag
e
rs

an
d

1
3
6
st
af
f
n
u
rs
e
s)
,
1

U
n
iv
e
rs
it
y
h
o
sp
it
al

T
h
e
L
P
I:
Se
lf
/o
b
se
rv
e
r

(L
P
I-
se
lf
/o
b
se
rv
e
r)
,
th
e

O
rg
an
iz
at
io
n
al

C
o
m
m
it
m
e
n
t
Sc
al
e
an
d

th
e
Jo
b
Sa
ti
sf
ac
ti
o
n
Sc
al
e

O
rg
an
iz
at
io
n
al

co
m
m
it
m
e
n
t
an
d
jo
b

sa
ti
sf
ac
ti
o
n

T
h
e
tr
an
sf
o
rm

at
io
n
al
le
ad
e
rs
h
ip

p
ra
ct
ic
e
s
im
p
le
m
e
n
te
d
b
y
n
u
rs
e

m
an
ag
e
rs

co
n
tr
ib
u
te
d
to

9
%
o
f

th
e
o
ve
ra
ll
o
rg
an
iz
at
io
n
al

co
m
m
it
m
e
n
t
(r
=
.2
9
9
,
R2

=
.0
9
,

p
<
.0
0
1
)
an
d
2
4
%
o
f
th
e
o
ve
ra
ll

jo
b
sa
ti
sf
ac
ti
o
n
am

o
n
g
st
af
f

n
u
rs
e
s
(r
=
.4
8
8
,
R2

=
.2
4
,
p
<

.0
0
1
).

(O
th
m
an

&
K
h
ra
is
,

2
0
2
2
),
Jo
rd
an

T
h
e
ai
m

w
as

to
e
x
p
lo
re

th
e

co
rr
e
la
ti
o
n
b
e
tw

e
e
n

tr
an
sf
o
rm

at
io
n
al
le
ad
e
rs
h
ip
,

jo
b
sa
ti
sf
ac
ti
o
n
,
an
d

o
rg
an
iz
at
io
n
al
co
m
m
it
m
e
n
t

am
o
n
g
n
u
rs
e
s

C
ro
ss
-s
e
ct
io
n
al
,
re
gi
st
e
re
d

n
u
rs
e
s
(n
=
2
5
3
),
2

go
ve
rn
m
e
n
ta
l
h
o
sp
it
al
s

T
h
e
G
lo
b
al

T
ra
n
sf
o
rm

at
io
n
al

L
e
ad
e
rs
h
ip

sc
al
e
,
jo
b

sa
ti
sf
ac
ti
o
n
su
rv
ey
,
an
d

O
rg
an
iz
at
io
n
al

C
o
m
m
it
m
e
n
t
Sc
al
e

Jo
b
sa
ti
sf
ac
ti
o
n
an
d

o
rg
an
iz
at
io
n
al

co
m
m
it
m
e
n
t

A
si
gn
ifi
ca
n
t
an
d
p
o
si
ti
ve

co
rr
e
la
ti
o
n
w
as

o
b
se
rv
e
d

b
e
tw

e
e
n
tr
an
sf
o
rm

at
io
n
al

le
ad
e
rs
h
ip
an
d
jo
b
sa
ti
sf
ac
ti
o
n
(r

=
.2
9
7
,
p
=
.0
0
0
).
A
d
d
it
io
n
al
ly
,
a

p
o
si
ti
ve

re
la
ti
o
n
sh
ip

w
as

fo
u
n
d

b
e
tw

e
e
n
T
L
an
d
o
rg
an
iz
at
io
n
al

co
m
m
it
m
e
n
t
(r
=
.2
0
0
,p

=
.0
0
1
).

(J
an
ke
lo
vá

&

Jo
n
ia
ko
vá
,
2
0
2
1
),

Sl
o
va
k
ia

To
e
x
am

in
e
th
e
co
n
n
e
ct
io
n

b
e
tw

e
e
n
co
m
m
u
n
ic
at
io
n
sk
ill
s

an
d
th
e
tr
an
sf
o
rm

at
io
n
st
yl
e
o
f

fi
rs
t-
lin
e
n
u
rs
e
m
an
ag
e
rs

m
an
ag
e
m
e
n
t
w
it
h
th
e
jo
b

sa
ti
sf
ac
ti
o
n
o
f
n
u
rs
e
s
an
d
to

ve
ri
fy
th
e
in
fl
u
e
n
ce

o
f
th
re
e

m
o
d
e
ra
to
rs

o
n
th
e
st
re
n
gt
h
o
f

th
is
re
la
ti
o
n
sh
ip

D
e
sc
ri
p
ti
ve

cr
o
ss
-s
e
ct
io
n
al
,

fi
rs
t
lin
e
n
u
rs
e
m
an
ag
e
rs

(n
=
1
3
2
),
5
u
n
iv
e
rs
it
y

h
o
sp
it
al
s

T
h
e
M
u
lt
if
ac
to
r
L
e
ad
e
rs
h
ip

Q
u
e
st
io
n
n
ai
re
-5
×
Sh
o
rt

R
at
e
r,
5
-p
o
in
t
L
ik
e
rt

sc
al
e

Jo
b
sa
ti
sf
ac
ti
o
n

T
h
e
fi
n
d
in
gs

p
o
in
t
to

th
e
st
ro
n
g

d
ir
e
ct

e
ff
e
ct
s
o
f
co
m
m
u
n
ic
at
io
n

sk
ill
s
an
d
th
e
tr
an
sf
o
rm

at
io
n
al

le
ad
e
rs
h
ip

st
yl
e
o
f
fi
rs
t-
lin
e

n
u
rs
e
m
an
ag
e
rs

o
n
n
u
rs
e
s’
jo
b

sa
ti
sf
ac
ti
o
n
(ß
=
1
.1
2
,
p
<
.0
5
).

(L
ab
ra
gu
e
e
t
al
.,

2
0
2
0
),

P
h
ili
p
p
in
e
s

To
e
x
am

in
e
th
e
in
fl
u
e
n
ce

o
f
to
x
ic

an
d
tr
an
sf
o
rm

at
io
n
al

le
ad
e
rs
h
ip
p
ra
ct
ic
e
s
o
n
n
u
rs
e
s’

C
ro
ss
-s
e
ct
io
n
al
,
re
gi
st
e
re
d

n
u
rs
e
s
(n
=
7
7
0
),
1
5

h
o
sp
it
al
s

T
h
e
7
-i
te
m

G
lo
b
al

T
ra
n
sf
o
rm

at
io
n
al

N
u
rs
e
s’
jo
b
sa
ti
sf
ac
ti
o
n
,

p
sy
ch
o
lo
gi
ca
l
d
is
tr
e
ss
,

ab
se
n
te
e
is
m
an
d
in
te
n
t

T
ra
n
sf
o
rm

at
io
n
al
le
ad
e
rs
h
ip

p
re
d
ic
te
d
jo
b
sa
ti
sf
ac
ti
o
n
(r
=

.3
7
,
p
<
.0
0
1
)
an
d
in
te
n
t
to

le
av
e

(c
o
n
ti
n
u
e
d
)

4 SAGE Open Nursing



T
ab

le
1.

C
o
n
ti
n
u
e
d
.

A
u
th
o
r
(y
e
ar
),

C
o
u
n
tr
y

A
im

D
e
si
gn
,
p
ar
ti
ci
p
an
ts

(s
am

p
le

si
ze
),
se
tt
in
g

V
ar
ia
b
le
m
e
as
u
re
m
e
n
t

M
ai
n
o
u
tc
o
m
e
s

M
ai
n
fi
n
d
in
gs

jo
b
sa
ti
sf
ac
ti
o
n
,
p
sy
ch
o
lo
gi
ca
l

d
is
tr
e
ss
,
ab
se
n
te
e
is
m
,
an
d

in
te
n
t
to

le
av
e
th
e
o
rg
an
iz
at
io
n

o
r
th
e
n
u
rs
in
g
p
ro
fe
ss
io
n

L
e
ad
e
rs
h
ip

Sc
al
e
,
th
e

si
x
-i
te
m

JS
I.

to
le
av
e
th
e

o
rg
an
iz
at
io
n
o
r
th
e

n
u
rs
in
g
p
ro
fe
ss
io
n

th
e
p
ro
fe
ss
io
n
(r
=
−
.0
8
,
p
<

.0
5
).

(A
lb
ag
aw

i,
2
0
1
9
),

Sa
u
d
i
A
ra
b
ia

To
d
e
te
rm

in
e
th
e
re
la
ti
o
n
sh
ip

b
e
tw

e
e
n
th
e
le
ad
e
rs
h
ip

st
yl
e
s

o
f
n
u
rs
e
m
an
ag
e
rs

an
d
th
e
jo
b

sa
ti
sf
ac
ti
o
n
o
f
st
af
f
n
u
rs
e
s
in

h
o
sp
it
al
se
tt
in
gs

D
e
sc
ri
p
ti
ve

co
rr
e
la
ti
o
n
al

d
e
si
gn
,
n
u
rs
e
s
(n
=
1
8
4
),
5

h
o
sp
it
al
s

T
h
e
M
u
lt
if
ac
to
r
L
e
ad
e
rs
h
ip

Q
u
e
st
io
n
n
ai
re
-5
×
Sh
o
rt

R
at
e
r,
7
-p
o
in
t
L
ik
e
rt

sc
al
e

Jo
b
sa
ti
sf
ac
ti
o
n
o
f
st
af
f

n
u
rs
e
s

T
h
e
st
af
f
n
u
rs
e
s’
le
ve
l
o
f
jo
b

sa
ti
sf
ac
ti
o
n
sl
ig
h
tl
y
in
cr
e
as
e
d
(r

=
.2
5
8
,
p
=
.0
0
0
)
w
h
ile

n
u
rs
e

m
an
ag
e
rs

d
e
m
o
n
st
ra
te
d

tr
an
sf
o
rm

at
io
n
al
le
ad
e
rs
h
ip
.

(A
si
f
e
t
al
.,
2
0
1
9
),

P
ak
is
ta
n

To
e
x
am

in
e
th
e
re
la
ti
o
n
sh
ip
s

b
e
tw

e
e
n
tr
an
sf
o
rm

at
io
n
al

le
ad
e
rs
h
ip
,
st
ru
ct
u
ra
l

e
m
p
o
w
e
rm

e
n
t,
jo
b

sa
ti
sf
ac
ti
o
n
,
n
u
rs
e
-a
ss
e
ss
e
d

ad
ve
rs
e
p
at
ie
n
t
o
u
tc
o
m
e
s,
an
d

th
e
q
u
al
it
y
o
f
ca
re
.

C
ro
ss
-s
e
ct
io
n
al
,
re
gi
st
e
re
d

n
u
rs
e
(n
=
6
0
0
),
1
7

go
ve
rn
m
e
n
t
h
o
sp
it
al
s

T
h
e
7
-i
te
m

G
lo
b
al

T
ra
n
sf
o
rm

at
io
n
al

L
e
ad
e
rs
h
ip

Sc
al
e

Q
u
al
it
y
o
f
ca
re

an
d

p
at
ie
n
t
sa
ti
sf
ac
ti
o
n

T
ra
n
sf
o
rm

at
io
n
al
le
ad
e
rs
h
ip

is
a

cr
u
ci
al
to

im
p
ro
ve

q
u
al
it
y
o
f

ca
re
,
n
u
rs
e
s’
jo
b
sa
ti
sf
ac
ti
o
n
(r
=

.4
3
,
p
<
.0
1
)
an
d
m
in
im
iz
e

ad
ve
rs
e
p
at
ie
n
t
o
u
tc
o
m
e
s

(B
o
am

ah
e
t
al
.,

2
0
1
8
),
C
an
ad
a

To
in
ve
st
ig
at
e
th
e
e
ff
e
ct
s
o
f
n
u
rs
e

m
an
ag
e
rs
’
tr
an
sf
o
rm

at
io
n
al

le
ad
e
rs
h
ip

b
e
h
av
io
rs

o
n
jo
b

sa
ti
sf
ac
ti
o
n
an
d
p
at
ie
n
t
sa
fe
ty

o
u
tc
o
m
e
s

C
ro
ss
-s
e
ct
io
n
al
,
ac
u
te

ca
re

n
u
rs
e
s
(n
=
3
7
8
),
ac
u
te

ca
re

h
o
sp
it
al
s
ac
ro
ss

O
n
ta
ri
o

T
h
e
M
u
lt
if
ac
to
r
L
e
ad
e
rs
h
ip

Q
u
e
st
io
n
n
ai
re
-5
×
Sh
o
rt

R
at
e
r,
th
e
G
JS

q
u
e
st
io
n
n
ai
re
.

Jo
b
sa
ti
sf
ac
ti
o
n
an
d

p
at
ie
n
t
sa
fe
ty

o
u
tc
o
m
e
s

T
ra
n
sf
o
rm

at
io
n
al
le
ad
e
rs
h
ip

h
ad

a

st
ro
n
g
p
o
si
ti
ve

in
fl
u
e
n
ce

o
n

w
o
rk
p
la
ce

e
m
p
o
w
e
rm

e
n
t
(β
=

0
.7
7
,
p
<
.0
0
1
),
w
h
ic
h
in

tu
rn

in
cr
e
as
e
d
n
u
rs
e
s’
jo
b
sa
ti
sf
ac
ti
o
n

(β
=
0
.8
6
,
p
<
.0
0
1
)
an
d

d
e
cr
e
as
e
d
th
e
fr
e
q
u
e
n
cy

o
f

ad
ve
rs
e
p
at
ie
n
t
o
u
tc
o
m
e
s
(β
=

−
0
.3
5
,
p
<
.0
5
).

(M
o
rs
ia
n
i
e
t
al
.,

2
0
1
7
),
It
al
y

To
d
e
sc
ri
b
e
st
af
f
n
u
rs
e
s’

p
e
rc
e
p
ti
o
n
s
re
la
te
d
to

th
e

le
ad
e
rs
h
ip

st
yl
e
s
ad
o
p
te
d
b
y

th
e
ir
n
u
rs
e
m
an
ag
e
rs
,
id
e
n
ti
fy

w
h
ic
h
le
ad
e
rs
h
ip
st
yl
e
e
n
su
re
d

jo
b
sa
ti
sf
ac
ti
o
n
in

st
af
f
n
u
rs
e
s

an
d
d
e
sc
ri
b
e
w
h
ic
h
n
u
rs
e

m
an
ag
e
rs
’
b
e
h
av
io
r
sh
o
u
ld

ch
an
ge
.

M
ix
e
d
m
e
th
o
d
,
st
af
f
n
u
rs
e
(n

=
8
7
an
d
3
fo
cu
s
gr
o
u
p
),
3

ac
u
te

h
o
sp
it
al
s

T
h
e
M
u
lt
if
ac
to
r
L
e
ad
e
rs
h
ip

Q
u
e
st
io
n
n
ai
re
-5
×
Sh
o
rt

R
at
e
r

Jo
b
sa
ti
sf
ac
ti
o
n

A
p
o
si
ti
ve

co
rr
e
la
ti
o
n
e
m
e
rg
e
d

b
e
tw

e
e
n
st
af
f
n
u
rs
e
s’

sa
ti
sf
ac
ti
o
n
an
d
al
l
d
im
e
n
si
o
n
s
o
f

tr
an
sf
o
rm

at
io
n
al
le
ad
e
rs
h
ip

st
yl
e
.

(A
b
d
e
lh
afi
z
e
t
al
.,

2
0
1
6
),
Jo
rd
an

To
e
x
p
lo
re

h
o
w

th
e
le
ad
e
rs
h
ip

st
yl
e
s
o
f
n
u
rs
e
le
ad
e
rs

af
fe
ct

jo
b
sa
ti
sf
ac
ti
o
n
am

o
n
g
w
o
rk
in
g

n
u
rs
e
s.

C
ro
ss

-s
e
ct
io
n
al
,
n
u
rs
e
s
(n
=

2
0
0
),
3
p
u
b
lic

h
o
sp
it
al
s,
3

p
ri
va
te

h
o
sp
it
al
s

T
h
e
M
u
lt
if
ac
to
r
L
e
ad
e
rs
h
ip

Q
u
e
st
io
n
n
ai
re
-5
×
Sh
o
rt

R
at
e
r,
3
-p
o
in
t
L
ik
e
rt

sc
al
e

N
u
rs
e
s’
jo
b
sa
ti
sf
ac
ti
o
n

T
h
e
in
cr
e
as
e
d
d
e
ve
lo
p
m
e
n
t
o
f

tr
an
sf
o
rm

at
io
n
al
le
ad
e
rs
h
ip

b
e
h
av
io
rs

in
cr
e
as
e
d
n
u
rs
e
s’
jo
b

sa
ti
sf
ac
ti
o
n
(r
=
.3
7
,
p
<
.0
0
1
).

(c
o
n
ti
n
u
e
d
)

Gebreheat et al. 5



T
ab

le
1.

C
o
n
ti
n
u
e
d
.

A
u
th
o
r
(y
e
ar
),

C
o
u
n
tr
y

A
im

D
e
si
gn
,
p
ar
ti
ci
p
an
ts

(s
am

p
le

si
ze
),
se
tt
in
g

V
ar
ia
b
le
m
e
as
u
re
m
e
n
t

M
ai
n
o
u
tc
o
m
e
s

M
ai
n
fi
n
d
in
gs

(A
ls
h
ah
ra
n
i
&
B
ai
g,

2
0
1
6
),
Sa
u
d
i

A
ra
b
ia

To
e
va
lu
at
e
th
e
e
ff
e
ct

o
f

tr
an
sf
o
rm

at
io
n
al
an
d

tr
an
sa
ct
io
n
al
le
ad
e
rs
h
ip

st
yl
e
s

o
f
h
e
ad

n
u
rs
e
s
o
n
th
e
jo
b

sa
ti
sf
ac
ti
o
n
o
f
st
af
f
n
u
rs
e
s
in

cr
it
ic
al
ca
re

u
n
it
s
o
f
a
te
rt
ia
ry

ca
re

h
o
sp
it
al
.

C
ro
ss
-s
e
ct
io
n
al
,
lic
e
n
se
d

n
u
rs
e
s
(n
=
8
9
),
C
ri
ti
ca
l

ca
re

u
n
it

T
h
e
M
u
lt
if
ac
to
r
L
e
ad
e
rs
h
ip

Q
u
e
st
io
n
n
ai
re
-5
×
Sh
o
rt

R
at
e
r,
6
-p
o
in
t
sc
al
e

St
af
f
n
u
rs
e
s’
jo
b

sa
ti
sf
ac
ti
o
n
.

N
u
rs
e
s
w
o
rk
in
g
u
n
d
e
r
le
ad
e
rs

w
it
h
a
tr
an
sf
o
rm

at
io
n
al

le
ad
e
rs
h
ip

st
yl
e
d
e
m
o
n
st
ra
te
d

h
ig
h
e
r
jo
b
sa
ti
sf
ac
ti
o
n
(R

2
=

.1
7
6
,
p
<
.0
0
1
.

(B
re
w
e
r
e
t
al
.,

2
0
1
6
),
U
SA

To
e
x
am

in
e
th
e
e
ff
e
ct

o
f

tr
an
sf
o
rm

at
io
n
al
le
ad
e
rs
h
ip
o
n

e
ar
ly
ca
re
e
r
n
u
rs
e
s’
in
te
n
t
to

st
ay
,
jo
b
sa
ti
sf
ac
ti
o
n
an
d

o
rg
an
iz
at
io
n
al
co
m
m
it
m
e
n
t.

C
ro
ss
-s
e
ct
io
n
al
,
re
gi
st
e
re
d

n
u
rs
e
(n
=
1
0
3
7
),
5
1

m
e
tr
o
p
o
lit
an

st
at
is
ti
ca
l

ar
e
as

an
d
9
ru
ra
l
ar
e
as

in

3
4
U
S
St
at
e
s
an
d
th
e

D
is
tr
ic
t
o
f
C
o
lu
m
b
ia

T
h
e
M
u
lt
if
ac
to
r
L
e
ad
e
rs
h
ip

Q
u
e
st
io
n
n
ai
re
-5
×
Sh
o
rt

R
at
e
r,
5
-p
o
in
t
L
ik
e
rt

sc
al
e

In
te
n
t
to

st
ay
,
jo
b

sa
ti
sf
ac
ti
o
n
an
d

o
rg
an
iz
at
io
n
al

co
m
m
it
m
e
n
t

T
ra
n
sf
o
rm

at
io
n
al
le
ad
e
rs
h
ip

d
id

n
o
t
sh
o
w

a
si
gn
ifi
ca
n
t

co
rr
e
la
ti
o
n
w
it
h
n
u
rs
e
s’
in
te
n
t

to
st
ay

at
jo
b
an
d
jo
b

sa
ti
sf
ac
ti
o
n
,
b
u
t
si
gn
ifi
ca
n
tl
y

as
so
ci
at
e
d
w
it
h
o
rg
an
iz
at
io
n
al

co
m
m
it
m
e
n
t

(C
h
o
i
e
t
al
.,
2
0
1
6
)

M
al
ay
si
a

To
in
ve
st
ig
at
e
th
e
ca
u
sa
l

re
la
ti
o
n
sh
ip
s
am

o
n
g
p
e
rc
e
iv
e
d

tr
an
sf
o
rm

at
io
n
al
le
ad
e
rs
h
ip
,

e
m
p
o
w
e
rm

e
n
t,
an
d
jo
b

sa
ti
sf
ac
ti
o
n
am

o
n
g
n
u
rs
e
s
an
d

m
e
d
ic
al
as
si
st
an
ts
in

C
ro
ss
-s
e
ct
io
n
al
,
n
u
rs
in
g
st
af
f

(n
=
2
0
0
),
1
p
u
b
lic

an
d
1

p
ri
va
te

h
o
sp
it
al
s

T
h
e
M
u
lt
if
ac
to
r
L
e
ad
e
rs
h
ip

Q
u
e
st
io
n
n
ai
re
-5
×
Sh
o
rt

R
at
e
r,
5
-p
o
in
t
L
ik
e
rt

sc
al
e

Jo
b
sa
ti
sf
ac
ti
o
n
o
f

m
e
d
ic
al
as
si
st
an
ts
an
d

n
u
rs
e
s

T
ra
n
sf
o
rm

at
io
n
al
le
ad
e
rs
h
ip

p
o
si
ti
ve
ly
in
fl
u
e
n
ce
s
jo
b

sa
ti
sf
ac
ti
o
n
(R

2
=
.4
6
,
p
<
.0
1
)

am
o
n
g
n
u
rs
e
st
af
fs
.

(R
o
b
e
rt
s-
T
u
rn
e
r

e
t
al
.,
2
0
1
4
),
U
SA

To
d
e
sc
ri
b
e
th
e
re
la
ti
o
n
sh
ip

b
e
tw

e
e
n
p
e
d
ia
tr
ic

R
N
-r
e
p
o
rt
e
d
ra
ti
n
gs

o
f
R
N

le
ad
e
rs
h
ip

ch
ar
ac
te
ri
st
ic
s

(t
ra
n
sf
o
rm

at
io
n
al
an
d

tr
an
sa
ct
io
n
al
le
ad
e
rs
h
ip
)
an
d

R
N

jo
b
sa
ti
sf
ac
ti
o
n
.
T
h
e

R
e
tr
o
sp
e
ct
iv
e
cr
o
ss
-s
e
ct
io
n
al
,

p
e
d
ia
tr
ic
R
N
s
(n
=
9
3
5
),
1

h
o
sp
it
al

T
h
e
M
u
lt
if
ac
to
r
L
e
ad
e
rs
h
ip

Q
u
e
st
io
n
n
ai
re
-5
×
Sh
o
rt

R
at
e
r,
Jo
b
Sa
ti
sf
ac
ti
o
n

Sc
al
e

R
N
-j
o
b
sa
ti
sf
ac
ti
o
n

T
ra
n
sf
o
rm

at
io
n
al
le
ad
e
rs
h
ip

st
yl
e

p
o
si
ti
ve
ly
im
p
ac
te
d
R
N
’s
jo
b

sa
ti
sf
ac
ti
o
n
(β
=
0
.0
6
9
,p

=
.0
0
2
).

(N
e
gu
ss
ie
&

D
e
m
is
si
e
,
2
0
1
3
),

E
th
io
p
ia

To
in
ve
st
ig
at
e
th
e
re
la
ti
o
n
sh
ip

b
e
tw

e
e
n
le
ad
e
rs
h
ip

st
yl
e
o
f

n
u
rs
e
m
an
ag
e
rs

an
d
n
u
rs
e
s’

jo
b
sa
ti
sf
ac
ti
o
n

N
o
n
e
x
p
e
ri
m
e
n
ta
l
co
rr
e
la
ti
o
n

d
e
si
gn

(c
ro
ss
-s
e
ct
io
n
al
),

n
u
rs
e
s
(n
=
1
7
6
),
1

U
n
iv
e
rs
it
y
h
o
sp
it
al

T
h
e
M
u
lt
if
ac
to
r
L
e
ad
e
rs
h
ip

Q
u
e
st
io
n
n
ai
re
-5
×
Sh
o
rt

R
at
e
r

Jo
b
sa
ti
sf
ac
ti
o
n

A
ll
th
e
5
d
im
e
n
si
o
n
s
o
f

tr
an
sf
o
rm

at
io
n
al
le
ad
e
rs
h
ip

w
e
re

fo
u
n
d
to

b
e
p
o
si
ti
ve
ly

as
so
ci
at
e
d
w
it
h
b
o
th

in
tr
in
si
c

an
d
e
x
tr
in
si
c
jo
b
sa
ti
sf
ac
ti
o
n
s.

In
tr
in
si
c:
In
d
iv
id
u
al

co
n
si
d
e
ra
ti
o
n
(β
=
0
.3
5
,
p
<
.0
1
),

in
sp
ir
at
io
n
al
st
im
u
la
ti
o
n
(β
=

0
.3
1
,p

<
.0
1
),
in
te
lle
ct
u
al
M
o
ti
ve

(β
=
0
.4
9
,
p
<
.0
1
),
id
e
al
iz
e
d

in
fl
u
e
n
ce

(a
tt
ri
b
u
te
)
(β
=
0
.2
9
,
p

<
.0
1
),
id
e
al
iz
e
d
in
fl
u
e
n
ce

(b
e
h
av
io
r)
(β
=
0
.3
2
,p

<
.0
1
)
an
d

(c
o
n
ti
n
u
e
d
)

6 SAGE Open Nursing



T
ab

le
1.

C
o
n
ti
n
u
e
d
.

A
u
th
o
r
(y
e
ar
),

C
o
u
n
tr
y

A
im

D
e
si
gn
,
p
ar
ti
ci
p
an
ts

(s
am

p
le

si
ze
),
se
tt
in
g

V
ar
ia
b
le
m
e
as
u
re
m
e
n
t

M
ai
n
o
u
tc
o
m
e
s

M
ai
n
fi
n
d
in
gs

in
sp
ir
at
io
n
al
m
o
ti
ve

(β
=
0
.4
9
,
p

<
.0
1
)

E
x
tr
in
si
c:
Id
e
al
iz
e
d
in
fl
u
e
n
ce

(a
tt
ri
b
u
te

(β
=
0
.2
1
,
p
<
.0
5
),

id
e
al
iz
e
d
in
fl
u
e
n
ce

(b
e
h
av
io
r)

(β
=
0
.1
9
,
p
<
.0
5
),
in
te
lle
ct
u
al

st
im
u
la
ti
o
n
(β
=
0
.4
2
,
p
<
.0
5
),

in
sp
ir
at
io
n
al
m
o
ti
va
ti
o
n
(β
=

0
.1
9
,
p
<
.0
5
)
an
d
in
d
iv
id
u
al

co
n
si
d
e
ra
ti
o
n
(β
=
0
.1
7
,
p
<

.0
5
)"

(W
an
g
e
t
al
.,
2
0
1
2
),

C
h
in
a

To
d
e
sc
ri
b
e
th
e
re
la
ti
o
n
sh
ip

b
e
tw

e
e
n
th
e
tr
an
sf
o
rm

at
io
n
al

le
ad
e
rs
h
ip

o
f
n
u
rs
e
m
an
ag
e
rs

an
d
jo
b
sa
ti
sf
ac
ti
o
n
am

o
n
g

cl
in
ic
al
R
e
gi
st
e
re
d
N
u
rs
e
s
at

a

te
rt
ia
ry

ca
re

h
o
sp
it
al

C
o
rr
e
la
ti
o
n
al
cr
o
ss

-s
e
ct
io
n
al
,
cl
in
ic
al

R
e
gi
st
e
re
d
N
u
rs
e
s
(n
=

2
5
0
),
1
te
rt
ia
ry

h
o
sp
it
al

T
h
e
C
h
in
e
se

ve
rs
io
n
o
f
th
e

L
e
ad
e
rs
h
ip

P
ra
ct
ic
e

In
ve
n
to
ry

o
b
se
rv
e
r,
N
JS
S

Jo
b
sa
ti
sf
ac
ti
o
n

A
p
o
si
ti
ve

co
rr
e
la
ti
o
n
w
as

re
co
rd
e
d
b
e
tw

e
e
n
th
e

tr
an
sf
o
rm

at
io
n
al
le
ad
e
rs
h
ip

o
f

n
u
rs
e
m
an
ag
e
rs

an
d
jo
b

sa
ti
sf
ac
ti
o
n
(r
=
.5
5
6
,
p
<
.0
0
1
).

(A
b
u
al
ru
b
&

A
lg
h
am

d
i,
2
0
1
2
),

Sa
u
d
i
A
ra
b
ia

To
e
x
am

in
e
th
e
im
p
ac
t
o
f

le
ad
e
rs
h
ip

st
yl
e
s
o
f
n
u
rs
e

m
an
ag
e
rs

o
n
Sa
u
d
i
n
u
rs
e
s’
jo
b

sa
ti
sf
ac
ti
o
n
an
d
th
e
ir
in
te
n
t
to

st
ay

at
w
o
rk
.

D
e
sc
ri
p
ti
ve

co
rr
e
la
ti
o
n
al

d
e
si
gn

(c
ro
ss
-s
e
ct
io
n
al
),

n
u
rs
e
s
(n
=
3
0
2
),
6
p
u
b
lic

h
o
sp
it
al
s

T
h
e
M
L
Q
-5
×
,
Jo
b

Sa
ti
sf
ac
ti
o
n
Su
rv
ey

N
u
rs
e
s’
jo
b
sa
ti
sf
ac
ti
o
n

A
si
gn
ifi
ca
n
t
m
o
d
e
ra
te

p
o
si
ti
ve

co
rr
e
la
ti
o
n
w
as

o
b
se
rv
e
d

b
e
tw

e
e
n
th
e
tr
an
sf
o
rm

at
io
n
al

le
ad
e
rs
h
ip

st
yl
e
an
d
n
u
rs
e
s’
jo
b

sa
ti
sf
ac
ti
o
n
(r
=
.4
5
,
p
<
.0
0
1
)

T
h
o
se

w
h
o
w
e
re

m
o
re

sa
ti
sfi
e
d

w
it
h
th
e
ir
jo
b
s
in
te
n
d
e
d
to

st
ay

at
w
o
rk
.

N
ot
es
:
L
P
I
=
L
e
ad
e
rs
h
ip

P
ra
ct
ic
e
s
In
ve
n
to
ry
;
G
JS
=
G
lo
b
al
Jo
b
Sa
ti
sf
ac
ti
o
n
;
JS
I
=
Jo
b
Sa
ti
sf
ac
ti
o
n
In
d
e
x
;
N
JS
S
=
N
u
rs
e
Jo
b
Sa
ti
sf
ac
ti
o
n
Sc
al
e
;
M
L
Q

=
M
u
lt
if
ac
to
r
L
e
ad
e
rs
h
ip

Q
u
e
st
io
n
n
ai
re
.

Gebreheat et al. 7



studies (Albagawi, 2019; Quesado et al., 2022; Sahan &
Terzioglu, 2022; Wang et al., 2012) were of moderate meth-
odological quality due to their limitations in having a stan-
dardized objective and, identification and management of
confounding factors (Appendix B). No article was excluded
based on this data evaluation rating system.

The Impact of Transformational Leadership
on Nurses` Satisfaction
Seventeen articles demonstrated the association between
transformational leadership style and nurses’ job satisfaction.
Of these, 16 articles have reported the positive influence of
transformational leadership on job satisfaction of hospital
nurses (Abdelhafiz et al., 2016; Abualrub & Alghamdi,
2012; Albagawi, 2019; Alshahrani & Baig, 2016; Asif
et al., 2019; Boamah et al., 2018; Choi et al., 2016;
Jankelová & Joniaková, 2021; Labrague et al., 2020;
Morsiani et al., 2017; Negussie & Demissie, 2013; Othman
& Khrais, 2022; Quesado et al., 2022; Roberts-Turner
et al., 2014; Sahan & Terzioglu, 2022; Wang et al., 2012).
In particular, four studies showed the presence of strong pos-
itive correlations between transformational leadership style
and, extra effort, effectiveness, and satisfaction (Alshahrani
& Baig, 2016; Boamah et al., 2018; Morsiani et al., 2017;
Negussie & Demissie, 2013). Furthermore, in two studies,
nurses who were working under managers demonstrating
transformational leadership showed more job satisfaction
and intent to stay at work (Abualrub & Alghamdi, 2012;
Roberts-Turner et al., 2014). Relatedly, it has also been
reported that a transformational leadership style can
enhance job satisfaction and overall organizational commit-
ments of nurses (Othman & Khrais, 2022; Sahan &
Terzioglu, 2022). Besides the positive impact that a transfor-
mational leadership style had on nurses’ job satisfaction, it
also contributed to minimizing the adverse outcomes of
patients (Asif et al., 2019).

On the other side, according to a study from the USA,
transformational leadership style had no statistically signifi-
cant impact on the intent to stay and job satisfaction of
nurses but was significantly associated with organizational
commitment (Brewer et al., 2016).

Discussion
The authors set out to summarize whether a transformational
leadership style has an impact on nurses’ job satisfaction. The
authors found seventeen articles that demonstrated the rela-
tionship between transformational leadership style and
nurses’ job satisfaction in health care settings.

In this review, almost all the studies confirmed that trans-
formational leadership has a positive correlation with nurses’
job satisfaction. Furthermore, the studies have also reported
that a transformational leadership style can enhance nurses’

intentions to stay at work, quality care, and patient outcomes.
Likewise, in a related review, a transformational leadership
style has had a positive correlation with work or professional
satisfaction and the reduction of medication errors in the
intensive care unit. More importantly, the authors also
reported that a transformational leadership style indirectly
influences job satisfaction by creating a motivating and cohe-
sive work environment (Kiwanuka et al., 2021).

Despite the fact that a transformational leadership style
correlates with better job satisfaction, existing evidence
shows that it is rarely demonstrated by nurse managers in
health care settings (Morsiani et al., 2017). This might be
due to the leadership style preferences of managers and hos-
pitals. In addition, the adoption of a transformational leader-
ship style requires individuals with considerate and
exemplary characteristics and a resourceful environment. In
contrast, some other types of leadership styles can still be
more effective than transformational leadership styles, espe-
cially in high-pressure work environments where a hard lead-
ership style is required for successful task accomplishment
and job satisfaction, such as in emergency and critical care
departments. In such settings, according to the article pub-
lished by Abdelhafiz et al. (2016), transactional leadership
style is believed to have a better impact on the job satisfaction
of nurses’ than transformational leadership. In this case, it is
understandable that the character of the transactional leader-
ship style allows a manager to focus on taking corrective
actions against staff nurses and subordinates who show
poor work conduct. Therefore, in such circumstances, trans-
actional leadership can be a better option than transforma-
tional leadership to increase task achievement, build
teamwork, and increase overall nurses’ job satisfaction.

The results of this review also revealed that nursing
leaders, who exhibit transformational behavior have a great
role in decreasing staff turnover, which may also indirectly
imply the existence of nurses’ job satisfaction as a mediating
factor (Abdelhafiz et al., 2016; Abualrub & Alghamdi, 2012).
Transformational nurse leaders can recognize and foresee the
necessities of their staff nurses by establishing a good rela-
tionship and making significant efforts to fulfill their needs
to encourage a sense of empowerment and autonomy that
can subsequently result in job satisfaction (Asif et al.,
2019). Also, related studies have inferred the contribution
of transformational leadership style in decreasing nurses’
turnover (Magbity et al., 2020; Pishgooie et al., 2019).
Overall, the transformational leadership style contributes to
higher levels of job satisfaction, which, in turn, can
enhance nurses’ overall well-being and performance in
their roles.

Limitations
The search for literature was limited to articles published
between 2010 and 2023. Furthermore, studies published in
languages other than English or those not indexed in

8 SAGE Open Nursing



commonly used databases may be missed. These limitations
can affect the interpretation and reporting of findings.

Implications for Practice
Choosing the best leadership style could be one of the mod-
ifiable factors that a healthcare organization can do to create a
conducive working environment and promote quality care
(Phillips et al., 2021). In this regard, the findings of this
study have highlighted the importance of a transformational
leadership style in promoting hospital nurses’ job satisfac-
tion. This study can also be used as input to plan and
develop future nursing leadership quality improvement ini-
tiatives in a healthcare organization. Furthermore, it contrib-
utes to the growing body of literature on nursing leadership
development and training. Overall, the present review pro-
motes the implementation of transformational leadership
style in hospitals and provides a theoretical grounding for
future researchers in nursing management and leadership.

Conclusion
Overall, the transformational leadership style has a positive
impact on nurses’ job satisfaction. Therefore, it is recom-
mended that healthcare settings adapt a transformational
leadership style for better staff job satisfaction.
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