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SUMMARY

The study titled ,Transformational Leadership and Employ-
ee Motivation in Jordan: The Influence of Age, Educational
Attainment and Work Experience” examines how these de-
mographic factors impact motivation in the context of trans-
formational leadership. Transformational leadership, which
includes inspiring employees through a compelling vision,
intellectual stimulation, and individualized support, is seen
as key to boosting motivation. The study conducted in pri-
vate Jordanian organizations used quantitative methods, in-
cluding surveys and ANOVA tests, to explore whether age,
education, and experience significantly affect employee mo-
tivation. The findings revealed no significant differences in
motivation levels across these demographic groups under
transformational leadership, suggesting that other factors
may play a larger role in influencing motivation in Jordan’s
workplaces.
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INTRODUCTION

Effective leadership is crucial for organizational success, as
leaders influence team motivation, engagement, and produc-
tivity, impacting overall performance (Meliala et al., 2023).
Inspiring leaders enhance individual and organizational out-
comes, providing a competitive edge (Putra et al., 2019). Lead-
ership styles vary from transactional, focused on routine tasks,
to transformational, emphasizing vision and motivation (Al
Khajeh, 2018). Motivation, driven by internal or external fac-
tors, fulfills employees’ needs for self-actualization and esteem,
leading to greater commitment (Luthans, 2017). Transforma-
tional leadership aligns employee goals with organizational ob-
jectives, fostering trust, intellectual stimulation, and personal
growth (Ghasabeh et al., 2015; Nguyen et al., 2017). Conversely,
lack of support from leaders can decrease satisfaction and in-
crease stress (Rachmah et al., 2022). Understanding the role
of leadership in motivation is essential for organizational ex-
cellence, involving complex dynamics and diverse personalities
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(Cekmecelioglu et al., 2023). Transformational leadership ef-
fectively motivates employees by creating a valued environment
(Udin, 2023). However, individual traits like gender and per-
sonality influence how leadership styles are received, indicat-
ing that a one-size-fits-all approach may not be effective (Fjend-
bo, 2020).

OBJECTIVES AND HYPOTHESIS
This study aims to explore how factors such as age, educational
attainment, and years of work experience affect employee mo-
tivation within the context of transformational leadership in
Jordan. The research seeks to offer empirical support for the
following hypotheses:
1. Age and motivation:
— HO (Null Hypothesis): There is no significant difference in
motivation levels among different age groups in the presence
of transformational leadership in Jordan.
—HI (Alternative Hypothesis): Motivation levels differ signif-
icantly among different age groups in the presence of trans-
formational leadership in Jordan.
2. Level of Education and Motivation:
—HO: There is no significant difference in motivation levels
among different educational levels in the presence of trans-
formational leadership in Jordan.
— HI: Motivation levels differ significantly among different
educational levels in the presence of transformational lead-
ership in Jordan.
3. Level of Experience and Motivation:
—HO: There is no significant difference in motivation levels
among different experience levels in the presence of trans-
formational leadership in Jordan.
— HI1: Motivation levels differ significantly among different
experience levels in the presence of transformational leader-
ship in Jordan.

LITERATURE REVIEW

Transformational Leadership

Leadership involves inspiring and engaging followers by
aligning styles with employee needs and goals (Romli et al.,
2022). A leader’s success depends on their ability to adapt to
the work environment, which directly affects performance
(Karyaningsih et al., 2021). Effective leadership fosters team-
work, commitment, and knowledge sharing, driving organ-
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izational progress (Inang, 2021). Transformational leader-
ship, which empowers and inspires employees, is particularly
effective in driving change (Khan et al., 2019; Maskuroch-
man, 2020). Introduced by James MacGregor Burns in the
1970s, this approach shifted focus from traditional models to
enhancing motivation and performance (Eaton et al., 2024).
Bernard Bass later expanded the theory, defining four di-
mensions: idealized influence, inspirational motivation, in-
tellectual stimulation, and individualized consideration
(Bass, 1997). This style fosters innovation, job satisfaction,
and productivity by addressing individual needs and reduc-
ing turnover (Sukmawati et al., 2023; Marbaniang, 2023).
Leaders also act as role models, promoting creative problem-
solving and innovation (Bastari et al., 2020). Transformation-
al leadership includes four key dimensions: Idealized Influ-
ence, Inspirational Motivation, Intellectual Stimulation: and
Individualized Consideration.

Employee Motivation

High job performance is crucial for organizational success
and improving service quality requires supporting employee
development and coaching (Piedade etal., 2019). Motivation,
a key psychological factor, drives performance by influenc-
ing attitudes and behavior (Sukmawati et al., 2023). It ad-
dresses unmet needs, like self-actualization and esteem, fos-
tering commitment and improved performance (Luthans,
2017). To enhance motivation, leaders must address needs
from basic to self-actualization, following Maslow’s hier-
archy (Masiyono, 2022). While early theories, such as Fre-
derick Taylor’s, focused on financial rewards, modern ap-
proaches like Maslow’s and Herzberg’s emphasize intrinsic
factors like personal growth and job satisfaction (Dupe et
al., 2020). Leadership plays a key role by providing autonomy
and empowerment, boosting commitment, productivity, and
retention (Khan, Din, & Rehan, 2019). Factors such as lead-
ership, work conditions, and rewards, especially transforma-
tional leadership, align with employees’ values, enhancing
motivation and job satisfaction (Fareed & Su, 2022; Udin et
al., 2023).

Employee Motivation and Demographics

Previous research has rarely examined the impact of demo-
graphic variables such as age, education, and experience on
workplace motivation. Damci (2016) found that these factors
shape work motivation, with variances in motivators based on
attributes like age and education. Ng and Feldman (2010) not-
ed that older employees tend to exhibit higher intrinsic motiva-
tion, while Kanfer and Ackerman (2004) observed that motiva-
tional priorities shift with age, focusing on job meaningfulness.
Rowold (2011) discovered that educational level affects motiva-
tional responses to leadership, and Heijden and Bakker (2011)
linked higher education to increased motivation for growth.
Gaki et al. (2012) found that employees with postgraduate de-
grees are generally more motivated. However, research on the
interaction between these factors and transformational leader-
ship in Jordan is limited. Understanding motivation among Jor-
danian employees is crucial for organizational success, as Shur-
rab et al. (2018) found that Jordanian construction managers
are motivated by compensation and personal development. Do-
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bre et al. (2017) confirmed Herzberg’s theory in Jordan, em-
phasizing the need for a balance of financial and non-financial
incentives to enhance motivation, while Ann et al. (2023) high-
lighted that job satisfaction drives motivation among Jordanian
hotel staff, linking dissatisfaction to turnover intention, there-
by supporting Herzberg’s view that intrinsic factors are key to
motivation.

MATERIAL AND METHOD

Research Design

This study utilizes a quantitative methodology to examine how
demographic factors—age, education level, work experience,
and gender-affect employee motivation under transformation-
al leadership in Jordan. The goal is to assess the influence of
these variables on motivation levels.

Participants

The study sample included employees from diverse private
organizations across various industries in Jordan. A conven-
ience sampling method was used to ensure a representative
group. Participants were required to be currently employed
and have direct experience working with a transformational
leader.

Data Collection

Data were collected through a cross-sectional survey using an
online questionnaire distributed via email and social media to
reach a broad audience. The questionnaire gathered demo-
graphic information and measured motivation levels using a
1-5 Likert scale across the four dimensions of transformational
leadership: idealized influence, inspirational motivation, intel-
lectual stimulation, and individualized consideration. Each di-
mension was assessed through targeted questions to evaluate
its impact on participants’ motivation.

Data Analysis

The data were analyzed using SPSS software, beginning with
descriptive statistics to summarize participants’ demographic
profiles and motivation levels. ANOVA was conducted to iden-
tify significant differences in motivation among various demo-
graphic groups. Post-hoc analyses, including the Bonferroni
correction, were then performed to clarify any significant find-
ings.

REsuLTs

Descriptive Analysis

The descriptive analysis details the participants’ demograph-
ic attributes, such as their age, education level, and years of
experience. It provides a comprehensive overview of these
characteristics to understand their distribution within the
study sample.

Age Distribution

The age distribution among the 104 respondents is as follows:

— 0-29 years old: This group has the highest number, with 51
respondents, representing 49% of the total sample.

— 30-39 years old: The second-largest group, with 43 respond-
ents, accounts for 41.3% of the sample.

— 40-49 years old: This age bracket has one of the smallest rep-
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resentations, with 5 respondents, making up Table 1.
4.8% of the total. Age
— 50 years old and above: Similarly, this group Valid Cumulative
also has a small representation, with 5 re- Frequency | Percent Percent Percent
spondents, constituting 4.8% of the sample. 20-29 years old 51 49.0 49.0 49.0
Overall, these figures show that a significant 30-39 years old 43 41.8 41.8 90.4
majority of respondents are relatively young, Valid 40-49 years old 5 4.8 4.8 95.2
with almost 90% of the participants being un- 50 years old and 5 48 48 100.0
der 40 years old, as detailed in Table 1. above ) i i
Total 104 100.0 100.0
Gender Sowrce: authors’ own editing, 2024
The gender distribution of the respondents is
quite balanced:
— Male: There are 53 male respondents, which Table 2.
constitutes 51% of the total sample. Biological Gender
— Female: There are 51 female respondents, Frequency | Percent |Valid Percent Cumulative
representing 49% of the sample. Percent
The small predominance of male respond- ) okl 51 49.0 49.0 49.0
ents suggests that the gender distribution is Vel bl 53 51.0 51.0 100.0
nearly equal, with males making up a margin- Lotz 104 100.0 100.0
ally larger segment of the sample, as detailed Source: authors’ own editing, 2024
in Table 2.
Education Level Table 3.
The educational background of the respond- Education Level
ents shows considerable diversity: Frequency | Percent PValid Cumulative
— Bachelor’s Degree: The majority, 68.3% of - ercent Percent
, . High school 2 1.9 1.9 1.9
the respondents, hold a bachelor’s degree, in- Bachelor’s
dicating a strong presence of individuals with Degree 71 68.3 68.3 70.2
undergraduate education. Valid Myoster's Degree 29 27.9 27.9 98.1
— Master’s Degree: A significant 29% of re- Ph.D or higher 9 1.9 1.9 100.0
spondents have earned a master’s degree, Total 104 100.0 100.0
highlighting a considerable portion with ad- Source: authors’ own editing, 2024
vanced academic qualifications.
— High School Graduates: Those with only a
high school diploma make up a small but no- Table 4.
table 1.9% of the sample. Work Experience
— Ph.D. or Higher: A very small fraction, 1.9%, Valid Cumulative
have achieved a Ph.D. or higher, reflecting a Frequency | Percent Percent Percent
limited number of respondents with the high- Less than 1 year 3 2.9 2.9 2.9
est level of academic credentials. 1-4 years 19 18.3 18.3 21.2
Overall, the data demonstrates a highly edu- Valid 5-10 years 68 65.4 65.4 86.5
cated respondent group, with a prominent con- 11 years and
centration holding bachelor’s and master’s de- above " 195 155 1000
grees, as illustrated in Table 3. Total 104 100.0 100.0

Work Experience
Table 4 displays the distribution of participants
by their level of work experience. Out of the 104 participants:
— Less than 1 year: 2.9% of respondents fall into this category.
— 1-4 years: 18.3% of respondents have this amount of experi-
ence.
— 5-10 years: The majority, 65.4%, report having experience
within this range.
— 11 years or more: 13.5% of participants have this level of ex-
perience.
These results indicate that most participants have intermedi-
ate levels of experience, with a substantial portion having be-
tween 5 and 10 years of experience.

Sowrce: authors’ own editing, 2024

Hypothesis testing

Age and motivation

Hypothesis:

— HO (Null Hypothesis): There is no significant difference in
motivation levels among different age groups in the presence
of transformational leadership in Jordan.

— H1 (Alternative Hypothesis): Motivation levels differ signifi-
cantly among different age groups in the presence of trans-
formational leadership in Jordan.

The results of the ANOVA test and the subsequent Bonfer-

roni correction indicate that age does not significantly im-
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pact motivation levels in the presence of trans- Table 5.
formational leadership in Jordan. The ANOVA ANOVA
analysis produced a significance value (Sig) of MotivationAvr
0.975, which is well above the conventional al- Sum of df Mean F Sig.
pha level of 0.05, suggesting no statistically sig- Squares Square
nificant differences in motivation across differ- gig:’;;;n 997 3 076 071 975
ent age groups. Furtlllermore, the Bonferroni s Cromes 106.943 100 1.062
Post—hoc te.st resul'ts, \.Nlth all age group compar- Total 106.471 108
isons showing a significance value of 1.00, fur- ; "
. . Source: authors’ own editing, 2024
ther support this finding. Therefore, we accept
the null hypothesis (HO0), concluding that age
does not influence motivation levels when trans-
formational leadership is present in the Jorda- Table 6.
nian context as described in table 5 and table 6. Multiple Comparisons
Dependent Variable: MotivationAvr

Level of Education and Motivation Bonferroni
Hypothesis: (1) Age (J) Age | Mean ?ffference Std. Error Sig.
— HO: There is no significant difference in moti- I

vation levels among different educational lev- 30-39 years -037847697218429 | .913400577489519 | 1.000

els in the presence of transformational leader- old

ship in Jordan. 2029 | #0749 €A | 071568627450080 | .483030887490088 | 1.000
— HI: Motivation levels differ significantly years o 50 > d

among different educational levels in the pres- i above | ~+214425770308123 | .483030887490088 | 1.000

ence of transformational leadership in Jordan. N

The analysis of the effect of educaplionJaI level = 2(?1(}1’ears 087847697218422 | .213400577489519 | 1.000
on motivation in the presence of transformation- 30-39 40-49 years | 13379030939558 | .487026248245326 | 1.000
al leadership in Jordan indicates that education- years old old
al level does not significantly affect motivation. POyears old | _ 176578075080701 | .487026248245326 | 1.000
The ANOVA results yielded a significance val- 20-29 years
ue (Sig) of 0.889, which is well above the con- old .071568627450980 |.483030887490088 | 1.000
ventional alpha level of 0.05, suggesting no sta- | 40-49 30-39 years | (33790030232558 | .487026248245326 | 1.000
tistically significant differences in motivation years old old
among different educational levels. Addition- 50 years old -.142857142857143 | .651899991008222 | 1.000
ally, the Bonferroni post-hoc test results, with by
all comparisons showing a significance value of 2029 Y€AIS | 914495770308123 | 483030887490088 | 1.000
1.00, further support this finding. Therefore, 50 years }
we accept the null hypothesis (HO), concluding | 91dand S0-39Years | 176578073089701 | .487026248245326 | 1.000
that educationallevel does not influence motiva- 40-49years | 149857149857143 | .651899991008222 | 1.000
tion levels when transformational leadership is old
present in the Jordanian context. This outcome Source: authors’ own editing, 2024
aligns with the results for age, where the ANO-
VA (Sig 0.975) and Bonferroni test (Sig 1.00)
also indicated no significant differences across Table 7.
age groups, reinforcing the conclusion that nei- ANOVA
ther age nor educational level significantly im- MotivationAvr
pacts motivation under transformational leader- Sum of df Mean F Sig.
ship in Jordan as shown in Table 7 and Table 8. Squares Square

Crone’ 670 3 223 211 | 889

Level of Ex.penence and Motivation Within Groups 105.801 100 1058
Hypothesis: Total 106.471 103

— HO: There is no significant difference in mo-
tivation levels among different experience lev-
els in the presence of transformational leader-

Sowrce: authors’ own editing, 2024

ship in Jordan.

— H1: Motivation levels differ significantly among different ex-
perience levels in the presence of transformational leader-
ship in Jordan.

The analysis of the effect of experience level on motivation,
when assessed alongside the effects of age and level of educa-

CONTROLLER INFO

tion, shows a consistent pattern. For experience level, the ANO-
VA results yielded a significance value (Sig) of 0.535, indicating
no significant differences in motivation levels across different
experience levels. The Bonferroni post-hoc tests further con-
firmed this finding, with all comparisons yielding significance
values close to 1.00. Therefore, we accept the null hypothesis
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Table 8.
() Education (J) EducationLevel Mean Difference (I-]) Std. Error Sig.
Bachelor’s Degree -.256161971830986 .737499836286492 1.000
High school Master’s Degree -.397475369458129 .751989056581197 1.000
Ph.D or higher -.500000000000000 1.028595619320373 1.000
, High school .256161971830986 .737499836286492 1.000
gicgﬁgg’r g Master’s Degree ~141313397627143 996631718838150 1.000
Ph.D or higher -.243838028169014 .737499836286492 1.000
High school .397475369458129 .751989056581197 1.000
Master’s Degree Bachelor’s Degree 141313397627143 .226681718838150 1.000
Ph.D or higher -.102524630541871 .751989056581197 1.000
High school .500000000000000 1.028595619320373 1.000
Ph.D or higher Bachelor’s Degree .243838028169014 737499836286492 1.000
Master’s Degree .102524630541871 .751989056581197 1.000
Sowrce: authors’ own editing, 2024
Table 9.
ANOVA
MotivationAvr
Sum of Squares df Mean Square F Sig.
Between Groups 2.290 3 763 733 .535
Within Groups 104.181 100 1.042
Total 106.471 103
Sowrce: authors’ own editing, 2024
Table 10.
E)((I[Ze‘zzll‘lkce (J) Work Experience Mean Difference (I-]) Std. Error Sig.
1-4 years .732456140350878 .634115145638080 1.000
Lz i 1 e 5-10 years 865196078431373 602155010392119 923
11 years and above .812074829931973 .649372703777339 1.000
Less than 1 year -732456140350878 .634115145638080 1.000
B 5-10 years 132739938080495 264863786351130 1.000
11 years and above .079618689581095 .359509495272400 1.000
Less than 1 year -.865196078431373 .602155010392119 923
Ly 1-4 years -132739938080495 264863786351130 1.000
11 years and above -.053121248499400 .299559202502184 1.000
Less than 1 year -.812074829931973 .649372703777339 1.000
11 years and above 1-4 years -079618689581095 359509495272400 1.000
5-10 years .053121248499400 .299559202502184 1.000

Sowrce: authors’ own editing, 2024

(HO) for experience level, concluding that experience level
does not significantly influence motivation levels in the pres-
ence of transformational leadership as shown in Table 9 and
Table 10.

Overall, all three variables—age, level of education, and ex-
perience level-show no significant impact on motivation when
transformational leadership is present in Jordan. Consequent-
ly, we accept the null hypothesis (HO) for each variable, con-
cluding that neither age, educational level, nor experience lev-
el significantly influences motivation levels in the context of
transformational leadership.

CONCLUSIONS

AND RECOMMENDATIONS

This study examined how demographic factors—age, educa-
tional attainment, and work experience—impact employee
motivation in private organizations across Jordan within the
framework of transformational leadership. Using ANOVA
and Bonferroni post-hoc tests, we found no significant dif-
ferences in motivation levels across various demographics,
challenging some prior studies. Our findings indicate that
demographic factors alone may not strongly predict motiva-
tion under transformational leadership, suggesting other,
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more complex influences at play. The results highlight the
need for a deeper understanding of motivational dynamics
in the workplace. Several limitations exist in our research.
The cross-sectional design limits causal conclusions, and self-
reported data may introduce response bias, affecting validity.
Additionally, focusing solely on private organizations in Jor-
dan may limit generalizability, as previous research indicates
that factors like job position and salary also significantly in-
fluence motivation. The convenience sampling method used
may not accurately represent the broader employee popula-
tion. Future research should explore a wider range of varia-
bles and their interactions to provide a more comprehensive
understanding of motivation. For instance, studies suggest
that factors such as confidence and contextual support may
be better predictors. In summary, while demographic factors
like age, education, and experience are relevant, they do not
fully explain the complexities of workplace motivation. Oth-
er factors, including communication, compensation, employ-
ee development, and organizational culture, also play crucial
roles. A holistic, context-sensitive approach is essential for
effectively fostering motivation. This study underscores the
need for further research to unravel the multifaceted nature
of motivation and develop strategies to address its diverse in-
fluences.
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