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ABSTRACT  
 
 Security department in Riyadh Military Hospital (RMH) is division of work field into four groups 
supervised by supervisors and there are differences in the performance of some security guards after the 
occurrence of a change in supervising that is shown through annual assessment of the security guards, so he 
decided to study the case of the effect of leadership styles on job performance. The aim of the study is to 
examine the effect of leadership style on job performance. In order to achieve the case study objective in the 
present study, a survey conducted. Questionnaires distributed to the security guards in Riyadh Military Hospital. 
The findings of the study turn out to be true; the study will contribute to both theory and practice. Through the 
present case study, the researcher expects the findings to shed light on the pertinent facets of the topic and add to 
the body of knowledge concerning leadership style towards security guards performance in Riyadh Military 
Hospital. On the practical side, the study possesses significance because it will attempt to give an insight into 
one of the major issues in Saudi Arabia’s security sector.  
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Introduction 
 
 Riyadh Military Hospital (RMH) provides the 
specific medical services through many medical 
specialties. In addition, Riyadh military hospital 
provides services for outpatient auditors and 
inpatients in 23 medical specialties and surgical, and 
the most prominent of these disciplines is heart and 
oncology, neurology and urology and 
hematology/bone marrow transplant department [1]. 
The work force of Riyadh military hospital is about 
7179 employees. Security department as one of 
departments of Riyadh military hospital consists of 
230 security guards. The security department is one 
of the important administrative departments in 
Riyadh military hospital which provides security 
services to the hospital community, the patients as 
well as the visitors. Apart from security services, it 
also ensures safety in the entire working 
environment. The security department consists of 
two units, the administrative and field units [1]. And 
my survey on the field unit was especially on the 
security guards' performance which shows that they 
are always at alert and vigilant. And the case is not 

only on job performance but also includes their 
relationship with leadership. 
 Security department in Riyadh Military Hospital 
is division of work field into four groups supervised 
by supervisors who have a long experience in the 
field of work, and the Administration at the 
beginning of each year recycles supervisors of 
groups, researcher  work as administrative in the 
security department he noted that there are 
differences in the performance of some security 
guards after the occurrence of a change in 
supervising that is shown through annual assessment 
of the security guards, So he decided to study the 
case of the effect of leadership styles on job 
performance. Job performance defined as the 
manners and employed results of staffs [2]. [3] stated 
that job performance means how much the workers 
have done for structural area. In addition, job 
performance is the appearance when the staffs want 
to achieve the predictable or controlled role per the 
request of the organization [4].  [5] defined job 
performance as ‘the level of productivity of an 
individual employee, relative to his or her peers, on 
several job-related behaviors and outcomes. 
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 Leaders are persons who can crack their beliefs 
and visions into authenticity [6]. Leadership defined 
as the ability to influence others to act toward the 
attainment of a goal. Leadership style defined as the 
communication movement among persons. It forces 
employees work hard with the same willing to 
achieve the organizational specific goal through the 
power conducting and the behavior affecting [2]. 
Modern approaches to leadership are transactional 
leadership and transformational leadership [6]. The 
leaders, who are able to trigger invention, promote 
operates as leaders, and push renovation advancing, 
are called transformation leaders [7 & 8]. [9] 
designated the interface of transformational leader 
with his followers as a progression by which leaders 
and followers increase one another to higher levels of 
morality and motivation. Transformational leaders 
stimulate and reassure subordinates to accept the 
vision of organization as their own [10]. 
 According to [6] based on full range leadership 
model by [11] transformational leadership is 
characterized by 5I’s which are Idealized attributes, 
Idealized behaviors, Inspirational motivation, 
Intellectual stimulation and Individualized 
consideration. These five factors are considered most 
active and effective leadership behaviors. Followers 
can deliver performance beyond expectation as a 
result of these behaviors from the leader. In addition, 
according to [2] the transformation leaderships are 
divided into four parts, which are defined as follows: 
idealized influence, individualized consideration, 
inspirational motivation, intellectual stimulation. 
 Transactional management was deliberated in 
two types, which are depending recompense and 
management by exemption: (i) contingent reward 
and (ii) Management by exception. It is composed of 
positive type and negative type in management by 
exception. In positive one, leaders actively supervise 
employees' performance and immediately amend the 
errors the staffs made. In negative one, leaders 
passively intervene in the errors have occurred [2]. 
 In sum, transformational leadership offered 
through morality can make employees automatically 
to achieve their responsibilities by the way of 
inspiration, concern, and inspiration and stimulus [2]. 

Whereas, transactional leadership presented through 
management takes organizational actions like 
reward, castigate and control to monitor employees' 
performance [2]. This case aims at addressing the 
effects of leadership style on security guards’ 
performance among Riyadh Military Hospital as well 
as to determine the relationships between security 
guards and the leadership of the security department 
and the impact of age, level of learning and 
knowledge. 
 
Materials and Method 
 
 The study looks at leadership style towards 
security guards job performance at Riyadh Military 
Hospital, Saudi Arabia. The participants of this study 
were security guards of Riyadh Military Hospital in 
Saudi Arabia. The total number of the security 
guards who participated in the study was 230 
security guards - 212 males and 18 females. [12] 
conducted study on 333 lecturers of UIN Maulana 
Malik Ibrahim, Malang, East Java of Indonesia to 
scrutinize leadership style (transformational), 
structural commitment and organizational citizenship 
behavior (OCB) as antecedents of lecturer’s 
performance. The results indicated that the variables 
of transformational leadership and organizational 
pledge had a positive effect on the lecturers’ job 
performance. [13] conducted study on 250 staffs 
working in educational organizations in the locality 
of Rawalpindi and Islamabad to observe the impact 
of premeditated leadership specifically transactional 
and transformational leadership on organizational 
performance. The results indicated that there is a 
direct positive relationship between leadership and 
organizational performance. The main aim of this 
paper is to present the case study used in this study. 
It includes theoretical framework, the description of 
case study design, sampling and instruments.  
 
Theoretical Framework: 
 
 Literatures indicate that leadership style is one 
of the keys that affect job performance [2, 6, 12, & 
13]. 

 
 
 
 
 
 
 
 
 
 
 
 
 
Fig. 3.1: Theoretical Framework for the study. 
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Case Study Design: 
 
 [14] defines a case study as an in-depth 
exploration of a bounded system “Bounded means 
that the case is separated out for research in terms of 
time, place, or some physical boundaries” (e.g., 
activity, event, process, or individuals) based on 
extensive data collection. The data collected were 
analyzed using SPSS to determine the quantitative 
results gained from the questionnaire. [15] defines 
quantitative method as “employing categories, 
viewpoints and method as precisely defined by the 
researcher in advance as possible, and numerical or 
directly quantifiable data were collected to determine 

the relationship between these categories, to test 
research hypotheses and to enhance the aggregation 
of knowledge.  
 
Type of Sampling: 
 
 The participants of this study were security 
guards of Riyadh Military Hospital in Saudi Arabia. 
The total number of security guards who participated 
in the study was 43 security guards - 37 male and 6 
females. In this study, other than demographic 
questions, all the survey questions used the Likert 
scale format, in which a five-point scale is used as 
specified in Table 1. 

 
Table 1: The case study Likert-scale. 

Strongly Disagree Disagree Neutral  Agree Strongly Agree 
1 2 3 4 5 

 
Data Collection: 
 
 The researcher obtained approval from the 
instructors of the Director of Security Department in 
Riyadh Military Hospital, Saudi Arabia, before 
distributing the questionnaires to the security guards. 
The questionnaire was administered to the security 
guards after a brief introductory talk in which the 
procedure was explained to the security guards. 
Moreover, the participants were encouraged to ask 
questions at any time during the administration of the 
questionnaire. The security guards took between 25- 
30 minutes to complete the questionnaire.  
 
Data Analysis: 
 
 Data analysis concerns analyzing the data 
collected from participants through the instrument. 
The researcher used the Statistical Package for Social 
Sciences (SPSS) version 16 to analyze the 
quantitative data, which were elicited from the 
instrument. Descriptive statistics were used to 
explore the data, and summarize and describe those 
data. [16] states that descriptive statistic is aimed at 
depicting the different attributes of data, verifying 
any violation of the principal assumptions for the 
statistical methods to be used in the study, and 
addressing particular case study questions.  

Reliability: 
 
 The reliability of measure is a sign of stability 
and consistency in which the instrument measures 
the concept and assesses the goodness of measure 
[17]. This case study is conducted using the Likert-
Scale questionnaire. Cronbach's alpha is often used 
to measure the internal consistency. Cronbach alpha 
is an index of reliability for quantitative data that is 
generally used by researchers to point out how well 
the items in a set are positively correlated to each 
other. The closer the value of cronbach alpha to one, 
the higher the internal consistency reliability is. In 
general, reliabilities less than 0.60 are considered to 
be poor, those are in 0.70 ranges acceptable, and over 
0.80 good [17]. 
 The reliability of measure is a sign of stability 
and consistency in which the instrument measures 
the concept and assesses the goodness of measure 
[17]. [18] Nunnally (1978) recommends that 
Cronbach’s alpha value it must be greater than 0.7. 
The results revealed that all items for 
transformational leadership style (alpha = 0.925), 
transactional leadership style (alpha = 0.764), and job 
performance (alpha = 0.869) are included because 
they meet the conditions. As a summary, all 
reliability is exhibited in Table 2. 

 
Table 2: Scale reliability alpha – pilot test. 

Variable Number of Items Cronbach’s Alpha 
Transformational leadership style 10 0.925 

Transactional leadership style 5 0.764 
Job performance 5 0.869 

 
Results and Discussions 
 
 This paper presents and discussion the results of 
the case study, and its recommendations using 
frequency tables which are intended to describe the 
relationship between leadership style and security 

guards’ job performance in Riyadh Military Hospital, 
Saudi Arabia and t-test analysis to determine whether 
some demographic variables such as level of 
education and experiences difference has an effect on 
security guards’ job performance. The conclusion is 
written in reference to the results as well as the 
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purpose of the study. This case study managed to 
employ a sample of 50 security guards from Riyadh 
Military Hospital. The returned responses were 43 
questionnaires, with 86% response rate.  
 
Profile of Security Guards: 
 
 In Table 3, it can be seen that there are 37 males 
(86.05%) and 6 females (13.95%) participants from 
the total sample of 43 respondents who took part in 

the case study. The participants of this study are 
security guards in Riyadh Military Hospital. The 
majority of participants is males 37 out of 43 (86%), 
married 29 out of 43 (67.44%), with age between 6 
to 10 years (14 out of 43) (32.56%), holder 
educational qualification high secondary school 32 
out of 43 (74.42%), with less than 5 years’ 
experience 25 out of 43 (58.14%). 
 

 
Table 3: Participants’ Demographic Profile (n = 43). 

Item Classification Frequency Percentage 
Gender Male 37 86.05 

Female 6 13.95 
Marital status Single 14 32.56 

Married 29 67.44 
Age 25 years or lower 5 11.64 

26-30 years 14 32.56 
31-35 years 12 27.90 

More than 35 years 12 27.90 
Educational qualification Less than intermediate school 1 02.33 

Intermediate school 6 13.95 
High secondary school 32 74.42 

Bachelor’s degree 4 09.30 
Years of Experience 0-5 years 25 58.14 

6-10 years 7 16.28 
11-15 years 3 06.98 

More than 15 years 8 18.60 
 
Reliability Analysis: 
 
 Reliability analysis was conducted on the three 
dimensions extracted (transformational leadership 

style, transactional leadership style, and job 
performance). Cronbach's alpha coefficient was 
computed for each variable and presented in Table 4. 

 
 
Table 4: Cronbach's Alphas of the Study Variables. 

Variables Number of Items Alpha 
Transformational Leadership Style 10 0.925 

Transactional Leadership Style 5 0.764 
Job Performance 5 0.869 

 
 The finding of the reliability of the measurement 
in this study appeared acceptable. Internal 
consistency of the scales ranged from 0.764 to 0.925, 
as suggested by [18 & 19]. 
 
Descriptive Analysis: 
 
 The general statistical description of variables 
used in this study is examined by using the 
descriptive analysis. Statistical values of means, 
standard deviation, minimum, and maximum were 
calculated for the study variables (transformational 
leadership style, transactional leadership style, and 
job performance). The finding is seen in Table 5.  

 Table 5 presented the mean score of average 
transformational leadership style is moderate 3.32, 
with a standard deviation of 0.898. The minimum 
and maximum scores were 1.00 and 5.00 
respectively. In addition, the mean score of average 
transactional leadership style is moderate 3.29, with a 
standard deviation of 0.874. The minimum and 
maximum scores were 1.60 and 5.00 respectively. 
Whereas, the mean score of average job performance 
is moderate 3.33, with a standard deviation of 0.965. 
The minimum and maximum scores were 1.00 and 
5.00 respectively. 

 
Table 5: Mean, Standard Deviation, Minimum, and Maximum. 

Variables Mean Standard Deviation Minimum Maximum 
Transformational Leadership Style 3.32 0.898 1.00 5.00 

Transactional Leadership Style 3.29 0.874 1.60 5.00 
Job Performance 3.33 0.965 1.00 5.00 
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Inter Correlation between Variables: 
 
 A correlation analysis was conducted to explain 
the relationships among all variables in the study. 
Pearson correlation was used to check the correlation 

coefficient (r) among the variables. Correlation 
analysis is a statistical method used to describe the 
strength and direction of the linear relationship 
between two variables [16]. Table 4.4 presented the 
inter-correlation between the study variables.

 
Table 6: Inter-correlations between Variables of Study. 

 TFLS TALS JP 
Transformational leadership style - 0.862** 0.785** 

Transactional leadership style 0.862** - 0797** 
Job performance 0.785** 0.797** - 

** Correlation is significant at the 0.01 level. 
 
 Table 6 shown the high level of positive 
correlation was found for the relation between 
transformational leadership style and transactional 
leadership style, whereas low level of positive 
correlation was found between transformational 
leadership style and job performance. 
Security Guards’ Responses toward Leadership Style 
and Job Performance: 

 
Security Guards’ Responses toward 
Transformational Leadership Style: 
 
 The distribution of security guards’ responses 
toward transformational leadership style can be seen 
in the Table 7 below. 

 
Table 7: The Frequency Distribution of Security Guards toward Transformational Leadership Style n= (43) . 

Items Strongly Disagree Disagree Neutral Agree Strongly Agree 
Freq. % Freq. % Freq. % Freq. % Freq. % 

TFLS01 4 9.30 3 6.98 14 32.56 12 27.90 10 23.26 
TFLS02 4 9.30 6 13.96 13 30.23 15 34.88 5 11.63 
TFLS03 2 4.65 7 16.28 7 16.28 18 41.86 9 20.93 
TFLS04 4 9.30 6 13.96 14 32.56 11 25.58 8 18.60 
TFLS05 6 13.96 6 13.96 12 27.90 15 34.88 4 9.30 
TFLS06 3 6.98 5 11.63 11 25.58 16 37.21 8 18.60 
TFLS07 5 11.63 4 9.30 16 37.21 13 30.23 5 11.63 
TFLS08 3 6.98 5 11.63 17 39.53 8 18.60 10 23.26 
TFLS09 3 6.98 9 20.93 15 34.88 11 25.58 5 11.63 
TFLS10 4 9.30 5 11.63 18 41.86 8 18.60 8 18.60 

Total 38 8.84 56 13.02 137 31.86 127 29.54 72 16.74 
  
 Table 7 shows that the majority of security 
guards had neutral perception with leadership style as 
transformational. A total of 31.86% security guards 
(137) with neutral view and 29.54% (127) security 
guards agreed.  
 
Security Guards’ Responses toward Transactional 
Leadership Style: 
 

 The distribution of security guards’ responses 
toward transactional leadership style can be seen in 
the Table 8 below. 
 Table 8 shows that the majority of security 
guards had neutral view with the leadership style as 
transactional. A total of 30.70% security guards (66 
out of 215) had neutral perception to transactional 
leadership style and 27.90% (60) security guards 
agreed with transactional leadership style. 

 
Table 8: The Frequency Distribution of Security Guards toward Transactional Leadership Style n=(43).  

Items Strongly Disagree Disagree Neutral Agree Strongly Agree 
Freq. % Freq. % Freq. % Freq. % Freq. % 

TALS01 3 6.98 8 18.60 14 32.56 16 37.21 2 4.65 
TALS02 3 6.98 7 16.28 16 37.21 9 20.93 8 18.60 
TALS03 5 11.63 4 9.30 12 27.90 12 27.90 10 23.26 
TALS04 5 11.63 5 11.63 15 34.88 10 23.26 8 18.60 
TALS05 7 16.28 4 9.30 9 20.93 13 30.23 10 23.26 

Total 23 10.70 28 13.02 66 30.70 60 27.91 38 17.67 
  
Security Guards’ Responses toward Job 
Performance: 
 
 The distribution of security guards’ responses 
toward job performance can be seen in the Table 9 
below.  
 Table 9 shows that the majority of security 
guards in Riyadh Military Hospital in Saudi Arabia 

had neutral perception with their job performance as 
security guards. A total of 35.81% security guards 
(77 out of 215) stated that they had neutral view to 
their job performance and 23.72% (51) security 
guards indicated that they had agreed with their job 
performance. 
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Table 9: The Frequency Distribution of Security Guards toward Job Performance n=(43). 
Items Strongly Disagree Disagree Neutral Agree Strongly Agree 

Freq. % Freq. % Freq. % Freq. % Freq. % 
JP01 4 9.30 2 4.65 19 44.19 12 27.90 6 13.96 
JP02 5 11.63 3 6.98 12 27.90 11 25.58 12 27.90 
JP03 3 6.98 7 16.28 18 41.86 8 18.60 7 16.28 
JP04 3 6.98 6 13.96 13 30.23 13 30.23 8 18.60 
JP05 5 11.63 7 16.28 15 34.88 7 16.28 9 20.93 
Total 20 9.30 25 11.63 77 35.81 51 23.72 42 19.54 

 
The Level of Job Performance among Security 
Guards: 
 
 The first question of this study Q (1) states that: 
What is the job performance level among security 
guards in Riyadh military hospital? To understand 

the level of job performance closely (question1), a 
mean statistical analysis was conducted to determine 
the level of job performance among security guards 
in Riyadh Military Hospital in Saudi Arabia. Table 
10 presented the level of job performance among 
security guards in Riyadh Military Hospital. 

 
Table 10: The Level of Job Performance among Security Guards in RMH. 

Students Responses Mean 
Number Level 

Job Performance 3.33 Moderate 
 
 As shown in Table 10, the level of job 
performance among security guards in Riyadh 
Military Hospital in Saudi Arabia full down in 
moderate level with mean (3.33).  
 
Statistical Test: The Effect of Leadership Style on 
Job Performance: 
 
 Table 11 indicated that F-test [F (2, 40) = 41.07, 
p < .001], indicate an overall significant prediction in 
independent variables to the dependent variables. 
Table 11 shows the two predictors, transactional 

leadership style (Beta= 0.467, t= 2.614, Sig. = 0.013) 
had the highest and significant standardized beta 
coefficient, which indicates that transactional 
leadership style, was the most important variable in 
predicting job performance. While, transformational 
leadership style the second important predictor 
(Beta= 0.382, t= 2.138, Sig. = 0.039). Two predictor 
variables impacted on the dependent variable in the 
direction hypothesized. Thus, better job performance 
can be obtained when security guards are composed 
of security guards who were high transformational 
and transactional leadership style.  

 
Table 11: Multiple Regression Analysis: Leadership Style and Job Performance. 

  Dependent Variable 
Job Performance 

Independent Variables    
Transformational Leadership Style (TFLS) 0.382* 

Transactional Leadership Style (TALS) 0.467* 
F value 

R2 
Adjusted R2 

41.07 
0.673 
0.656 

  

* p < 0.05, ** p < 0.01 
 
Statistical Test: The Effect of Differences Group 
between Job Performances: 
 
 Case study Question three (Is there any 
significant difference in security guards’ job 
performance based on gender, level educations and 
years of experiences as security guards in Riyadh 
Military Hospital, in Saudi Arabian?). The case study 
question has five negative hypotheses as follows: 
 The demographics information was analyzed 
using the T-test and one way Analysis of Variance 

(ANOVA), in order to examine any mean 
differences. The third hypothesis (null), H0 (3) states 
that: There is no difference between gender in 
security guards’ job performance. In order to 
examine the significant differences between gender 
in security guards’ job performance, independent-
samples t-test was performed. Table 12 shows the 
results of the independent sample t-test for the 
security guards’ gender and their job performance. 

 
Table 12: The Results of the Independent Sample T-Test for the Security Guards' Gender and their Job Performance. 

 Gender N Mean Std. Deviation t df p. 
Job Performance Male 37 3.35 0.999 0.340 41 0.287 

Female 6 3.20 0.790    
p >.05 
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 As shown in Table 12, the results indicate that 
there were no significant differences between the 
male (M=3.35, SD=0.999) and the female (M=3.20, 
SD=0.790) security guards regarding their job 
performance with t (41) = 0.34, p >.05. In order to 
examine the significant differences between marital 

status in security guards’ job performance, 
independent-samples t-test was performed. Table 13 
shows the results of the independent sample t-test for 
the security guards’ marital status and their job 
performance. 

 
Table 13: The Results of the Independent Sample T-Test for the Security Guards' Marital Status and Their Job Performance. 

 Marital Status N Mean Std. Deviation T df p. 
Job Performance Single 14 2.97 1.004 -1.710 41 0.675 

Married 29 3.50 0.914    
p >.05 
 
 As shown in Table 13, the results indicate that 
there were no significant differences between the 
single (M=2.97, SD=1.004) and married (M=3.50, 
SD=0.914) security guards regarding their job 
performance with t (41) = 0.34, p >.05. 

 In order to investigate if there were any 
significant differences in in security guards’ job 
performance between their age groups, one-way 
ANOVA was utilized. Table 14 shows the results of 
one-way ANOVA for security guards’ age group and 
their job performance. 

 
Table 14: The Results of One-Way ANOVA Test for the Security Guards’ Age Group and Their Job Performance. 

 Sum of Squares Df Mean Square F p. 
Between Groups 2.736 3 0.912 0.978 0.413 
Within Groups 36.386 39 0.933   

Total 39.122 42    
p >.05 
 
 As portrayed in Table 14, the analysis of 
variance revealed that there were no significant 
differences among the ages groups in the security 
guards’ job performance, at the significance 0.05 
level, F (3, 39)=0.978, p >.05. In order to investigate 
if there were any significant differences in in security 

guards’ job performance between their educational 
qualifications groups, one-way ANOVA was 
utilized. Table 15 shows the results of one-way 
ANOVA for security guards’ educational 
qualifications group and their job performance. 

 
Table 15: The Results of One-Way ANOVA Test for the Security Guards’ Educational Qualifications Group and Their Job Performance. 

 Sum of Squares Df Mean Square F p. 
Between Groups 5.754 3 1.918 2.242 0.099 
Within Groups 33.368 39 0.856   

Total 39.122 42    
p >.05 
 
 As portrayed in Table 15, the analysis of 
variance revealed that there were no significant 
differences among the educational qualifications 
groups in the security guards’ job performance, at the 
significance 0.05 level, F (3, 39)=2.242, p >.05. 
Therefore, the sixth hypothesis (null) is accepted. In 

order to investigate if there were any significant 
differences in in security guards’ job performance 
between their years of experience groups, one-way 
ANOVA was utilized. Table 16 shows the results of 
one-way ANOVA for security guards’ years of 
experience group and their job performance. 

 
Table 16: The Results of One-Way ANOVA Test for the Security Guards’ Years of Experience Group and Their Job Performance. 

 Sum of Squares df Mean Square F p. 
Between Groups 1.289 3 0.430 0.443 0.724 
Within Groups 37.833 39 0.970   

Total 39.122 42    
p >.05 
 
 As portrayed in Table 16, the analysis of 
variance revealed that there were no significant 
differences among the years of experience groups in 
the security guards’ job performance, at the 
significance 0.05 level, F (3, 39)=0.443, p >.05.  
 
Conclusions: 
 

 This is a case-study which is aimed to examine 
the level of job performance among security guards' 
in Riyadh Military Hospital in Saudi Arabia, the 
relationship between leadership style 
(transformational and transactional) and job 
performance, as well as to find whether there is a 
significant difference between this perception 
according to gender, marital status, years of age, 
level education and years’ experience. Findings of 
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the present study clearly indicate the level of security 
guards' job performance is moderate. This result 
consistent with previous studies finding such as [6] 
they found the job performance among employees is 
moderate with mean 3.00 out of 5.00, and [20] found 
job performance among hospital nurses in Ministry 
of Saudi Arabia is moderate with mean 3.52 out of 
5.00. In addition, the finding of the current study 
indicated that both types of leadership style 
transformational and transactional had significantly 
and positively effect on security guards’ job 
performance; these findings consistent with earlier 
researches results such as [2, 6, 12, & 13] they found 
that leadership style in general, and particularly 
transformational and transactional leadership style 
had significantly positively association with job 
performance. 
 The result of this study indicated that no 
significant difference in security guards’ job 
performance based on gender, marital status, years of 
age, level educations and years of experiences as 
security guards in Riyadh Military Hospital, in Saudi 
Arabian. These results consistent with previous 
studies; for instance, [21] they found no significant 
differences in job performance by age group, marital 
status or nursing education groups. [22]  indicated 
that no significant difference found pertaining to the 
different dimensions of job performance. 
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