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ضانًغزخه  
رُبٔنتتتتتتذ انذساعتتتتتتخ انتتتتتتًُى انقٛتتتتتتبد٘ ٔأثتتتتتتشِ ػهتتتتتتٗ سػتتتتتتب انؼتتتتتتبيهٍٛ ثتتتتتتبنزطجٛق فتتتتتتٙ     
فذ نلاَظًتتتتتتخ ٔالاعزشتتتتتبساد انًحتتتتتتذٔدح . حٛتتتتتتث رً هتتتتتتذ يشتتتتتتكهخ      شتتتتتشكخ ًٚتتتتتتٍ عتتتتتتٕ

شتتتتشكبد غٛتتتتش يقعتتتتظ ثطشٚقتتتتخ ػهًٛتتتتخ . َٔجؼتتتتذ     انتتتتًُى انقٛتتتتبد٘ فتتتتٙ ان  انجحتتتتث فتتتتٙ  
أًْٛتتتتتخ انذساعتتتتتخ فتتتتتٙ رٕػتتتتتٛي أًْٛتتتتتخ انتتتتتًُى انقٛتتتتتبد٘ انًزجتتتتتغ فتتتتتٙ أ٘ يقعغتتتتتخ           

ظٛفٙ نتتتتتذٖ انؼتتتتتتبيهٍٛ . ْٔتتتتتذفذ ْتتتتتتزِ        ٔأثتتتتتشِ ػهتتتتتتٗ صٚتتتتتبدح أٔ خفتتتتتتغ انشػتتتتتب انتتتتتتٕ
انذساعتتتتتتخ انتتتتتتٗ ثٛتتتتتتبٌ طجٛؼتتتتتتخ انؼلاقتتتتتتتخ ثتتتتتتٍٛ اًَتتتتتتب  انقٛتتتتتتبدح الاداسٚتتتتتتخ ٔانشػتتتتتتتب         

ظٛفٙ ، ٔانزؼتتتتتتشف ػهتتتتتتٗ أًَتتتتتتب  انق  ٛتتتتتتبدح انًطهٕثتتتتتتخ نًٕاجٓتتتتتتخ انؼٕنًتتتتتتخ . أيتتتتتتب   انتتتتتتٕ
فتتتتتشٔع انجحتتتتتث فٓتتتتتٙ انتتتتتًُى انقٛتتتتتبد٘ انًزجتتتتتغ فتتتتتٙ انشتتتتتشكبد ٚغتتتتتبػذ ػهتتتتتٗ سػتتتتتب      

ظٛفٙ نهؼتتتتتتتتبيهٍٛ ٚتتتتتتتتقثش ػهتتتتتتتتٗ أَزبجٛتتتتتتتتخ         ظفٍٛ ، ٔيغتتتتتتتتزٕٖ انشػتتتتتتتتب انتتتتتتتتٕ انًتتتتتتتتٕ

ٌ فٛٓتتتتتتب . اَزٓجتتتتتذ انذساعتتتتتتخ انًتتتتتُٓ  انٕطتتتتتتفٙ انزحهٛهتتتتتتٙ       انًقعغتتتتتخ انزتتتتتتٙ ٚؼًهتتتتتٕ
ؼذٚتتتتتتذ يتتتتتتٍ انُزتتتتتتبئ  أًْٓتتتتتتب انتتتتتتًُى   ٔ دساعتتتتتتخ انحبنتتتتتتخ . خهظتتتتتتذ انذساعتتتتتتخ إنتتتتتتٗ ان  

انقٛتتتتتتبد٘ انًزجتتتتتتغ فتتتتتتٙ انشتتتتتتشكبد ٚغتتتتتتبػذ ػهتتتتتتٗ سػتتتتتتب انؼتتتتتتبيهٍٛ ، حتتتتتتشص اداسح         
انشتتتتتشكخ ػهتتتتتٗ انزؼتتتتتتشف ػهتتتتتٗ يشتتتتتتبكم انؼتتتتتبيهٍٛ ٔانؼًتتتتتم ػهتتتتتتٗ حهٓتتتتتب ، انغتتتتتتهٕك        

الاٚجتتتتتتبثٙ انقٛتتتتتتبد٘ نهًتتتتتتذٚش فتتتتتتٙ انشتتتتتتشكخ ٚتتتتتتقثشفٙ سفتتتتتتغ كفتتتتتتبءح أداء انؼتتتتتتبيهٍٛ ،       
فذ" ػهتتتتٗ ارجتتتتبع اعتتتتهٕة ا      نًشتتتتبسكخ فتتتتٙ ارختتتتبر انقتتتتشاس    رحتتتتشص شتتتتشكخ "ًٚتتتتٍ عتتتتٕ

ظٛفٙ نهؼتتتتتتبيهٍٛ ٚتتتتتتقثش ػهتتتتتتٗ     فتتتتتتٙ رؼبيهٓتتتتتتب يتتتتتتغ انؼتتتتتتبيهٍٛ ، يغتتتتتتزٕٖ انشػتتتتتتب انتتتتتتٕ
افض انًزجتتتتتغ فتتتتتتٙ انشتتتتتتشكخ        ٌ فٛٓتتتتتتب ، َظتتتتتبو انحتتتتتتٕ اَزبجٛتتتتتخ انًقعغتتتتتتخ انزتتتتتٙ ٚؼًهتتتتتتٕ

فش انًُظًتتتتتخ ثٛئتتتتتخ ػًتتتتتم جٛتتتتتذح           ظٛفٙ نهؼتتتتتبيهٍٛ ، رتتتتتٕ عتتتتتبػذ ػهتتتتتٗ الاعتتتتتزقشاس انتتتتتٕ
اداسح انشتتتتتتتشكخ نهًٓتتتتتتتبساد   ْتتتتتتتزا عتتتتتتتبػذ ػهتتتتتتتٗ سفتتتتتتتغ يغتتتتتتتزٕٖ الأداء ، اعتتتتتتتزخذاو    

الأَغتتتتتتبَٛخ عتتتتتتبػذ ػهتتتتتتتٗ رفجٛتتتتتتش انطبقتتتتتتتبد الاثذاػٛتتتتتتخ نتتتتتتتذٖ انؼتتتتتتبيهٍٛ . خشجتتتتتتتذ       
انذساعتتتتتتخ ثبنؼذٚتتتتتتذ يتتتتتتٍ انزٕطتتتتتتٛبد أًْٓتتتتتتب ٚجتتتتتتت ػهتتتتتتٗ اداسح انشتتتتتتشكخ أٌ رحتتتتتتبف      

ظفٍٛ َحتتتتتتٕ الاَزبجٛتتتتتتخ انًشرفؼتتتتتتخ ،     ػهتتتتتٗ يغتتتتتتزٕٖ الأداء انجٛتتتتتتذ فتتتتتتٙ رٕجٛتتتتتتّ انًتتتتتتٕ
فش أَظًتتتتتتخ ثشيجٛتتتتتتبد يزُٕػتتتتتتخ       ٔيزقذيتتتتتتخ ٔػتتتتتتذو انزشكٛتتتتتتض   ػهتتتتتتٗ انشتتتتتتشكخ أٌ رتتتتتتٕ

ع يؼتتتتتتٍٛ ، ٚجتتتتتتت ػهتتتتتتٗ أداسح انشتتتتتتشكخ أٌ رشتتتتتتجغ سٔ  انًجتتتتتتبدسح ٔسٔ         ػهتتتتتتٗ َتتتتتتٕ
افض انًبدٚتتتتتتخ      انزؼتتتتتتبٌٔ ثتتتتتتٍٛ انؼتتتتتتبيهٍٛ لأَجتتتتتتبص الأػًتتتتتتبل ، ٚجتتتتتتت أٌ رزُبعتتتتتتت انحتتتتتتٕ

ظفٍٛ يتتتتتتٍ جٓتتتتتذ فتتتتتتٙ انؼًتتتتتم ، الأْزًتتتتتتبو ثزششتتتتتتٛي        ٔانًؼُٕٚتتتتتخ يتتتتتتغ يبٚجزنتتتتتّ انًتتتتتتٕ

ظفٍٛ الأكفتتتتتبء ٔفقتتتتتبً نًؼتتتتتبٚٛش يقُُتتتتتخ ٔٔاػتتتتت     و ػهتتتتتٗ أعتتتتتبط انكفتتتتتبءح    انًتتتتتٕ حخ رقتتتتتٕ
ٔانؼذانتتتتتتخ فتتتتتتٙ الاخزٛتتتتتتبس ٔانزششتتتتتتٛي ٔنتتتتتتٛظ ػهتتتتتتٗ حغتتتتتتبة انًجبيهتتتتتتخ ٔانًظتتتتتتبني       

 ٔانًحبثبح.                                           
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Abstract 

The study dealt with the leadership and its impact on the 

satisfaction of the employees in the pattern application 

YemenSoftcompany Systems and Consulting Limited. It was 

where the research problem in the leadership of the 

companies is the founder of the style in a scientific way. The 

study is important in clarifying the importance of leadership 

pattern in any institution and its effect on increasing or 

decreasing job satisfaction among workers. This study aimed 

to explain the nature of the relationship between the modes of 

administrative leadership and job satisfaction, and to identify 

the patterns of leadership that is needed to cope with 

globalization. The study adopted a descriptive analytical 

approach and the methodology of the historical case study. 

The study concluded many of the most important results of 

command pattern is followed in the organization helps to 

satisfaction of the employees, the keenness of Directors to 

identify personnel problems and work to resolve them, 

positive leadership behavior of the director of the organization 

Aathervi raise the efficiency of the performance of employees, 

company "YemenSoft" keen to follow the style Democratic in 

its dealings with employees, the level of job satisfaction for 

workers affects the productivity of the organization in which 

they work, incentives followed system in the company helped 

to job stability for employees, the organization provides a good 

working environment that helped to raise the level of 

performance, the use of Directors of skills humanity helped     

ٔ 



blow energies creativity among workers. The study several    

recommendations including the Organization Department 

must maintain a level of good performance in staff directed 

towards higher productivity, the company that diversified and 

advanced software systems availability and lack of focus on a 

particular type, the company's management should encourage 

entrepreneurship and the spirit of cooperation between the 

personnel to accomplish Business, it must fit the material and 

moral incentives with responsibilities as employees of an effort 

to work, interest in the nomination of qualified personnel in 

accordance with the standards codified and clear based on 

efficiency and equity in the selection and nomination and not 

on courtesy and interests and favoritism account 
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