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Abstract

Purpose – This study aims to look into the ways in which leadership styles including
transformational and traditional (independent variable) affect employee job satisfaction (dependent
variable), focusing on six production lines in the Iranian automobile industry.
Design/methodology/approach – The study focused solely on the production line workers and
used questionnaires to obtain the relevant data. Implementation of the questionnaires was done
using the proportional stratified random sampling method, whereby questionnaires were distributed
to the target population over the period June to August 2010. Of the 600 questionnaires distributed 540
were returned completed.
Findings – The survey results showed the dominant leadership style practiced in the industry to be
the transformational styles. The employees reported moderate satisfaction with their jobs. The
findings revealed that different employee job satisfaction components were impacted in different ways
depending on the leadership style.
Originality/value – Overall it was shown that job satisfaction factors were strongly predicted by the
Individualized consideration factor.

Keywords Transformational leadership, Traditional leadership styles, Job satisfaction,
Iran automobile industry, Iran, Leadership
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1. Introduction
Organizational effectiveness is influenced mainly by leadership and employee job
satisfaction (Kennerly, 1989). Further, leadership is also considered to be the most
important factor in determining employee job satisfaction, as it has a great impact on
employee motivation and dedication.

This relationship between leadership style and job satisfaction has been the
subject of study in varied fields and settings but has been somewhat neglected in
the industrial environment.

This study thus covers new ground as unlike the earlier studies which were
primarily focused on western establishments it will focus on the Iranian automobile
industry. It will be based on the effects of leadership styles on the full-time workers in
the production lines in this industry, based on methodology adapted from Bass and
Avolio’s (1997) Leadership Model on employee job satisfaction, which is in turn based
on the Maslow (2000) Job Satisfaction Survey Model.
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1.1 Theoretical perspective and review of literature
Leadership. While historians and philosophers have long been debating on the issue
of leadership it was only in the early 1900s that it evoked scientific interest. The body
of knowledge in this area has grown rapidly since then. Currently there are over
350 definitions for the term and hence it would be difficult to sum up leadership within
one simple definition (Bennis and Nanus, 1985).

Generally leadership can be defined as the interrelationship between leaders
and followers and the manner in which leaders influence their followers to work
towards achieving set goals (Bennis and Nanus, 1985; Burns, 1978). The influence in
this instance refers to the dynamic and interactive nature of relationships where
both leaders and followers influence each other.

Leadership and management are not the same. The focus of managers is generally
short term in nature, in solving immediate problems within the organization, while
leaders on the other hand view matters in a more comprehensive way (Bennis and
Nanus, 1985; Burns, 1978).

Early studies on leadership were more focused on the leaders themselves, in terms
of the traits and character attributes of a successful leader (e.g. Likert, 1967), whereas
more recent studies encompass the multidimensional nature of leadership which
also involves the role of followers.

Transformational leadership. The nature of transformational leaders is such that they
are more involved with their subordinates and colleagues as compared to transactional
leaders (Avolio et al., 1991). The charismatic, multidimensional transformational leaders
inspire trust and respect from their followers and instill in them a sense of pride and
purpose and a vision to follow, as opposed to the exchange and agreement approach of
other leaders (Bass, 1990). Their behaviour includes the following:

. Idealized influence (attributed/behaviour): these leaders earn the trust and
respect of their followers; they embody high-moral standards which their
followers strive to follow. Such influence can be derived from the followers and/
or be a consequence of the leader’s own behaviour.

. Inspirational motivation: these leaders constantly encourage their followers to
do well and to work towards achieving the organization’s goals. According to
Bass and Avolio (1994) leaders who use this tactic are able to convey their ideas
in a clear and simple manner and motivate their subordinates to do well.

. Intellectual stimulation: the followers are encouraged to better understand any
problems arising and to also be able to relate better to their own beliefs and
standards.

. Individualized consideration: the followers are recognized as individuals and all
treated fairly. The leaders note their individual followers’ needs and assign tasks
appropriately, providing them with opportunities to develop themselves.

Further, transactional leaders are visionaries and change agents who motivate others
and can also handle complex, ambiguous and uncertain situations (Tichy and
Devanna, 1996).

Traditional leadership. The findings of the Ohio State University researchers
culminated in leadership behaviour being categorized into two dimensions, namely,
initiating structure and consideration, with reference to the leadership behaviour of
individuals in interactions with groups to achieve a goal.
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New studies find that leaders who were high on consideration and low on
initiating structure (IS) or low on consideration and high on IS could be highly
effective depending on situational element (Daft and Marcic, 2006; Larson et al., 1976;
Nystrom, 1978).

As previously mentioned two sets of behaviour that influence leader effectiveness
were identified in the Ohio State University studies:

IS: IS also known as performance or task dimension, can be possessed by individuals
who actively direct a work group’s activities, emphasize meeting deadlines, set definite
standards of performance, criticize poor performance, encourage uniform procedures.

Consideration (C): the aspect of Consideration (C), as related to the leader’s
relationship with his/her subordinates can be accessed through the following: mutual
trust, respect for their ideas, consideration of their feelings, friendship, good rapport
and two-way communication (Stogdill and Coons, 1957).

Job satisfaction. Job satisfaction arises from positive feelings about a job or certain
aspects of a job (Locke, 1976; Smith et al., 1969). The varied aspects which influence job
satisfaction include work environment, tasks assigned, supervisory traits, policy and
administration, potential for development, remuneration, interpersonal relationships,
recognition and empowerment (Castillo and Cano, 2004).

Quick (1998) states that while each individual has differing goals, each can be
motivated if they can trust that their efforts and performances are positively
correlated; good performance will be adequately rewarded; the reward offered will
satisfy important needs; and the level of their aspirations for need satisfaction
motivate them to put in the required efforts.

Motivation to work, according to Vroom (1964) is a product of the correlation
between expectancy, instrumentality and valence.

Expectancy refers to the individual’s conviction in hard work resulting in satisfactory
job performance levels; instrumentality is the individual’s conviction of good performance
being rewarded; and valence is how much the individual values the reward.

Relationship between leadership and employee job satisfaction. When leader-employee
relationships are not good this will have a negative effect on productivity, absenteeism as
well as organizational turnover levels (Keashly et al., 1994; Ribelin, 2003).

Robbins (2003) states transformational leaders have a better track record of
retaining employees as compared to transactional leaders. The former is also positively
related to working towards work condition improvements, needs satisfaction and
performance improvements among employees (Liu et al., 2003).

Hessari (1997) investigated the relationship between perceived managers’
leadership styles and employees’ job satisfaction levels in the Iranian auto industry.
The most meaningful significance was shown for consideration leadership behaviour
as a predictor of satisfaction with supervision. Further, consideration and IS were also
shown to be significant predictors of satisfaction with job in general. The result of the
correlation matrices showed a positive significant correlation between consideration
and IS and with satisfaction with supervision (Hessari, 1997).

Objective and scope of the study. The aim of this study is to track the
relationship between leadership style and employee job satisfaction within the
Iranian automotive industry.

In this study the researcher focuses on the effects of the seven leadership style
sub-variables mentioned earlier on employee job satisfaction, with appropriate
reference to theoretical literature and empirical studies on leadership styles and
employee job satisfaction.
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The general research objectives include: to study the relationship between
supervisor’s transformational and traditional leaderships style and job satisfaction in
automobile industry of Iran.

The findings in this study will be limited to employee perception of leadership
styles and how it influences the level of their job satisfaction. These findings cannot
be considered to be applicable to all situations as job satisfaction levels may also
be subject to other influences and also due to the specific time frame involved
( June-August, 2010) in conducting the study.

Further, the target population in this study is also limited to full time production
line workers and thus the findings may not be applicable to other types of employees
such as office boys, janitors, security guards, independent contractors and part-time
employees.

2. Conceptual framework
The conceptual framework for this research is an adaptation of the Bass and Avolio
(1990) and Maslow (2000) models, with some modifications.

Figure 1 displays the effects of leadership styles on employee job satisfaction, based
on the two leadership styles which is the focus in this study, i.e. the transformational
and traditional leadership styles.

Identification of leadership characteristics encompassed the following; five sub-
variables for transformational leadership, i.e. idealized influence attributed and
behaviour, inspirational motivation, individualized consideration and intellectual
stimulation; two sub-variables for traditional leadership, i.e. IS and consideration.

In this study the leadership style (independent variable) is measured using the
Multifactor Leadership Questionnaire (MLQ) and employee job satisfaction (dependent
variable) is measured using the Job Satisfaction Survey instrument.

The seven independent variables considered in this study include idealized
influence (attributed/behaviour), inspirational motivation, intellectual stimulation and
individualized consideration, IS and consideration.

2.1 Research questions and hypotheses
This study examined the link between the perceived leadership behaviour of managers
and the resulting employee satisfaction levels in the automobile industry in Iran.

Dependent variable

Transformational leadership style:

Individualized consideration

Intellectual stimulation
Idealized influenced (attribute,
behaviour)
Inspirational motivation

Job satisfaction:

Extrinsic motivational
factors

Intrinsic Motivational
factors 

Traditional leadership style

Consideration

Initiating structure

Independent variables

Figure 1.
Conceptual framework
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The aim of the study was to determine the best leadership style (transformational and
traditional) able to promote maximum satisfaction levels among the employees. Thus
the research questions and hypotheses for this study are:

RQ1. What is the relationship between supervisors’ transformational leadership
style as perceived by subordinates and their level of intrinsic, extrinsic and
overall job satisfaction in the automobile industry of Iran?

H1. There is a significant positive relationship between supervisors’
transformational leadership style as perceived by subordinates and their
level of job satisfaction in the automobile industry of Iran.

RQ2. What is the relationship between supervisors’ traditional leadership style as
perceived by subordinates and their level of intrinsic, extrinsic and overall job
satisfaction in the automobile industry of Iran?

H2. A significant negative relationship exists between supervisors’ traditional
leadership style as perceived by subordinates and their level of job satisfaction
in the automobile industry of Iran.

3. Sources of data
The descriptive research method applied in this study is applicable to answer the
questions “who, what, when, where, and how”.

Collection of data was through use of the survey instrument which also allowed
the researcher to understand and predict some behavioural aspects of the target
population.

The total 97 items covered by the questionnaire were divided into three
sections which encompassed the aspects of leadership style, job satisfaction
and demographics.

The MLQ developed by Avolio and Bass (1991) was used in assessing leadership
styles, with some modifications which included a seven component scale. The Job
Satisfaction Scale ( JSS) was used in assessing job satisfaction which was modified to
incorporate a ten-component scale which facilitated coding and data interpretation.

Sampling method was via simple random sampling, quota sampling and
convenience sampling over the period June-August, 2010. A pilot study was done
using the original questionnaire which was implemented on 60 respondents. The final
modified questionnaire was distributed to the targeted production line employees. From
the original 600 questionnaires distributed 540 were returned with complete answers and
60 were invalidated, giving a 90 per cent valid response rate. Data analysis was carried
out using the statistical package for Social Science (SPSS) version 18.

4. Results and analysis
The target respondents were all males (100 per cent), of which the highest group was
from the 30-39 age groups (51.1 per cent) and the least from the 50 and above age group
(3.9 per cent). Most of the respondents were married (70 per cent) and over half
had high school diplomas (63 per cent). In terms of work experience most had between
10-19 years of work experience (42 per cent).

The structural equation model (SEM) was used to test all the hypotheses.
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4.1 SEM analysis
This study employed the multivariate technique of SEM analyses as main test to
check the validity of the study measurement and examine the relationship between
the independent variables and job satisfaction as outcome variable. SEM analyses
comprising of two main steps, namely the measurement model or confirmatory
factor analysis (CFA) and the SEM. The measurement models identify the relations
between manifest or observed and latent or unobserved variables. In other word, the
measurement model (CFA model) defined how the latent or unobserved variables are
measured in terms of the manifest variables (Ho, 2006). The SEM specifies the
relationship between the variables. In other word, the structural model shows how
independent or exogenous variables and dependent or endogenous variables are
related (Hair et al., 2006; Ho, 2006).

According to the single CFA models the level of model fit, normality and convergent
validity of the measure scale was assessed. This study was including three latent
constructs. The first latent variable is the transformational leadership (including
five dimensions; idealized influence (attributed), idealized influence (behaviour),
inspirational motivation, intellectual stimulation and individual consideration). The
second construct is the traditional leadership style consists of two main dimensions of
consideration and IS. The third construct is the job satisfaction (as dependent variable)
which consist of two main dimensions of extrinsic motivators (including five sub-
dimensions: interpersonal relations, policy and administration, salary, supervision and
work conditions) and intrinsic motivators (including five sub-dimensions;
achievement, growth, recognition, responsibility and the work itself).

In order to test the construct validity of each individual construct the first order
CFA model was performed. The result of the assessed individual CFA for three
aforementioned constructs are as follows.

Transformational leadership CFA. Transformational leadership CFA model were
made up of 20 items to measure a five dimensions as above mentioned (four items for
each dimension). The initial CFA model with all the 20 items did not fit the data based
on goodness-of-fit indices. After modifying the model by eliminating four items with
factor loading o0.50, the CFA model including 16 remained items fit the data with
w2(94)¼ 374.628, p¼ 0.000, relative w2¼ 3.985; GFI¼ 0.922, CFI¼ 0.907, IFI¼ 0.908,
RMSEA¼ 0.074. While based on the w2 the model did not fit the data but based on
the GFI, CFI and IFI indices with values more than cutoff value of 0.9 the model fitted
the data well. In addition the RMSEA was 0.074 which is lower than the recommended
value o0.08.

The result of assessed construct validity of the transformational leadership
dimensions was satisfied, as shown in Table I; the standardized factor loading for all
items were 40.5 (ranged from 0.52 to 0.89). Further, based on the AVE the all dimensions
exceeded the cutoff point of 0.5, excluded idealized influence attributed and individual
consideration (0.46 and 0.44, respectively). Also, the result showed that construct
reliability (CR) among the remained items in each specific dimension are satisfied.
The result showed that CR was 40.7 for all the dimensions that indicated a good level
of internal consistency or convergence among the items. Therefore the selected
measurement scale to assess the transformational leadership in this study area was
reliable and valid. The result of assessed normality as main assumption in maximum
likelihood (ML) estimation method showed that based on skewness and kurtosis
all indicators are normally distributed and had skew and kurtosis o72. The
skewnesses ranged from �0.745 to 0.304 and the kurtoses ranged from �1.419 to 1.132.
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Traditional leadership style CFA model
Traditional leadership style construct made up of ten items to measure two
dimensions including consideration and structure initiation (five items for each
dimension). The primary CFA model did not fit the data based on goodness-
of-fit indices. After modifying the model by eliminating two items with factor
loading o0.50, the CFA model including eight remained items fit the data with
w2(19)¼ 80.079, p¼ 0.000, relative w2¼ 4.215; GFI¼ 0.963, AGFI¼ 0.929,
CFI¼ 0.968, IFI¼ 0.968, TLI¼ 0.953, RMSEA¼ 0.077. While based on the w2 the
model did not fit the data but based on the GFI, AGFI, CFI and TLI indices
with values more than cutoff value of 0.9 the model fitted the data well. Also, the
RMSEA was 0.077 which showed that the proposed CFA model for traditional
leadership style perfect fit with the data.

The result of CFA model for traditional leadership style showed that the
construct validity was satisfied, as displayed in Table II all items had the
standardized factor loading 40.5 (ranged from 0.52 to 0.82). Also, based on the AVE
both dimensions exceeded the cutoff point of 0.5 which showed that these
items share a good proportion of variance of their underline dimensions. In addition,
the result showed that the CR among the remaining items in both dimensions
were 40.70 that shows adequate internal consistency among the measured items.
The result of assessed normality showed that based on skewness and kurtosis
all items are normally distributed which had skew and kurtosis o72.
The skewnesses ranged from �0.201 to 0.953 and the kurtoses ranged from
�1.370 to 0.25.

Variables
Standardized
factor loading

Average
variance extracted (AVE)

Construct
reliability (CR)

Transformational leadership style
Idealized influence (attributed) 0.46 0.84

Item 1 0.58
Item 2 0.70
Item 3 0.72
Item 4 0.62

Idealized influence (behavior) 0.52 0.76
Item 1 0.68
Item 2 0.72
Item 3 0.75

Inspirational motivation 0.54 0.78
Item 1 0.59
Item 2 0.79
Item 3 0.80

Intellectual stimulation 0.50 0.74
Item 1 0.64
Item 3 0.69
Item 4 0.74

Individual consideration 0.44 0.70
Item 1 0.52
Item 2 0.85
Item 3 0.55

Table I.
The results of CFA for
transformational
leadership
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Job satisfaction CFA model
Job satisfaction construct made up of 67 items to measure two main dimensions of
extrinsic and intrinsic motivators that each of them comprising of five sub-dimensions
as displayed in Figure 2. The first CFA model did not fit the data according to the
goodness-of-fit indices. After modified the model by dropped 20 items with factor
loading o0.50, the CFA model consist of 47 remained items fit the data with
w2(944)¼ 2,043.777, p¼ 0.000, relative w2¼ 2.165; GFI¼ 0.863, CFI¼ 0.904, IFI¼ 0.905,
TLI¼ 0.895, RMSEA¼ 0.046. While based on the w2 the model did not fit the data but
based on the CFI and IFI indices with values 40.9 indicated that the model fitted the
data well. Also the relative w2-value (2.165) which is o5 showed a good fit to the model.
In addition, the RMSEA was 0.046 which showed that the proposed CFA model for job
satisfaction perfect fit with the data.

Variables
Standardized factor

loading
Average variance extracted

(AVE)
Construct reliability

(CR)

Traditional leadership style
Consideration 0.51 0.80

Item 1 0.71
Item 2 0.78
Item 4 0.52
Item 5 0.79

Structure
initiation 0.56 0.84

Item 1 0.82
Item 2 0.76
Item 3 0.74
Item 4 0.69

Table II.
The results of CFA for

traditional leadership style

0.76

e1

e2

e3

e4

e5

Sum individual
consideration

Sum idealized influence
(attributed)

Sum idealized influence
(behavior)

Sum inspirational
motivation

Sum intellectual
stimulation

0.62

0.49

0.44

0.60

0.87

0.78

0.70

0.67

0.77

Transformational
leadership

style

0.89
0.94

0.45 0.67

e6

e7

Sum_Consideration

Sum_Initiating_Structure

Traditional
leadership

style

0.70

–0.08–0.13

0.51
0.85

Job
satisfaction

0.73

Extrinsic
motivators

e10

e9

e8

0.79 0.63

Intrinsic
motivators

Notes: �2 (df) = 83.901(24), p-value = 0.000, relative �2 = 3.496; AGFI = 0.934, GFI = 0.965,
CFI = 0.972, IFI = 0.973, RMSEA = 0.068 (standardized estimates). Bold value signifies
p-value < 0.05

Figure 2.
The structural model for

job satisfaction with
standardized regression

weights
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The result of CFA model for job satisfaction construct dimensions showed that the
convergent validity was satisfied, as displayed in Table III all remained items had the
standardized factor loading 40.5 (ranged from 0.50 to 0.88). Also, based on the AVE all
ten dimensions exceeded the cutoff point of 0.5 which showed that these items share a
good proportion of variance of their underline dimensions excluded growth dimension
with AVE 0.43. In addition, the result showed that the CR among remained items in all
dimensions were 40.70 that shows adequate internal consistency or convergence
among the measured items.

The result showed that the data for the all items in CFA model for job satisfaction
was normally distributed based on skewness and kurtosis. The all items are normally
distributed with having skew and kurtosis o72. The skewnesses ranged between
�1.268 and 0.793 and the kurtoses ranged from �0.760 to 1.819.

The SEM of job satisfaction
The result of assessed structural model for job satisfaction latent construct showed that
the model fit the data with w2(24)¼ 83.901, p¼ 0.000, relative w2¼ 3.496; GFI¼ 0.965,
CFI¼ 0.972, IFI¼ 0.973, TLI¼ 0.959, RMSEA¼ 0.068. Although based on the w2 the
model did not fit the data but based on the CFI, AGFI, CFI, TLI and IFI indices with
values 40.9 showed that the model fitted the data well. In addition, the RMSEA was
0.068 which showed that the proposed CFA model perfect fit with the data (see Figure 2).
The result as displayed in the Figure 2 showed that the independent variables in this
hypothesized structural model explain 51 per cent of variance of job satisfaction.

The result of testing the two hypotheses was as follows:

H1. There is a significant positive relationship that exists between supervisors’
transformational leadership style as perceived by subordinates and their level
of job satisfaction in automobile industry of Iran.

The result of structural model according to Table IV, showed that transformational
leadership style latent construct had significant contribution towards the prediction of
job satisfaction in automobile industry of Iran (b¼ 0.70, CR¼ 13.505, p¼ 0.000). The
result also showed that for every 1 standard deviation increase in transformational
leadership the job satisfaction would be increased by 0.70 standard deviation. Further
the result showed that transformational leadership style was indicated by individual
consideration with the highest standardized coefficient 0.87, followed by idealized
influence (attributed) with 0.79:

H2. There is a significant negative relationship that exists between supervisors’
traditional leadership style as perceived by subordinates and their level of job
satisfaction in automobile industry of Iran.

The structural model result showed that there is no significant relationship between
supervisors’ traditional leadership style as perceived by subordinates and their level of
job satisfaction in automobile industry of Iran (b¼�0.077, CR¼�1.658, p¼ 0.097).
Therefore, the H2 was not supported by the research data.

5. Conclusion
Based on the 20-year National Vision document of the Islamic Republic of Iran (2005-
2025), Iran is expected to become a developed country capable of competing in the
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Variables
Standardized factor

loading
Average variance extracted

(AVE)
Construct reliability

(CR)

Extrinsic motivators
Interpersonal relations 0.51 0.84

Item 1 0.67
Item 3 0.79
Item 5 0.67
Item 6 0.72
Item 7 0.72

Policy and
administration 0.56 0.88

Item 3 0.65
Item 4 0.78
Item 5 0.72
Item 6 0.71
Item 7 0.85
Item 8 0.78

Salary 0.50 0.80
Item 1 0.59
Item 2 0.70
Item 4 0.79
Item 5 0.72

Supervision 0.52 0.86
Item 1 0.78
Item 2 0.83
Item 3 0.69
Item 4 0.69
Item 9 0.55
Item 10 0.71

Work conditions 0.51 0.83
Item 1 0.72
Item 2 0.61
Item 4 0.58
Item 6 0.88
Item 7 0.72

Intrinsic motivators
Achievement 0.55 0.83

Item 1 0.78
Item 2 0.73
Item 4 0.80
Item 5 0.65

Growth 0.43 0.79
Item 1 0.50
Item 2 0.60
Item 3 0.82
Item 4 0.58
Item 5 0.75

Recognition 0.55 0.83
Item 1 0.74
Item 3 0.77
Item 4 0.72
Item 5 0.74

(continued)

Table III.
The results of CFA for

traditional leadership style
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global market with other developed countries. In line with the above-mentioned
argument, the government is expected to pave the way for the country to join the WTO.
The Ministry of Commerce has to take steps to pave the way and develop appropriate
programmes in the administrative system, including within governmental and non-
governmental organizations. The governmental organizations of Iran critically need to
arrange to provide and pave the grounds to attain the goal of having a motivated,
satisfied, committed, productive and loyal workforce. In short improving the quality of
management and employees in organizations is the aim of one of these programmes. So
since 2005 some short-term and long-term planning has been designed and
implemented to improve the managerial situation and employees of organizations
(Maslehat, 2006). This will further influence the employees’ job satisfactions through
while mentioned above. Thus research focuses on job satisfaction and its influence
with the leadership styles.

According to the results of data analyses, transformational leadership style is the
predominate style in automobile industry of Iran. Also the results show that the
subordinates’ level of satisfaction is mid to over high level.

In other words, based on the results of the present research, there is a
significant relationship between the transformational leadership dimensions and
job satisfaction; therefore, applying the result of this research could improve and
increase job satisfaction. Since this research shows there is a significant and positive
relationship between the transformational dimension of leadership and job
satisfaction, it could increase job satisfaction by improving this dimension and its
sub-dimensions.

Hence, to succeed in today’s fast-changing industrial environment, leaders in
the automobile industry should adopt a transformational leadership style as opposed
to the traditional leadership style. This can contribute to consistent and enhanced

Variables
Standardized factor

loading
Average variance extracted

(AVE)
Construct reliability

(CR)

Responsibility 0.51 0.80
Item 2 0.65
Item 3 0.65
Item 4 0.76
Item 5 0.78

The work itself 0.58 0.80
Item 1 0.76
Item 2 0.83
Item 3 0.67Table III.

Variable
Unstandardized

regression estimate B SE
Standardized

estimate b CR p-value

Transformational
leadership style 0.546 0.040 0.700 13.505 0.000
Traditional leadership style �0.032 0.019 �0.077 �1.658 0.097

Table IV.
Regression weights in the
hypothesized path model
for job satisfaction
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positive employee job satisfaction levels and consequently higher quality employee
performance.

The auto industry leaders need to urgently develop the right strategies and
initiate proper implementation if they wish to derive higher job satisfaction levels
among their subordinates.

Managers should plan and do any affairs to provide job satisfaction to solve any
operational problems and increase productivity and improve quality, because nowadays,
the competitive advantage of organizations depends on their human capitals.

It can thus be concluded that to improve subordinate job satisfaction in the automobile
industry the leaders need to further emphasize on aspects which can be motivators such
as employee recognition, good working conditions, communication and promotion.

By having knowledge and information about employee motivation managers can
understand how they can involve employees in achieving process improvement. While
in general management considers good pay to be the primary desire of their employees,
the results of this survey show it rank in the middle among all factors considered.
The perception of the factors that constitute employee motivators differs considerably
between managers and employees.

Nekouyan (2004) also expressed the view that managers are generally lacking
knowledge about leadership theories and principles which is borne out by the results of
his investigations of governmental managers’ level of understanding of the different
leadership styles (Nekouyan, 2004) where their knowledge was shown to be 14.15 on a
scale of 36 (low knowledge).

These findings indicate that better managerial understanding of participative
management techniques could help in making them more aware of the impact of their
managerial styles on their employees. Such knowledge would also be useful for
managers in their choice of the best style of leadership as suited to the organizational
culture of their companies as well as the employees’ organizational maturity.

Recommendations for further study
Correlation research, which was used in this study, does not allow one to determine
causation (Creswell, 2003; Simon, 2006) and so additional research is needed to
determine the causes of the findings of this study.

Focus for future research on this subject could be as follow:

(1) replication of this study in other factories under the Ministry of Industries in
order to demonstrate the likelihood of obtaining same results regardless of the
type of industry;

(2) investigation of industries that are more female oriented in order to eliminate
the gender factor as a limitation; and

(3) replication of this study in private sector companies which are not managed by
government appointed board member directors.

References

Avolio, B., Waldman, D. and Yammarino, F. (1991), “Leading in the 1990’s the four I’s of
transformational leadership”, Journal of European Industrial Training, Vol. 13 No. 5, pp. 5-16.

Avolio, B.J. and Bass, B.M. (1991), The Full Range of Leadership Development, State University of
New York, Center for Leadership Studies, Binghamton, New York, NY.

Bass, B.M. (1990), “From transactional to transformational leadership; learning share the vision”,
Organizational Dynamics, Vol. 18 No. 3, pp. 19-31.

25

Leadership styles



Bass, B.M. and Avolio, B.J. (1990), “The implication of transactional and transformational
leadership for individual, team and organizational development”, Research in
Organizational Change and Development, Vol. 4, pp. 231-72.

Bass, B.M. and Avolio, B.J. (1994), Improving Organizational Effectiveness through
Transformational Leadership, Sage, Thousand Oaks, CA.

Bass, B.M. and Avolio, B.J. (1997), “Shatter the glass ceiling: women make better managers”,
Human Resources Management, Vol. 33, pp. 549-60.

Bennis, W.G. and Nanus, B. (1985), Leaders: The Strategies for Taking Charge, Harper & Row,
New York.

Burns, J.M. (1978), Leadership, Harper & Row, New York, NY.

Castillo, J.X. and Cano, J. (2004), “Factors explaining job satisfaction among faculty”, Journal of
Agricultural Education, Vol. 45 No. 3, pp. 65-74.

Creswell, J.W. (2003), Research Design: Qualitative, Quantitative, and Mixed Methods Approaches,
2nd ed., Sage, Thousand Oaks, CA.

Daft, R.L. and Marcic, C. (2006), Understanding Management, 5th ed., Thomson Higher
Education, Mason, OH.

Hair, J.F., Black, W.C., Babin, B.J., Anderson, R.E. and Tatham, R.L. (2006), Multivariate Data
Analysis, 6th ed., Pearson Prentice Hall, New Jersey, NJ.

Hessari, M.K. (1997), “Relationship between perceived consideration and initiating structure
leadership behavior of managers and employee satisfaction in the auto industry of Iran”,
School of Business and Entrepreneurship, Nova Southeastern University.

Ho, R. (2006), Handbook of Univariate and Multivariate Data Analysis and Interpretation with
SPSS, Chapman & Hall/CRC, Taylor & Francis Group, New York, NY.

Keashly, L., Trott, V. and MacLean, L.M. (1994), “Abusive behaviour in the workplace:
a preliminary investigation”, Violence and Victims, Vol. 9 No. 4, pp. 341-57.

Kennerly, S.M. (1989), “Leadership behaviour and organizational characteristics: implications for
faculty satisfaction”, Journal of Nursing Education, Vol. 28 No. 5, pp. 198-202.

Larson, L.L., Hunt, J.G. and Osborn, R.N. (1976), “The great hi-hi leader behavior myth: a lesson
from Occam’s razor”, Academy of Management Journal, Vol. 19, pp. 628-41.

Likert, R. (1967), New Patterns of Management, McGraw Hill, New York.

Liu, A.M.M., Fellow, R.F. and Fang, Z. (2003), “The power paradigm of project leadership”,
Construction Management and Economics, Vol. 21 No. 8, pp. 819-29.

Locke, E.A. (1976), The Nature and Causes of Job Satisfaction, Rand Mc Nally, Chicago, IL.

Maslehat (2006), “Document twenty-year vision of Islamic Republic of Iran”, available at: www.
maslehat.ir/Contents.aspx?p¼67ee04aa-7171-4f72-bdf7-e6f68c3547e5 (accessed March 2007)

Maslow, A.H. (2000), “A theory of human motivation”, in Stephens, D.C. (Ed.), The Maslow
Business Reader, John Wiley and Sons, New York, pp. 251-75.

Nekouyan, H. (2004), “Relationship between managers’ knowledge from functions of
management and their performance”, Master Degree, Islamic Azad University, Kerman.

Nystrom, P.C. (1978), “Managers and the hi-hi leader myth”, Academy of Management Journal,
Vol. 21 pp. 325-31.

Quick, T.L. (1998), “Expectancy theory in five simple steps”, Training and Development Journal,
Vol. 52 No. 9, pp. 30-2.

Ribelin, P.J. (2003), “Retention reflects leadership style”, Management, Vol. 34 No. 8,
pp. 18-19.

Robbins, S.P. (2003), Organizational Behavior; Concepts, Controversies, and Applications,
10th ed., Upper Saddle River, NJ.

26

WJEMSD
9,1



Simon, M. (2006), Dissertation and Scholarly Research: Recipes for Success – A Practical Guide to
Start and Complete Your Dissertation, Thesis, or Formal Research Project, Kendall Hunt, IA,
New York, NY.

Smith, P.C., Kendall, L.M. and Hulin, C.L. (1969), The Measurement of Satisfaction in Work and
Retirement, Rand McNally and Company, Chicago, IL.

Stogdill, R.M. and Coons, A.E. (1957), Leadership Behavior its Description and Measurement.
Monograph of Bureau of Business Research, The Ohio State University, OH.

Tichy, N. and Devanna, M. (1996), The Transformational Leader, John Wiley and Sons,
New York, NY.

Vroom, V.H. (1964), Work and Motivation, John Wiley & Sons, New York, NY.

Further reading

Bennis, W. and Goldsmith, J. (2003), Learning to Lead: A Workbook on Becoming a Leader,
3rd ed., Basic Books, New York, NY.

Dasmalchian, A., Javidan, M. and Alam, K. (2001), “Effective leadership and culture in Iran:
an empirical study”, Applied Psychology: An International Review, Vol. 50 No. 2, pp. 532-58.

Gharoieahangar, R. and Alijanirooshan, A. (2004), “Building managers as transformational
leaders in public sector banks”, Journal of Islamic Azad University, Vol. 12 No. 4, pp. 48-52.

Noelker, L., Ejaz, F., Menne, H. and Bagaka, J. (2009), “Factors affecting frontline workers’
satisfaction with supervision”, Journal of Aging and Health, Vol. 21 No. 4, pp. 58-101.

Yukl, G.A. (2006), Leadership in Organizations, Prentice Hall, Upper Saddle River, NJ.

Zeyaei, M.H. (2005), “Relationship between first – line supervisors leadership behaviour and
satisfaction of their subordinates in industry”, Master Degree, Institute of Researches,
Tehran.

About the authors

Ali Yaghoubipoor is a Dean of Faculty of Management, Islamic Azad University- Sirjan Branch,
Iran. Currently is a PhD student at Faculty of Business, Multimedia University, Malaysia. Ali
Yaghoubipoor is the corresponding author and can be contacted at: yaghoubipoor@yahoo.com

Ong Puay Tee is a principal lecturer at Faculty of Business, Multimedia University, Malaysia.
Elsadig Musa Ahmed is an Associate Professor and Coordinator for Post Graduate

programmes, chairperson of Centre for Globalization and Sustainable Research (CGSR) at the
Faculty of Business, Multimedia University, Melaka, Malaysia. He is a Reviewer and an expert on
the second Millennium Ecosystem Assessment report “Biodiversity and Human Well-being:
A Synthesis Report for the Convention on Biological Diversity, 2005”, Economic Modelling,

Journal of Productivity Analysis, Telecommunications Policy, World Journal of Science,

Technology and Sustainable Development, International Journal of Economic Policy Studies

and some other journals.

To purchase reprints of this article please e-mail: reprints@emeraldinsight.com
Or visit our web site for further details: www.emeraldinsight.com/reprints

27

Leadership styles


