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ABSTRACT

Organizations are social systems where human resources are the most important factors for effectiveness and
efficiency. Organizations need effective managers and employees to achieve their objectives. Leadership is defined
as the ability to influence a group towards the achievement of goals. Leadership is a process by which a person
influences others to accomplish an objective and directs the organization in a way that makes it more cohesive and
coherent. Thus, the purpose of this research was to examine the relationship between leadership styles and job
satisfaction among physical education organization employees in Isfahan. For this purpose, a total of 125
employees in physical education organization from Isfahan participated in this research. To data collection, all
employees filled in Multifactor Leadership Questionnaire and job satisfaction Questionnaire. Results showed that
the positive correlation between overall leadership styles and job satisfaction was significant at the level of P<0.05.
Also, the correlations between leadership styles sub-scales such as transactional |eadership, transformational
leadership and passive/avoidant leadership and job satisfaction was significant at the level of P<0.05. Based on
these results, among determinants of job satisfaction, leadership is viewed as an important predictor and plays a
central role. Leadership is a management function, which is mostly directed towards people and social interaction,
as well as the process of influencing people so that they will achieve the goals of the organization.
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INTRODUCTION

Drucker (1993) indicated that the quality and perfance of managers are the key criteria in deciding
organizational success [1]. An enterprise withootamager’s leadership is not able to transmutetirgaources into
competitive advantage. Therefore, it is clear tia leadership style of a manager has a closeiarléd the
development of organization [1-2].

Based on this, Northouse (2007) described thaklship is a process whereby an individual influsnzeroup of
individuals to achieve a common goal [3]. Furtherepd-ertman & Liden, (1999) leadership style isrenner and
approach of providing direction, motivating peoglad achieving objectives. Leadership styles areavielal
models used by leaders when working with othersAd]asserted by Chemers (2007) leadership isxbeudive of
organizational intelligence in which leadershipeeffveness is linked to organizational performafdeand truly
important in each organization. Also, Obiwuru et(2011) stated that the leadership styles are gi@dio
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leadership effectiveness whereby leadership stylniorganization is one of the factors that plggpificant role in
enhancing or retarding the interest and commitroétite individuals in the organization [6].

The wide-ranging of three types of leadership stydgolved by Bass and Avolio (2004) is extensivaded by
researchers in the leadership field [7]. Moreotass and Avolio (2004) stated that the major lestiprconstructs
of transformational leadership, transactional lesidip, and passive/avoidant leadership form a nakagigm for
understanding both the lower and higher order tffetleadership style. This paradigm builds oriesaleadership
paradigms such as those of autocratic versus datmdeadership, directive versus participativedkerahip, and
task- versus relationship oriented leadership whimbe dominated selection, training, developmemd,rasearch in
this field for the past half century [7].

The fundamental factors influencing the effectieneof an organization are leadership and emplopde j
satisfaction [8]. Leadership is considered onehef inost important determinants of employee jotsfatiion. It
extensively influences employees’ motivation andicition. While the correlation between leaderstype and job
satisfaction has been studied in a wide variet§iaéls and in an equally wide variety of settingsw of these
studies focus on this relationship in the contéxtigher education. And the ones that do concemtat academic
leadership and faculty job satisfaction in the eahbf North America and Europe. Though leaderslaip long been
of interest to historians and philosophers, sdienstudies only began in the early 1900s. Stile tbody of
knowledge has since been fast growing as attestéldebmore than 350 definitions of the term whichdars have
come up with. Giving one specific definition of teaship is a thus very complex task [9-10].

Job satisfaction may be defined as a positive ematiresponse from the assessment of a job orfepaspects of
a job (Locke 1976; Smithkt al. 1969). It is influenced by many factors such ae:whorking conditions, work itself,
supervision, policy and administration, advancemenmpensation, interpersonal relationships, reitiogn and

empowerment [11]. According to Quick (1998), ea@nspn has a different set of goals and can be atetivif

he/she believes that: there is a positive cormiabetween efforts and performance; effective perémce will

result in a pleasing reward; the reward will sgtigh important need; and the desire to satisfynthed is strong
enough to make the effort meaningful [12].

Vroom (1964) suggested that the motivation to wakdpends on the relationships between expectancy,
instrumentality and valence. Expectancy is a pessoglief that working hard will result in a saiisig level of job
performance. Instrumentality is an employee’s li¢hat successful performance will be followed bwards. And
valence is the value a person holds with respeoutoomes [13]. Leadership style is an importarérmheinant of
employee job satisfaction. The reactions of emmey® their leaders will usually depend on the atimristics of

the employees as well as on the characteristitheofeaders [14]. Employee job satisfaction isueficed by the
internal organization environment, which includesgamizational climate, leadership types and pembnn
relationships [15]. Based on reported results awichents the purpose of this research was to stidfationship
between leadership styles and job satisfaction grpbysical education organizations employees ihish.

MATERIALS AND METHODS

This study was the correlation study decision. iBigeints were included 125 employees in physicalcaton
organization in Isfahan and their ages ranged 2645 years-old.

Instruments

To data collection, all subjects filled in Multifiac Leadership Questionnaire and job satisfactiaresfionnaire.
Furthermore, to be more comprehensive, this stualy wsing full-range of leadership styles evolvedBlags and
Avolio (2004) that consist of transactional leatigrs transformational leadership and passive/avuitiadership
[7]. Also, job satisfaction Questionnaire is comspd of 15 questions in 5-point Likert scale. Algagstionnaire
reliability with Cronbach's alpha for Multifactoredership Questionnaire and job satisfaction Qumsdire were
obtained 0.87 and 0.89, respectively. The colledd was analyzed by descriptive (mean and stdrdaviation)
and inferential (Pearson's correlation test anchach's alpha) statistical tests at the P<0.05f&ignt level with
SPSS Version 15.
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RESULTS

Table 1 shows the mean (M) and standard devia{®b3 of job satisfaction and leadership styles scdles among
physical education organization employees.

Tablel. Means and Standard Deviations variables udén this research

Variables Mean (M)| Standard Deviation (SD)
Overall leadership styles 915 25
transactional leadership 39.7 2.3
transformational leadership 355 25
passive/avoidant leadersh|p 15.6 14
job satisfaction | 50.4 2.6

In addition, the matrix correlation among all vatis that used in this research presented in falBased on these
results the positive correlation between overalbkrship styles and job satisfaction was signifiedrthe level of
P<0.05. Furthermore, the correlation betwdenadership styles sub-scales such as transactieadership,

transformational leadership and passive/avoidaatideship and job satisfaction was significant & liavel of

P<0.05. Based on the results that presented ire taplthe correlation between transactional leadersind

transformational leadership was positive and cati@wh between /avoidant leadership and job satisfacvas

negative.

Table 2. Matrix correlation between leadership styés and job satisfaction

Variables Overall leadership styles| transactiosadlership transformational leadershjp passive/anvigadership

job satisfaction 0.76* 0.79* 0.74* | -0.71*

* Jgnificant at the level of P<0.05
CONCLUSION

Results showed that the significant and meaningfutelations between leadership styles sub-scabes jab
satisfaction (see table 2). Thus, the strengtthefdorrelations obtained in the present researghests that the
overall leadership styles and its sub-scales hasigraficant role in job satisfaction. These reswltere consistence
with previous research results that doing in tfesdf Based on these results, numerous studiesvieral countries
showed that there is a positive correlation betweadership styles and the job satisfaction inthezdre providers
[16-20]. Skansi (2000) stated that among deternténah job satisfaction, leadership is viewed asiraportant
predictor and plays a central role. Leadership isamagement function, which is mostly directed talsgpeople
and social interaction, as well as the processnfifiencing people so that they will achieve the Igaaf the
organization [21].

On the other hand, Armstrong (2006) stated thatde& leading the human resource function, colatirag with
other functions and providing leadership to theettisg and enhancing the standards for strategndkitiy [22].
According to Abujarad (2011), in order to assessléeship effectiveness many different types of outes have
been used, including the performance and growthefeader’'s group or organization, its preparesitesleal with
challenges or crises, follower satisfaction witle tleader, follower commitment to the group objessivthe
psychological well-being and development of follogyehe leaders’ possession of high status in thegy and the
leader’'s advancement to higher positions of authdn the organization [23]. In this study the etigeness of
leader was measured based on three major outcooreddadership styles including extra effort, efffeeness and
satisfaction. First component of extra effort metmeswillingness to exert extra effort by followecsdo more than
they expected to do heighten desire to succeethanehse willingness to try harder [7].

According to Bass and Avolio (2004) there are thyges of leadership which is transformational &xatip and
transactional leadership [7]. Transformational &ratlip can be defined as a leadership that transf@eople and
organizations in their values, standards, goalsedsiend ethics. Transformational leadership inflesnboth the
micro (individual) and macro level (for exampleeate reform) of an institution by transforming éollers from

their “everyday selves” to “better selves”, by agliey to their higher order intrinsic needs, byjegssision of

short-term goals, and becoming motivated by orgditinal goals rather than self-interests [7].
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Leadership styles have a significant influence upperational efficiency, especially if we observerh in a
contingency context. Although some authors (e.gll, H®77, Brady & Helmich 1984, and others) holdtth
leadership styles of management do not have aidedigluence upon work efficiency and corporatefpemance -
such a standpoint, at least according to the det#lable to us — is not the standpoint of the migjoi24-25].
Although there still is no uniform answer to theegtion of which leadership style is the most effitj the research
so far has shown that the leadership style is #luse, and not the consequence of the company'srperfice, and
that there are significant differences in leadgrshionitoring, interpersonal relationships, apglaa of methods,
communication and other management components betaueccessful and unsuccessful managers, thatvig e
organizational units which they are at the head.[21

Chen (2005) in a survey of 244 nursing school fgcmiembers found that Taiwanese nursing direct@sewnore
transformational leaders than transactional orsézidaire ones. The results also indicate thamntirsing faculty
members were moderately satisfied with their jobg gelt that the heavy workloads as opposed todthextors’

leadership styles were possible reasons for thegatsfaction with their jobs [26]. In another dies, expanding
Chen’s previous study, Chen et al. (2005 a, b)eywadt 18 of 47 Taiwan’s higher education nursingsththat had
a minimum of 20 full-time faculty members. They falithat idealized consideration, a transformatideatlership
factor, and contingent reward, a transactionaldestdp factor, were positively significant predist@f faculty job

satisfaction [27-28].

Organizations are social systems where human reseuare the most important factors for effectivenasd
efficiency. Organizations need effective managei$ employees to achieve their objectives. Orgaioizatcannot
succeed without their personnel efforts and comemmittmJob satisfaction is critical to retaining atttacting well-
qualified personnel. This is especially an issum@dical institutions such as hospitals where sfistitraining and
retention are highly important Employee job satiifm is an attitude that people have about thadsjand the
organizations in which they perform these jobs [29thodologically, we can define job satisfactiaa an
employee’s affective reaction to a job, based @oraparison between actual outcomes and desiredmet[20].
Job satisfaction is generally recognized as a faakited construct that includes employee feelirgaia variety
of both intrinsic and extrinsic job elements. lcempasses specific aspects of satisfaction retatgay, benefits,
promotion, work conditions, supervision, organiaatl practices and relationships with co-workef3.[3

Generally, based on the literature, numerous fadgtdluence employee job satisfaction, includinglases, fringe
benefits, achievement, autonomy, recognition, comoation, working conditions, job importance, corkers,

degree of professionalism, organizational climamterpersonal relationships, working for a reputablgency,
supervisory support, positive affectivity, job sety workplace flexibility, working within a tearanvironment and
genetic factors. Sources of low satisfaction amoeated with working with unskilled or inappropely trained

staff, laborious tasks such as documentation, itepebf duties, tensions within role expectationde ambiguity,
role conflict, job/patient care, feeling overload#te increasing need to be available for overtirakations with co-
workers, personal factors and organizational fact2o, 27, 28, 29].

REFERENCES

[1] Drucker, P. F. The practice of management. Nerk, USA: Harper Busines4993 Pp:57-60.
[2]Tain-Fungwu, Mei-Hui Tsai, Yeh-Hsun Fey, & Robér. Y.Wu. Asian Journal of Management and Humanity
Sciences, 2006 Vol. 1, pp. 434-45.

[3] Northouse. G. Leadership theory and practi8ed €d), Sage Publication, IR007 Pp: 65-66.

[4] Sharifah Rahama Amirul & Hjh Normala Dauguropean Journal of Business and Management. 2012 Vol. 4,
93-201.

[5] Chemers, M. M. An integrative theory of leadeps Mahwah, NJ: Lawrence Earlbaum Publish&€97.

[6] Obiwuru Timothy C., Okwu, Andy T and Akpa, V@ia O.Australian Journal of Business and Management
Research. 2011, Vol.1, Pp 100 111.

[7] Bass, B. M., & Avolio, B. J. Multifactor Leadship Questionnaire: Manual and Sampler S&t.\8ind Garden
Inc. 2004 PP: 54-57.

[8] Kennerly, S. M.Journal of Nursing Education, 1989 Vol.28, pp198-202.

[9] Avolio, B.J., Waldman, D.A. & Yammarino, F.Journal of European industrial training, 1991, 15(4): pp.1-8.

10
Scholars Research Library



Rezvan Mirsafaei Riziet al Euro. J. Sports Exerc. Sci., 2013, 2 (1):7-11

[10] Aslankhani, M. A. Relationship between leadgpsstyle, organizational climate and job satistatfrom point
of views of sport academic members in Universitedsiran. Faculty of Humans sciences. Tehran, Tehran
University.1999 Pp: 87-88.

[11] Castillo, J. X., & Cano, Journal of Agricultural Education. 2004 Vol.45, pp.65-74.

[12] Quick, T.L.Training and Development Journal, 1998 Vol.52, pp.30-32.

[13] Vroom, V.H. Work and Motivation, Wiley, Newofk, NY. 1964.

[14] Wexley K. N. & Yukl, G.A. Organizational Behew, People and Processes in Management. Richatdib,.
Homewood, lllinois 604301984 Pp: 65-67.

[15] Seashore, S.E. & Taber, T.Bmerican Behavior and ientists, 1975 Vol. 18, pp. 346-56.

[16] Seo, Y., Ko, J. and Price, Jlinternational Journal of Nursing Studies, 2004 Vol. 41, pp. 437-46.

[17] Vance, C. and Larson, E.Nurse Scholash., 2002 Vol. 34, pp. 165-71.

[18] Chiok Foong Loke, Jlournal of Nursing Management, 2001, Vol. 9, pp. 191-204.

[19] Dunham-Taylor, Journal of Nursing Administration, 2000 Vol. 30, pp. 241-50.

[20] Mosadeghrad, A.MResearch in Medical Sciences, 2003 Vol. 8, pp. 85-9.

[21] Skansi, DManagement, 200Q Vol. 5, pp. 51-67.

[22] Armstrong, M. A handbook of Human Resource Bgement Practice, 10th Edition, Kogan Page 206
Pp: 122-124.

[23] Abujarad, T,Y.Academic Leadership: 2011, Issue. Vol. 9. 13-19.

[24] Hall, J. The competence connection, The Wawda\Woodstead Pres§p88 Pp:4-9.

[25] Brady, G., Helmich, D. Executive successiooward excellence in corporate leadership, New YBrentice
Hall) 1984 Pp: 45-76.

[26] Chen, H.C. The influence of nursing directdesaidership styles on Taiwanese nursing facultystisfaction
(China). Dissertation Abstracts Internatior2005 66(04), 1219A.

[27] Chen, H.C., Beck, S. L., & Amos, L. Kournal of Nursing Scholarship, 2005 Vol.37, pp.374-380.

[28] Chen, Z.X., Law, K.S., Hackett, R.D., Wang, &hd Wang, HAcademy of Management Journal, 2005 Vol.
48, pp.420-432.

[29] Mosadegh Rad, A.M. & Yar mohammadian, MLdadership in Health Services, 2003 Vol. 19: 2 pp. 11 — 28.
[30] Misener, T.R., Haddock, K.S., Gleaton, J.Ud &jamieh, A.R.Nursing Research, 1996 Vol. 45, Pp. 87-91.

11
Scholars Research Library



