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Introduction 

 

Leadership creates a strong impact on the 

attitude of the employees working in the 

organization. In the present context, 

however, the roles of leaders have changed 

to a great extent. The success of an 

organization relies on the leadership styles 

being followed by the leaders of the 

organization. For any organization to be 

successful, leadership and employee job 

satisfaction play an important role (Ramos, 

2014). As effective leaders provide proper 

direction and lead to followers for 

achieving the desired goals; the employees 

having high job satisfaction become able to 

perform effectively and pursue 

organizational interests (Sarwar, et al., 

2015). Various researchers have examined 

the association between the two aspects 

and agreed that leadership creates a 

significant impact on job satisfaction 
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among the employees (Valentine, et al., 

2011). 

 

There are various types of leadership styles 

being used by the leaders in accordance 

with the organizational environment to 

deal with the employees in accordance. The 

present study intends to identify the 

relationship association leadership styles 

and employee job satisfaction.      

 

Theoretical Framework and Hypothesis 

 

 Leadership Styles 

 

According to Northouse (2007), leadership 

is considered as a practice through which a 

leader influences a group of people or 

followers to achieve collective goals. In the 

present scenario, leaders do not rely on 

their appropriate authority to influence the 

followers to perform or follow what has 

been ordered to them, but they prefer to be 

interested in collaborating with their 

subordinates and increase and extend the 

interest of their subordinates (Northouse, 

2015).  

 

The transformational as well as 

transactional leadership styles that have 

been presented by Burns, (1978) & Bass 

(1985) are considered to be highly 

significant and most widely used in 

organizations and in leadership studies as 

well (Bass, 1985). According to Burns 

(1978), leaders are said to possess 

transformational leadership traits, when 

they emphasize upon encouraging their 

subordinates to escalate the level of their 

associations, beliefs, morals, insights, and  

be motivated with the organizational 

objectives (Burns, 1978).  

 

According to Berson & Avolio (2004), 

transformational leaders support their 

subordinates to become productive, 

innovative as well as compliant to varying 

organizational environments and make 

efforts to prevent the probabilities of work 

related issues (Berson & Avolio, 2004).  

On the other hand, transactional leadership 

style refers to the exchange between the 

leaders and their subordinates. According 

to Richter et al. (2016), it is considered as a 

leader and follower exchange based 

leadership approach, in which the leader 

interchanges rewards or punishment with 

the followers for the performance of tasks, 

and in response, expect productivity, 

efforts as well as loyalty from the followers 

(Richter, et al., 2016). In order to satisfy 

their self-interests, transactional leaders 

regulate the strategies to make the 

followers perform in the way they want. 

They are perceived to be less engaged, less 

appealing, during rewards procedure, keep 

on focusing on the work achieved, 

mistakes, and avoid interfering in the 

organizational processes. Due to this 

reason, it has been observed that a majority 

of employees prefer transformational 

leadership instead of transactional 

leadership (Naidu & Walt, 2005). 

 

Job Satisfaction 

 

As defined by Aziri (2011), job satisfaction 

is considered as a positive emotional status 

from the point of view of job or experience 

in work. It explains that employees develop 

an attitude towards their jobs considering 

their behaviors, beliefs and emotions (Aziri, 

2011). It has been found that employees 

are perceived to be satisfied with their jobs, 

if they consider their jobs to be fulfilling 

and rewarding. The level of satisfaction 

among the employees is generally 

considered as an essential component for 

organizational success (Javed, et al., 2014). 

 

According to the theory of transformational 

and transactional leadership, leaders have 

a great influence on the way their 

subordinates complete their work (Bektaş, 

2017). This influence has the potential to 

increase the overall job satisfaction of the 

employees. The job satisfaction can be 

divided into three major aspects – extrinsic, 

intrinsic and general job satisfaction. The 

scales of extrinsic and intrinsic satisfaction 

scale are obtained from the theory of 

Herzberg. The intrinsic satisfaction is 

related to motivators such as job content 

and working with others. The extrinsic job 

satisfaction on the other hand is associated 

with aspects such a company policies, 

compensation and supervision (Goetz, et 

al., 2012). 
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Relationship between Leadership Styles 

and Job Satisfaction 

 

Bhatti et al. (2012) conducted a research to 

determine the effect of autocratic and 

democratic leadership styles on job 

satisfaction in both public and private 

schools. After conducting the research, the 

researchers revealed that the leadership 

styles create a positive impact on job 

satisfaction among the employees. It was 

also revealed by the researchers that public 

teachers have a high level of job 

satisfaction instead of private teachers 

(Bhatti, et al., 2012). The reason behind 

this was found to be less secured jobs in 

the private sector instead of public sector. 

It was found that the leadership styles 

followed by the public schools make 

employees feel fearless to discuss issues 

with their leaders which create a sense of 

responsibility among them.  

 

Study conducted by Voon, et al. (2011) 

indicates that transformational leadership 

style possesses a stronger relationship with 

job satisfaction, while transactional 

leadership style possesses a negative 

relationship with job satisfaction among 

employees. The research study suggested 

that transformational leadership should be 

considered suitable for managing 

government organizations (Voon, et al., 

2011).  

 

The study conducted by Saleem (2015) 

aimed to examine the effect of leadership 

styles on job satisfaction and understand if 

supposed organizational politics had an 

intermediating role or not. To achieve the 

purpose, the researcher utilized descriptive 

research design and conducted a 

quantitative research. The researcher 

selected the sample through non-

probability convenience sampling. The 

findings of the research revealed that 

transformational leadership have positive 

influence on job satisfaction while 

transactional leadership have negative 

influence on job satisfaction. It was also 

suggested by the researcher that apparent 

organizational politics moderately mediate 

the association between both the 

leadership styles and job satisfaction 

(Saleem, 2015). 

 

Based on the theoretical background 

discussed above, the following hypotheses 

are proposed: 

 

Hypothesis 1: Transformational 

leadership promotes intrinsic job 

satisfaction of employees better than 

transactional leadership. 

 

 Hypothesis 2: Transformational 

leadership promotes extrinsic job 

satisfaction of employees better than 

transactional leadership. 

 

 Hypothesis 3: Transformational 

leadership promotes general job 

satisfaction of employees better than 

transactional leadership. 

 

Research Methodology 

 

Methodology of the Empirical Research 

Sample and Procedure 

 

The population of this research included 

the employees from organizations of Abu 

Dhabi. The samples for this study are taken 

from companies that are located in Abu 

Dhabi. Purposeful sampling is used in this 

research. In other words, the individuals 

who were relevant for understanding the 

phenomenon taken under consideration 

were selected intentionally for this study. 

The purpose of this study was to 

investigate the relationship between 

different variables in the chosen companies 

in Abu Dhabi (Khan, 2011). 

 

The participants of the study included full 

time employees such as workers, managers 

and the administrative staff. 200 surveys 

were sent to the individuals selected from 

these organizations. The response rate of 

the survey was 60.5 %. As a result a final 

sample of 121 respondents was obtained. F 

tests were performed for determining the 

statistical significance of the regression 

models of this study.  

 

Measurement 

 

In this study the current version of the 

MLQ-5X was used for assessing the 

transactional and transformational 
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leadership. The MLQ -5X was developed in 

1997 by Bass and Avolio. The purpose of 

this particular study was to determine the 

best prediction of job satisfaction of the 

employees, therefore, the rater form of 

MLQ -5X was used.  

 

The assessment of job satisfaction was 

done with 20 questions derived from short 

form of MSQ (Weiss & Dawis, 1967). The 

scales of intrinsic and extrinsic job 

satisfaction were derived from the 

Herzberg’s (1966) two-factor theory of job 

satisfaction.  

 

Results and Findings 

 

H1: Transformational leadership promotes 

intrinsic job satisfaction of employees 

better than transactional leadership. 

 

 Table 1 shows the correlation among 

transactional, transformational leadership 

style and intrinsic job satisfaction. There 

was a significant positive correlation 

among the transformational leadership, 

transactional leadership, and intrinsic job 

satisfaction (p < 0.001). The table 1 also 

indicates the Pearson correlation between 

the two leadership styles. The correlation 

was 0.53 between the independent 

variables. The two independent variables 

were retained in the model of multiple 

regression because the correlation is less 

than 0.7 (Pallant, 2016). 

 

Table 1: Correlations between Leadership and Intrinsic Job Satisfaction 

  

Variable IS TF TS P (1-tailed) 

IS  0.40 0.37 <0.001 

TF 0.41  0.53 <0.001 

TS 0.37 0.53  <0.001 

 

Table 2 indicates that the value of R2 was 

0.20 indicating that there is a variance of 

20% in the model and the intrinsic job 

satisfaction. 

 

 

Table 2 : Model Summary of multiple regression analysis 

 

Model R R2 Adjusted R2 Std. error of the estimate 

1 0.46 0.20 0.19 0.40 

 

Table 3: ANOVA for transformational and transactional leadership and job satisfaction 

 

Model Sum of squares df Mean Square F P 

Regression 5.73 2 2.85 16.42 <0.001 

Residual 20.59 116 0.174   

Total 26.33 118    

 

The standardized coefficients were used 

for determining the variable that 

contributed most in predicting the 

dependent variable. The transformational 

leadership has the strongest contribution 

in predicting the intrinsic job satisfaction 

with a β coefficient = 0.30. The β value for 

transactional leadership was lower (0.23), 

this indicates that this particular variable 

contributed less in predicting the intrinsic 

job satisfaction. Further, the t value was 

also evaluated for each variable. It was 

found that the variables (transformational 

and transactional leadership style) made 
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significant contributions in prediction of 

the dependent variable as the significance 

value of the variables were >0.05. 

 

Further, for each variable, the value of t 

was determined. The significant levels of 

the two variables of the study were > 0.05. 

This indicates that the variables 

(transformational and transactional 

leadership) have made significant unique 

contributions in predicting the dependent 

variable of the study (job satisfaction) as 

for the transformational leadership  

p =0.03 and for transactional leadership 

style p = 0.018.  

 

H2: Transformational leadership promotes 

extrinsic job satisfaction of employees 

better than transactional leadership. 

 

The Table given below displays the 

correlation between transformational and 

transactional leadership style and extrinsic 

job satisfaction. Significant positive 

correlations were found between the 

transformational and transactional 

leadership and extrinsic job satisfaction as 

the (p < 0.001). The Table below also 

displays the Pearson’s correlation between 

the two leadership styles. The correlation 

between variable = 0.53 (less than 0.7), 

therefore the independent variables were 

retained. 

 

Table 4: Correlations between Leadership and Intrinsic Job Satisfaction 

 

Variable IS TF TS P (1 - tailed) 

IS  0.57 0.55 <0.001 

TF 0.57  0.53 <0.001 

TS 0.55 0.53  <0.001 

 

The table given below indicates that the 

value of R2 = 0.41. This indicates that the 

there is 41% variance in the model and the 

extrinsic job satisfaction. The model is 

significant statistically (F = 42.92, p < 

0.001). 

 

Table 5: Model Summary of Multiple Regression Analysis 

 

Model R R2 Adjusted R2 Std. error of the estimate 

1 0.63 0.41 0.40 0.48 

 

 

Table 6: ANOVA for Transformational and Transactional Leadership and Extrinsic Job 

Satisfaction 

 

Model Sum of squares df Mean Square F P 

Regression 20.24 2 10.12 16.42 <0.001 

Residual 27.83 116 0.24 42.92  

Total 48.07 118    

 

Standardized coefficients were used for 

determining the contribution of the 

variables that are included in the model.  

The transformational leadership has a 

unique contribution in predicting the 

extrinsic job satisfaction as the β coefficient 

= 0.40. The value of β for the transactional 

leadership was lower (0.34), this indicates 

that transactional leadership made less 

unique contribution.  

For each variable, the t value was also 

determined. The significant levels of the 

two variables of the study were > 0.05. This 

indicates that the variables 

(transformational and transactional 

leadership) have made significant unique 

contributions in predicting the dependent 

variable of the study (job satisfaction) as p 

< 0.001 for the variables.  
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H3: Transformational leadership promotes 

general job satisfaction of employees better 

than transactional leadership. 

 

The table displayed below presents the 

correlation between transformational 

leadership, transactional leadership, and 

general job satisfaction. Positive and 

significant correlations were found 

between the transformational and 

transactional leadership style and extrinsic 

job satisfaction as the (p < 0.001). The 

Table below also displays the Pearson’s 

correlation between the two leadership 

styles. The correlation between variable = 

0.54 (less than 0.7) therefore the 

independent variables were retained. 

 

Table 7: Correlations between Leadership and Intrinsic Job Satisfaction 

 

Variable IS TF TS P (1-tailed) 

IS  0.54 0.49 <0.001 

TF 0.54  0.53 <0.001 

TS 0.49 0.53  <0.001 

 

The table given below indicates that the 

value of R2 = 0.41. This indicates that there 

is 41% variance in the model and the 

extrinsic job satisfaction. The model is 

significant statistically (F = 42.92, p < 

0.001). 

 

Table 8: Model Summary of Multiple Regression Analysis 

 

Model R R2 Adjusted R2 Std. error of the estimate 

1 0.63 0.41 0.40 0.48 

 

Table 9: ANOVA for Transformational and Transactional Leadership and General Job 

Satisfaction 

 

Model Sum of squares df Mean Square F P 

Regression 8.82 2 4.41 33.56 <0.001 

Residual 15.50 116 0.23   

Total 24.33 118    

 

Standardized coefficients were used for 

determining the contribution of the 

variables that are included in the model.  

Transformational leadership has a unique 

contribution in predicting the extrinsic job 

satisfaction as the β coefficient = 0.39. The 

value of β for the transactional leadership 

was lower (0.29) indicating that 

transactional leadership made less unique 

contribution.  

 

For each variable, the t value was also 

determined. The significant levels of the 

two variables of the study were > 0.05. This 

indicates that the variables 

(transformational and transactional 

leadership) have made significant unique 

contributions in predicting the dependent 

variable of the study (job satisfaction) as p 

= 0.001 for the transactional leadership 

and p < 0.001 for transformational 

leadership. 

 

Discussion 

 

This particular study was conducted so as 

to explore the relationship between the 

leadership styles and job satisfaction of 

employees in the selected organizations of 

Abu Dhabi. According to the results of 

Pearson’s correlation the two leadership 

styles positively and significantly 

correlated with the intrinsic job 

satisfaction.  

 

The standardized coefficients β for the 

transformational and transactional 

leadership indicated that transformational 



7                                                                                  Journal of Human Resources Management Research 

__________________________________________________________________ 

______________ 

 

Ebrahim Hasan Al Khajeh (2018), Journal of Human Resources Management Research,  

DOI: 10.5171/2018.939089 

 

leadership contributes more in the model 

rather than the transactional leadership 

style. 

The findings of study indicate that 

transformational leadership better predicts 

the intrinsic job satisfaction rather than 

transactional leadership. The findings of 

study suggest that the intrinsic job 

satisfaction of the employee can be 

increased if the transformational 

leadership style is used. 

 

The findings of this study are consistent 

with the findings of past studies. According 

to Shibru and Darshan (2011) the 

transformational leadership style is one of 

the important factors that help in 

improving the job satisfaction level of the 

employees. The findings of the study 

indicated that the transformational 

leadership style can increase the job 

satisfaction of the employees (Darshan, 

2011). 

 

The conclusions of this study are drawn 

from the responses obtained from 121 

respondents of organizations from the UAE. 

Therefore, the responses cannot be 

generalized to the whole population. The 

findings of this study may help in 

understanding the perception of the 

employees. 

 

Conclusions, Limitations, Further 

Research and Practical Implications 

 

This particular study has provided 

evidences regarding the association 

between the scales of transformational, 

transactional leadership style and job 

satisfaction. Organizations should focus on 

using the transformational leadership style 

for improving the job satisfaction among 

their employees.  

 

One of the major limitations of this 

research is the small sample size, because 

of which the findings of the study cannot be 

generalized. Another limitation of this 

research is associated with the issue of 

truthfulness of the respondents involved in 

the study. This can have a potential impact 

on the results of the survey. The future 

researches can focus on examining the 

relationship between the elements of 

transformational leadership and job 

satisfaction. 
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