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ABSTRACT 

 

 

LEADERSHIP STYLES AND JOB SATISFACTION: A TEST ON 

GOVERNMENT SECTOR IN SELANGOR. 

 

By 

 

Norshahleha bt Ayob 

 

 

This study aims to identify and determine the relationship between transactional 

leadership and transformational leadership with job satisfaction among employees on 

government sector in Selangor. There are 300 questionnaire had been distributed 

randomly but only 200 questionnaire that can be used. The overall findings showed that 

the transformational leadership style has a significant relationship with job satisfaction 

on government sector in Selangor. The result findings of this study might be useful to 

government sector to create better of environment in organization and help employees to 

be more productive with their job through more innovative activities in order to achieve 

the goals of organization.   
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ABSTRAK 

 

GAYA KEPIMPINAN DAN KEPUASAN PEKERJAAN: UJIAN TERHADAP 

SEKTOR KERAJAAN DI SELANGOR.  

 

Oleh 

 

Norshahleha bt Ayob 

 

 

Kajian ini bertujuan untuk mengenalpasti dan menentukan hubungan di anatara 

gaya kepimpianan “transactional” dan “transformational” dengan kepuasan pekerjaan di 

kalangan pekerja dalam sektor kerajaan di Selangor. Sebanyak 300 borang soal selidik 

diedarkan secara rawak. Walaubagaimanapun, hanya 200 borang soal selidik sahaja 

yang boleh dianalisa. Hasil kajian ini menunjukkan bahawa gaya kepimpinan 

“transformational” mempunyai hubungan yang penting dengan kepuasan pekerjaan 

terhadap sektor kerajaan di Selangor.  Hasil daripada kajian ini boleh digunakan oleh 

sektor kerajaan bagi mewujudkan persekitaran yang baik dalam organisasi serta 

membantu pekerja menjadi lebik produktif  terhadap pekerjaan mereka melalui aktiviti 

pembaharuan dalam persediaan mencapai matlamat organisasi.  
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CHAPTER 1 

INTRODUCTION 

 

1.1 Background 

 

 

Leadership style is depending on the people involve, the situation at hand, and 

the goals being pursue. A simple definition of leadership is the art of motivating a group 

of people to act towards achieving a common goal. Organizational success in obtaining 

its goals and objectives depends on managers and their leadership style. Have a various 

types of leadership style such as bureaucratic leader, charismatic leader, autocratic 

leader, democratic leader, laissez-faire leader, people-oriented leader, task-oriented 

leader, servant leader, transaction leader, transformation leader and environment leader. 

By using appropriate leadership styles, managers can affect employee job satisfaction, 

commitment and productivity.  

Two main types of leadership that are studied in this research is transactional and 

transformational leadership. Transactional leadership is concern about the end result and 

involves a leader providing direction to others. The key types of transactional leadership 

are laissez-faire, management-by-expectation and contingent reward (Bass, 1985). 

While Blanchard and Johnson (1985) described transactional leadership as a simple 

process or creating strong expectations with employees, along with clear indications of 

what they will get in return for meeting these expectations.  

Transformational leadership is referred to the process and requires participation 

from all involved. Burns (1978) described the transforming leader as one who has an 
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ability to lift followers and to achieve things that are never thought possible. The 

characteristics followers of transformational leaders by having positive attitudes towards 

their leader like the feel of trust, admiration, loyalty and respect and motivated to 

perform extra role behaviors (Bass, 1985; Katz & Kahn, 1978). 

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. Organizations cannot succeed without their 

personnel efforts and commitment. Employee job satisfaction is an attitude that people 

have about their jobs and the organizations where they perform these jobs. Mosadeghra 

(2003) define job satisfaction as an employee's affective reaction to a job, based on a 

comparison between actual outcomes and desired outcomes.  

In this research, the study is regarding the quantitative terms to gather the 

information and finding relationship towards a leadership style and job satisfaction. 

Therefore, the employees from government sectors would be the respondent in this 

research.  

 

1.1.1 Malaysian Scenario 

 

Leadership in Malaysia performs an interesting on attitudes towards woman 

managers. This situation happens because today, the society is undergoing rapid changes 

from its strong traditional religious and cultural norms to modern values about women. 

Malaysia has emerged as one of the four tigers of the South East Asia Region. As a 

result, industrial complexes have mushroomed. Economic liberalizations are causing 
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changes in social values in Malaysia. A brief historical, cultural, social, religious, and 

legal background of women in Malaysia follows.  

From a historical perspective, with the invention of the power loom in 1785, the 

cottage industry was slowly replaced with the factory system. As more and more men 

left homes to work in the factories to assume the productive roles, women became 

increasingly confined to domestic spheres and took care of the reproductive roles 

bearing children, looking after the home, husband, and children (Hong, 1983).  

The concept of GNP when applied to Malaysia and other developing countries 

where women were generally employed in unpaid housework or other informal activities 

with no monetary values attached ignored the economic contribution of women. 

Malaysia, a nation with multi-ethnic population, has distinct religious, social and 

cultural beliefs, values and norms about many issues including the role of women in 

society. Until 1960s, a commonly held belief was that women are ideally suited as 

housewives, and when educated, they should work as teachers, nurses or in similar 

“feminine” occupations.  

The Malaysian government since 1975 has taken steps to recognize women’s 

role and their contribution to the economic development of nation. For the first time a 

“Women in Development” chapter was included in the Sixth Malaysia Plan (1991-95). 

A “National Policy for Women” formulated in 1991 is also in the process of 

implementation. It is, however, interesting to note that the Government of Malaysia has 

not signed, ratified or acceded to the convention on the elimination of all forms of 

discrimination against women.  
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More women than men in corporate Malaysia believe that female and male 

managers think and lead differently and also they possess different leadership traits. 

However, neither group is aware the strengths of another. For example, when asked if 

women managers exhibit interactive leadership style, 62 percent of the female 

managers and only 40 percent of male managers agreed or strongly agreed on this 

issue. More men believe that interactive style of leadership is effective in dynamic 

environment but they are not aware that female managers possess this trait. On the 

other hand, women managers exhibit interactive style of leadership but they do not 

know that this style is effective in dynamic environment. Thus women’s potential 

contribution in providing effective leadership for environments is being wasted both by 

men and women. 

For the conclusions, in Malaysia, business organizations appear to provide equal 

opportunity for employment to women. However, women do not perceive equal 

opportunities for advancement after recruitment. Female managers perceive resistance 

from both men and women for their advancement. People are an organization’s most 

important and valuable asset. It is vital that the strengths of both male and female 

employees be optimized by creating an environment of equality and trust in the 

organization. Corporations need to realize that women represent a special talent pool, it 

is not only a matter of morality to treat women equal to men, and it also makes good 

business sense to use this talented resource effectively. It’s also may help organizations 

in developing corporate policies for treating women fairly and equitably. 
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1.2 Problem Statement 

Responsibility for the day to day management of organization is accomplished 

by following companies’ policies and procedures. This includes to assuring that are met 

by ensuring that the most objective are achieving. The goal of any manager job is to 

improve the performance of the company, working towards an increased market share 

by exploiting opportunities to maximize profitability, increase satisfaction and ensure 

continued business growth.  

Throughout this study, the importance of practicing leadership will be discussed. 

The study will explore the relationship between manager’s leadership style and job 

satisfaction of employees on government sector in Selangor. Job satisfaction can be 

defined as a pleasurable emotional state resulting from the appraisal of one’s and also a 

job reaction and attitude towards one job. Weiss (2002) has argued that job satisfaction 

is an attitude of cognitive evaluation which is affect (emotion), beliefs and behaviors.  

In this research, job satisfaction is divided into a few components such as 

mentoring, working condition and work assignment which may influence workers 

satisfaction. Siegel and Reinstein (2001) recognized that mentoring by supervisors is a 

valuable resource and may be an important antidote to stress. The nature of 

organizational development consulting requires organizational developers work well 

with team members. They must be able to study a specific aspect of an organization, and 

make different interpretations of the organization's problems so they can solve it. Norris 

and Niebuhr (1983) pointed out that, job satisfaction is a variable that are largely 

associated with the current work environment, which makes it a less stable variable such 

as organizational commitment which is formed over a longer of time (Mowday, Steers 
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& Porter, 1979). So, this research will identify and determine the relationship between 

transactional and transformational leadership with job satisfaction such as mentoring, 

working condition and work assignment. 

 

1.3 Research Objectives 

 

The objectives are: 

i. To identify and determine the relationship between transactional leadership such 

as contingent reward, active management by exception and passive management 

by exception with job satisfaction among employees. 

ii. To identify and determine the relationship between transformational leadership 

such as idealized influence, intellectual stimulation, individual consideration and 

inspirational motivation with job satisfaction among employees. 

 

1.4 Research Questions 

 

i. What is the relationship between transactional leadership styles and job 

satisfaction among employees in government sectors at Selangor? 

ii. What is the relationship between transformational leadership styles and job 

satisfaction among employees in government sector at Selangor?  
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1.5 Definition of Key Terms 

 

 Transactional leadership occurs when the relationship between leaders and 

followers is based on some sort of exchange or “transaction” such as exchanging money 

or praise for work or exchanging leader consideration behaviors for employee loyalty 

and commitment. In this research, transactional leadership is divide into three 

components that is contingent rewards, active management by exception and passive 

management by exception. In contingent rewards approach, leaders and employees both 

involve to management and administration because it’s related with behavior that is 

reciprocal in nature (Howell & Avolio, 1993). This approach is strengthening by 

reinforcement theory and has been centralize to leadership theory and practice for many 

years. According to Blanchard & Johnson (1985), transactional leadership can be 

defined as a simple process of existing strong expectations of outcome for meeting these 

expectations. Usually, most research has connected with contingent rewards to positive 

organizational outcomes (Howell & Avolio, 1993; Lowe, Kroeck & Sivasubramaniam, 

1996).  

  Transformational leadership involves the leader changing the values, beliefs, 

and attitude of followers. In other words, Bass (1990) described the transformational 

leader inspires workers by providing a vision of where the group is headed and 

developing a work culture that stimulates high performance activities. The followers of 

transformational leaders always feel believe, admiration, loyalty and respect their 

leaders and are motivated to perform a best performance in organizational (Bass, 1995; 

Katz & Kahn, 1978). The transformational leadership also can view as one of mutual 



8 

 

stimulation and is operationalized with four distinct characteristics. That is idealized 

influence, intellectual stimulation, individualized consideration, and inspirational 

motivation (Bass & Avolio, 1990). Idealized influence can be defined as the way of 

communicating and modeling important values to share a purpose (Bass & Avolio, 

1997). Bass (1985) described individualized consideration as leaders that are responsible 

in the role of employee mentors. Hater and Bass (1988) described inspirational 

motivation when a leader involves in communicating a future achievement in 

organization that can be shared with others. Intellectual stimulation also can be defined 

when leaders encouraging their employees to approach old and try to solve a familiar 

problem in new ways (Bass, 1985; Deluga, 1988).  

 

1.6 Significance of Study 

 

The government employed will get a lot of benefit from this research. From this 

research, leaders or government employed could improve the performance on their job. 

Besides that, the organizational can also identify which of the leadership style that can 

bring influence on their worker satisfaction. This is important to ensure the leader and 

also workers will continuously provide a good performance that meets and exceeds the 

job satisfaction in organization. By doing so, it will portray a good culture and 

performance of government sectors.  

A good performance of leadership style is a reflection of government sectors to 

achieve a job satisfaction among their workers. This shows the importance in creative 
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management of leadership style inside an organization because it is needed to assure the 

workers is satisfied with their leader’s performance.  

Moreover, this study will contribute to the existing knowledge about leadership 

style of having a job satisfaction in organization. Hopefully, this study can contribute to 

the understanding among managers for enhancing employee’s job satisfaction.  

 

1.7 Scope of the Study 

 

 This study will be conducted at government sectors in Selangor Darul Ehsan. 

The scope of the study will be government employee by different ministry in Selangor. 

A questionnaire was developed specifically for this study. 

 

1.8 Organization of Chapter. 

 

Chapter one would explains about the research background that is problem 

statement, research objectives, research questions, definition of key terms, significance 

of the study, scope of study and organization of chapters. 

Chapter two is about literature review of research which will be explained 

further about leadership style and their elements. This chapter also will explain the 

theoretical framework of study such as gap in the literature, justification of the 

theoretical framework and description of variables. 
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Chapter three represents the methodology in this research. It involves research 

site, research design, sample and procedure, research questionnaire, measures, pilot 

study and statistical analyses that will be using in this study. 

Chapter four is about the results or findings from this research. It will explain 

about the goodness of measures, restatement of research hypotheses, intercorrelations 

among study variables, hypothesis testing, and findings of hypotheses testing. The 

results can be seen clearly from the interpretation in the findings thus it can summarize 

the hypotheses.  

Chapter five is about discussion and conclusion for the overall research. It 

involves the backdrop and discussion of hypothesis testing in the research. 

The last chapter will indicates the conclusion of overall research, 

recommendation, recommendation for future research and limitations of the study. 

 

 

 

 

 

 

 

 

 

 

 


