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Abstract  
The main purpose of this study is examining the relationship of sale manager’s 
leadership styles and employee’s job satisfaction at Daroupakhsh Company. The 
population of the study includes sale manager and employees. The sample size of 
this research was set at 318 persons, selected from 18 branches of Daroupakhsh 
Company. We selected respondents according to simple random sampling. Data 
collection was done by two research made questionnaires. All the reliability and 
validity of measures has examined. In order to analyze the data resulted from 
collected questionnaires deductive and descriptive statistical methods are used, and 
to display some statistical data we used column diagram and in deductive level to test 
the hypothesis of the research we used correlation coefficients. The analysis has 
performed with SPSS. The result of this study showed that the most effective style 
was Democratic and consultative and Autocratic- charity leadership style. And 
Autocratic-colonial leadership style has not relationship with job satisfaction. 
Keywords: Democratic, consultative, Autocratic- charity, Autocratic-colonial leadership 
style, job satisfaction. 

INTRODUCTION  
Krietner (1986:461) defines leadership as "a social influence process in which the leader seeks 
the voluntary participation of subordinates in an effort to reach organizational objectives." It is 
the ability to inspire others to willingly perform their institutional duties. Leaders always show 
where we want to go and the way forward (Bowring-Car & West-Burnhan 1994:121). In this 
study, leadership means inspiring others to perform organizational duties freely and willingly to 
achieve the objectives and the goals. 

They are distinctive manners and ways in which authority works with associates to perform 
institutional duties (French &Saward 1984). A good style of leading is knowing the destination 
and persuading others to join and get there by being "out front leading, rather than staying behind 
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pushing." In this research, leadership styles mean ways of guiding others to achieve 
organizational objectives and goals. 

Kohli (1989) suggested that relevant variables on the topic of leadership can be organized in 
three categories, namely: (1) salesperson’s characteristics and role perceptions (Behrman et al, 
1981), (2) job task characteristics (Butler et al, 1991), and (3) supervisory behaviors (Kohli 1985, 
1989). This dissertation is concerned with the third category. It examines whether and to what 
extent sales managers can take action to improve the trust, commitment, cooperation, 
satisfaction, and work effort of salespersons. More specifically, it considers the effectiveness of 
different leadership styles (behaviors), i.e., transactional and transformational, applied by sales 
managers to affect such outcomes. An analysis of both leadership styles is important since the 
former is often alleged to yielded effects on salesperson attitudes and behaviors, while the latter 
has been alleged to augment the same (Bass and Avolio 1993).  

While both styles of leadership can be differentiated, the ultimate purpose of this research 
context is to illustrate that they can be complementary. Hence, this dissertation aims to show that 
leaders may actually employ both styles. Still, however, it shall be asserted that augmentation of 
the relationship, or alternatively the mitigation of threats to the relationship should be of ultimate 
importance to sales managers. Alluding to this thought, Bass and Avolio (1993) asserted: 

A key concept of this model of leadership involves… the “augmentation effect.” The 
augmentation effect predicts that by measuring transformational leadership styles, 
we can achieve a higher level of precision in predicting extra levels of effort and 
other relevant criteria, than if we simply rely on previous model of transactional 
leadership. In the same vein, transformational leadership theory can be viewed as 
building on earlier theories of leadership in a constructive and integrative manner 
to explain more fully the range of behavior and outcomes impacted by various 
styles of leadership (p53). 

Parts of the preceding chapter outlined the key characteristics of both transactional and 
transformational leadership. They can be distinguished in a summary fashion that fittingly 
orients one to appreciate their places in the relationship management context of sales manager 
and salesperson dyads. The major points of distinction between the leadership styles are rooted 
in how they affect the compliance, or “fellowship,” of subordinates. Transactional leadership is 
marked by an order of give and take between leaders and followers. Leaders enacting such 
behavior may issue explicit responses to followers’ behaviors in the form of rewards or 
punishments as well as positive or negative feedback. In line with classical conditioning theory, 
the repetition of these leader responses can induce the instrumental compliance of followers 
(Kelman 1958).  
Transformational leadership involves some mutual acceptance of agenda Bryman (1992):  

Transforming leadership entails both leaders and followers raising each other’s 
motivation and sense in purpose. This higher purpose is one in which the aims and 
aspirations of leaders and followers congeal into one…. Both leaders and followers 
are changed in pursuit of goals, which express aspirations in which they can identify 
themselves (Bryman, 1992, p95).  

This view of transformational leadership is in accord with Kelman’s (1958) view that followers 
can be conditionally influenced through identification and/or internalization. 
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Lewin and colleagues (Lewin, 1948; Lewin, Lippitt, & White, 1939) described three types of 
groups according to their leadership styles, social climates, and interpersonal dynamics. 

Lewin and colleagues studied experimentally created groups that differed according to these 
three types of styles: autocratic, democratic, and laissez-faire.  

Autocratic -In the autocratic style, the leader takes decisions without consulting with others. The 
decision is made without any form of consultation. In Lewin's experiments, he found that this 
caused the most level of discontent. 
An autocratic style works when there is no need for input on the decision, where the decision 
would not change as a result of input, and where the motivation of people to carry out 
subsequent actions would not be affected whether they were or were not involved in the 
decision-making. In other words, authoritarian, built upon obedience, in which interactions 
provide order without freedom (Ferguson, 2004, p. 3) 

Democratic -In the democratic style, the leader involves the people in the decision-making, 
although the process for the final decision may vary from the leader having the final say to them 
facilitating consensus in the group. 
The democratic leadership style, which is also participative by nature, is popular among the 
leaders because it is people-centred. If there is a decision to make, all matters are discussed by 
the entire group. Then the leader gives the members an opportunity to make their input 
especially if issues affect their work. The leader only facilitates input. He uses the decisions of 
the members to enrich his own. The participative leader establishes trust; hence, close 
supervision of the staff is not necessary (Grossman & Ross 1991:85 and Allais 1995:290). 
Democratic decision-making is usually appreciated by the people, especially if they have been 
used to autocratic decisions with which they disagreed. It can be problematic when there are a 
wide range of opinions and there is no clear way of reaching an equitable final decision. 

Delegative (Laissez-Faire) -The laissez-faire style is to minimize the leader's involvement in 
decision-making, and hence allowing people to make their own decisions, although they may 
still be responsible for the outcome. 
Laissez-faire works best when people are capable and motivated in making their own decisions, 
and where there is no requirement for a central coordination, for example in sharing resources 
across a range of different people and groups. In sum, laissez-faire processes, built on neglect 
and/or indulgence, in which interactions provide freedom without order. (Ferguson,2004, p. 3) 
The impact of Lewin et al (1939) work was far reaching and for many years influenced research 
on leadership in adult groups (e.g., Peterson, 1997). As stated by Peterson (1997, p.1107), in 
contemporary times, one needs to understand “how decisions are affected by group interactions 
in general and, more specifically, how group dynamics influence such critical decisions.” He and 
many other researchers (e.g.,Driskell& Salas, 2005; Hogan & Kaiser, 2005) focused on how 
leaders’ behaviors affect adult groups. These studies show that the leader’s style has significant 
effects on group morale and group performance in adult groups. However, the Adlerian-based 
approach of Dreikurs and his colleagues (Dreikurs Cassel, & Ferguson, 2004) is unique in 
emphasizing how parents’ and teachers’ leadership styles affect the personality development and 
interpersonal patterns of children and youths. 
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Job satisfaction may be compared to another source of life satisfaction-marriage. When people 
lack marriage satisfaction or experience dissatisfaction in their union, they often get a divorce. It 
is similar with the relationship between employee and employer. “Take this job and shove it!” is 
not only a recorded blue-collar anthem by Johnny Paycheck during the 1980s, but also an 
illustration of the sentiments and actions of many people who are dissatisfied with their jobs 
overall or with certain aspects of their jobs. 

To grasp the meaning of a construct like job satisfaction, it seems logical to look at how it is 
defined in the literature. The search for a universal definition of job satisfaction is not difficult 
one; it is an impossible one. Even though many researchers define job satisfaction, the 
definitions vary. The three definitions most commonly referred to among researchers are 
Hoppock’s, Locke’s, and Vroom’s. In the thirties, Hoppock’s (1935) response to the question 
what is job satisfaction?’ was: “…any combination of psychological, physiological, and 
environmental circumstances that causes a person truthfully to say, ‘I am satisfied with my job’” 
(p. 47). Locke’s (1976) answer to the same question in the seventies was: “…a pleasurable or 
positive emotional state resulting from the appraisal of one’s job or job experiences” (p. 1300). 
Vroom (1964), who used the terms “job satisfaction” and “job attitudes” interchangeably, 
defined job satisfaction as “...affective orientations on the part of individuals toward work roles 
which they are presently occupying” (p. 99). Even though the definitions vary, a commonality 
among them seems to be that job satisfaction is a job-related emotional reaction. 
Spector (1997) presented three reasons to clarify the importance of job satisfaction. First, 
organizations can be directed by humanitarian values. Based on these values they will attempt to 
treat their employees honorably and with respect. Job satisfaction assessment can then serve as 
an indicator of the extent to which employees are dealt with effectively. High levels of job 
satisfaction could also be a sign of emotional wellness or mental fitness. Second, organizations 
can take on a utilitarian position in which employees’ behavior would be expected to influence 
organizational operations according to the employees’ degree of job satisfaction/dissatisfaction. 

Job satisfaction can be expressed through positive behaviors and job dissatisfaction through 
negative behaviors. Third, job satisfaction can be an indicator of organizational operations. 

Three theoretical frameworks of job satisfaction can be identified in the literature. Framework 
one is based on content theories of job satisfaction. Framework two is grounded in process 
theories of job satisfaction. Framework three is rooted in situational models of job satisfaction 
(Thompson & McNamara, 1997). 

1- Content Theories 
Content theorists assume that fulfillment of needs and attainment of values can lead to job 
satisfaction (Locke, 1976). Maslow’s (1954) need hierarchy theory and Herzberg’s motivator-
hygiene theory (Herzberg, 1966) is examples of content theories. 

Maslow needs hierarchy theory. According to Maslow’s (1954) view of individual needs, job 
satisfaction is said to exist when an individual’s needs are met by the job and its environment. 
The hierarchy of needs focuses on five categories of needs arranged in ascending order of 
importance. Physiological, safety, belongingness and love are the lower-level needs in the 
hierarchy. The higher-level needs are esteem and self-actualization. When one need is satisfied, 
another higher-level need emerges and motivates the person to do something to satisfy it. A 
satisfied need is no longer a motivator. 
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Whaba and Bridwell (1976) did an extensive review of the research findings on the need 
hierarchy concept. The results of their review indicate that there was no clear evidence showing 
that human needs are classified into five categories, or that these categories are structured in a 
special hierarchy. Even though hardly any research evidence was discovered in support of the 
theory, it enjoys wide acceptance. 
Herzberg’s Motivator-Hygiene Theory. The study of job satisfaction became more sophisticated 
with the introduction of Herzberg’s motivator-hygiene theory (Herzberg, 1966; Herzberg, 
Mausner, &Snyderman, 1959). This theory focuses attention upon the work itself as a principal 
source of job satisfaction. To Herzberg the concept of job satisfaction has two dimensions, 
namely intrinsic and extrinsic factors. Intrinsic factors are also known as motivators or satisfiers, 
and extrinsic factors as hygiene, dissatisfies, or maintenance factors. The motivators relate to job 
content (work itself) and include achievement, recognition, work itself, responsibility and 
advancement. The hygiene relates to job context (work environment) and involve, for example, 
company policy and administration, supervision, salary, interpersonal relations, and working 
conditions. Motivators are related to job satisfaction when present but not to dissatisfaction when 
absent. Hygiene are associated with job dissatisfaction when absent but not with satisfaction 
when present. 
Before the emergence of the motivator-hygiene theory, only single scales had been used to 
measure job satisfaction. Scores on the high end of the scale reflected high levels of job 
satisfaction, whereas scores on the low end represented high dissatisfaction. Research based on 
the motivator-hygiene theory should apply different scales for job satisfaction and dissatisfaction 
because the opposite of job satisfaction is no job satisfaction and the opposite of job 
dissatisfaction is no job dissatisfaction (Iiacqua et al, 1995). 
Assessing the motivator-hygiene theory, Locke, Fitzpatrick, and White (1983) pointed out that 
Herzberg’s theory is method dependent. Herzberg used what is known as the critical incident 
technique in the development of his theory. This type of research approach has been the only one 
consistently leading to results confirming the theory. The results of other applied methods have 
indicated that hygiene indeed can be associated with job satisfaction and motivators with job 
dissatisfaction. 

2- Process Theories 
Process theorists assume that job satisfaction can be explained by investigating the interaction of 
variables such as expectancies, values, and needs (Gruneberg, 1979). Vroom’s expectancy theory 
(1982) and Adams’ equity theory (1963) is representative of the second framework. 
Vroom’s Expectancy Theory; Vroom’s (1982) expectancy theory suggests that people not only 
are driven by needs but also make choices about what they will or will not do. The theory reposts 
that individuals make work-related decisions on the basis of their perceived abilities to perform 
tasks and receive rewards. Vroom established an equation with three variables to explain this 
decision process. The three variables are expectancy, instrumentality, and valence. 

Expectancy is the degree of confidence a person has in his or her ability to perform a task 
successfully. Instrumentality is the degree of confidence a person has that if the task is performed 
successfully, he or she will be rewarded appropriately. Valence is the value a person places on 
expected rewards. 
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Expectancy, instrumentality, and valence are given probability values. Because the model is 
multiplicative, all three variables must have high positive values to imply motivated performance 
choices. If any of the variables approaches zero, the probability of motivated performance also 
approaches zero. When all three values are high, motivation to perform is also high. Vroom’s 
(1982) expectancy theory suggests that both situational and personality variables produce job 
satisfaction. 

Adams’ Equity Theory; the primary research on equity theory was done by Adams (1963). 
Equity theory proposes that workers compare their own outcome/input ratio (the ratio of the 
outcomes they receive from their jobs and from the organization to the inputs they contribute) to 
the outcome/input ratio of another person. Adams called this other person “referent.” The 
referent is simply another worker or group of workers perceived to be similar to one. Unequal 
ratios create job dissatisfaction and motivate the worker to restore equity. 

When ratios are equal, workers experience job satisfaction and are motivated to maintain their 
current ratio of outcomes and inputs or raise their inputs if they want their outcomes to increase. 

Outcomes include pay, fringe benefits, status, opportunities for advancement, job security, and 
anything else that workers desire and receive from an organization. Inputs include special skills, 
training, education, work experience, effort on the job, time, and anything else that workers 
perceive that they contribute to an organization. 

3- Situational Models 
Situational theorists assume that the interaction of variables such as task characteristics, 
organizational characteristics, and individual characteristics influences job satisfaction (Hoy 
&Miskel, 1996). Examples of models are the situational occurrences theory of job satisfaction 
(Quarstein, McAfee, & Glassman, 1992) and Glisson and Durick’s (1988) predictors of job 
satisfaction. 

Situational Occurrences Theory; The situational occurrences theory of job satisfaction was 
proposed by Quarstein, McAfee, and Glassman (1992). The two main components of the theory 
are situational characteristics and situational occurrences. Examples of situational characteristics 
are pay, promotional opportunities, working conditions, company policies, and supervision. 
Individuals tend to evaluate situational characteristics before they accept a job. 
Situational occurrences tend to be evaluated after accepting a job. Situational occurrences can be 
positive or negative. Positive occurrences include, for example, giving employees some time off 
because of exceptional work or placing a microwave in the work place. Negative occurrences 
include, for example, confusing email messages, rude remarks from coworkers, and copiers 
which seem to break down a great deal. Quartstein et al. (1992) hypothesized that overall job 
satisfaction is a function of a combination of situational characteristics and situational 
occurrences. The findings of their study supported the hypothesis. According to the researchers, 
a combination of situational characteristics and situational occurrences can be a stronger 
predictor of overall job satisfaction than each factor by itself. 

Predictors of Job Satisfaction;Glisson and Durick (1988) examined simultaneously the ability of 
multiple variables from three categories (worker, job, and organizationalcharacteristics) to 
predict both job satisfaction and organizational commitment. They proposed that job tasks would 
be excellent predictors of job satisfaction, characteristics of workers poor predictors, and 
characteristics of the organization moderate predictors. Their findings supported the traditional 
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emphasis on job characteristics as determinants of job satisfaction, and to a lesser extent, the 
more recent examinations of organizational determinants. 

Assessment of job satisfaction might identify various levels of satisfaction among organizational 
departments and, therefore, be helpful in pinning down areas in need of improvement. Spector 
(1997) believed that each one of the reasons is validation enough of the significance of job 
satisfaction and that the combination of the reasons provides an understanding of the focus on 
job satisfaction. 
So, the aims of this study are examine the relationship of sale manager’s leadership styles and 
employee’s job satisfaction at Daroupakhsh Company. 

METHOD  
This study is a correlation. The population of the study includes sale manager and employees of 
Daroupakhsh Company. The sample size of this research was set at 318 persons, selected from 
18branches of Daroupakhsh Company. We selected respondents according to simple random 
sampling. Data collection was done by two research made questionnaires. All the reliability and 
validity of measures has examined. Questionnaires reliability was estimated by calculating 
Cronbach’s Alpha via SPSS software that is shown in the table 1. 

Table1. Results of questionnaires reliability from SPSS software 

Variables Cronbach's Alpha 

leadership styles 0.894 

job satisfaction 0.82 

In order to analyze the data resulted from collected questionnaires deductive and descriptive 
statistical methods are used, and to display some statistical data we used column diagram and in 
deductive level to test the hypothesis of the research we used correlation coefficients. The 
analysis has performed with SPSS. 

RESULTS AND CONCLUSION  
H1. There is a significant relationship between sale manager’s Autocratic-colonial leadership 
style and employee’s job satisfaction. 
Table 2. The results of a correlation coefficientbetween Autocratic-colonialand employees’ job 
satisfaction 

Pearson’sCorrelations  

Autocratic-
colonialand 

employees’ job 
satisfaction 

Correlation 
Coefficient 

.254 

Sig. (2-tailed) .341 

N 318 

According toTable 2, p-value is 0.341. So, the correlation coefficientbetweenAutocratic-colonial 
leadership style and job satisfaction inthep ≤0.05 has beennot significant. We reject H1 and 
accepted H0.We can say that there is not a correlation coefficientbetween Autocratic-colonial 
leadership style and job satisfaction.  
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H2. There is a significant relationship between sale manager’s Autocratic-charity leadership 
style and employee’s job satisfaction. 
Table 3. The results of a correlation coefficientbetween Autocratic- charity and employees’ job 
satisfaction 

Pearson’sCorrelations  

Autocratic- 
charity and 

employees’ job 
satisfaction 

Correlation 
Coefficient 

.49 

Sig. (2-tailed) .042 

N 318 

According toTable 3, p-value is 0.042. So, the correlation coefficientbetweenAutocratic- charity 
leadership style and job satisfaction inthep ≤0.05 has beensignificant. We reject H0 and accepted 
H1. We can say that there is a correlation coefficientbetween Autocratic- charity leadership style 
and job satisfaction.  
 
H3. There is a significant relationship between sale manager’s democratic leadership style and 
employee’s job satisfaction. 
Table 4. The results of a correlation coefficientbetween democratic leadership styleand 
employees’ job satisfaction 

Pearson’sCorrelations  

democratic 
leadership 
styleand 

employees’ job 
satisfaction 

Correlation 
Coefficient 

.594 

Sig. (2-tailed) .035 

N 318 

According toTable 4, p-value is 0.035. So, the correlation coefficientbetweendemocratic 
leadership style and job satisfaction inthep ≤0.05 has beensignificant. We reject H0 and accepted 
H1. We can say that there is a correlation coefficientbetween democratic leadership style and job 
satisfaction.  
 
H4. There is a significant relationship between sale manager’s consultative leadership style and 
employee’s job satisfaction. 
Table 5. The results of a correlation coefficientbetween consultative leadership styleand 
employees’ job satisfaction 

Pearson’sCorrelations  

consultative 
leadership 
styleand 

employees’ job 
satisfaction 

Correlation 
Coefficient 

.418 

Sig. (2-tailed) .049 

N 318 
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According toTable 5, p-value is 0.049. So, the correlation coefficientbetweenconsultative 
leadership style and job satisfaction inthep ≤0.05 has beensignificant. We reject H0 and accepted 
H1. We can say that there is a correlation coefficientbetween consultative leadership style and 
job satisfaction.  

The result of this study showed that the most effective style was Democratic and consultative 
and Autocratic- charity leadership style. And Autocratic-colonial leadership style has not 
relationship with job satisfaction.  
The finding shows that: 

 There is a significant relationship between sale manager’s Autocratic-colonial leadership 
style and employee’s job satisfaction 

 There is a significant relationship between sale manager’s Autocratic- charity leadership 
style and employee’s job satisfaction. 

 There is a significant relationship between sale manager’s democratic leadership style 
and employee’s job satisfaction. 

 There is a significant relationship between sale manager’s consultative leadership style 
and employee’s job satisfaction. 
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