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ABSTRACT 
 
The study has examined the relationship between principals’ leadership styles and job satisfaction of teachers 
based on Fred E. Fiedler’s contingency theory (relationship-oriented / task-oriented). The research method 
from the viewpoint of quiddity is descriptive and correlation type as well. The study population included all 
elementary school principals and teachers while representative sample have been selected using simple 
random sampling (51 principals, 197 teachers). The research instrument consists of a 16-item questionnaire 
of Fiedler opposite attributes (LPC) and Job Descriptive Index (JDI) a 39-item questionnaire of job 
satisfaction. Validity of the current research instrument has been calculated by Cronbach's alpha and the 
result of the measurement for LPC was 0.77 (relationship-oriented) and 0.8 (task-oriented) and also for JDI 
was 0.82. The collected data were analyzed via Pearson correlation coefficient and a two-group independent 
correlation t-test. The following results were obtained: There is a direct relationship between principals' 
leadership style and the teachers’ job satisfaction. The teachers, whose principals have relationship-oriented 
leadership style, have more job satisfaction rather than teachers with principals with a task -oriented 
leadership style. Job satisfaction of female teachers was more than male teachers. Male managers are more 
relationship-oriented than female ones and Job satisfaction of experienced and veteran teachers is less than 
low-experienced teachers. 
Keywords: Relationship-oriented leadership style, task-oriented leadership style, Job Satisfaction 

 
1- INTRODUCTION 

 
Leadership as a process means using influence without applying power leads and coordinates the 

activities of a group to fulfill its purposes. It also, as an attribute means collection of the attributes. Hence, the 
leader is who apply such an influence. From an organizational point of view, leadership is vital because it has a 
powerful influence on the behavior of individuals. In addition, it leads the group’s endeavors forward to their 
objectives [1]. 

Leadership as one of the important tasks of management is the science and art of influence on the 
people to achieve goals. The style of individual leadership is based on the person’s own behavioral pattern when 
he/she influence on the others activities to treat and interpret it [2].  

One of the major elements of management is leadership; it is crucial in the organization dynamism. 
Leadership is the most prominent subject in the organizational behavior and human relationship field [3]. 

Leadership is influence, the art or process of influencing people so that they aim to provide the group 
with enthusiasm to practice [4]. 

Style or method of leadership is a way that makes use of the leader's influence to fulfill its purposes. 
Many experts believe that, style of managements is affected by the way he and his staff do their role [5].  

On the other hand, Leadership Shows how to interact with the others and a sense of leadership is 
headed by employees. School principals are often the most effective means of behavior when they are strong 
enough in both dimensions (relationship-oriented) and manufacturing organization (task-oriented) [6]. 

Weak managers in both dimensions are not effective indeed. They have lack of leadership and their 
work atmosphere is full of public sedition.  

Leadership as the ability to influence others to achieve organizational objectives is discussed. In this 
regard, two main styles, (task-orientation), the (relationship- orientation) and attitude to mutual relationship 
between people will help the manager.  

Fiedler suggests that leadership styles in terms of performance (relation/ duty-oriented) must be 
adapted to the requirements of the position. In his opinion, influencing is the key element of leadership. The 
main point is that, effective leadership depends on the right person at the right time and the right place to be [7]. 

Since that job satisfaction is the most important concept in the study of organizational behavior; hence, 
the managers have to apply leadership and management practices. So that employees have more job 
satisfaction. That is why the advanced countries have considered programs and special facilities to create job 
satisfaction [8]. 
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Purpose of job satisfaction is the general attitude people have about it. Thus, a person who has a 
positive attitude towards his job has job satisfaction as well. And conversely someone who has a negative 
attitude towards his job has no job satisfaction [9]. 

Lussier [10] believes that, job satisfaction is a sense of meet the needs and desires and individual 
judging about what is happening in the job, would affect his job satisfaction. 

Robbins [11] identifies job satisfaction the difference between what a person gets rewarded with a 
reward value that thinks he should get. Job satisfaction is such a one's sense of satisfaction with his job and the 
organizations that work with. It is related to adequate job: motivations, the success rate in job, providing logical 
needs, talents, and job promotion, successful experiences and organizational atmosphere [12]. Job satisfaction is 
the extent of overall and positive feelings and attitudes of the person with relation to the job and employment 
conditions that contributes to successful employment [13]. Job satisfaction is an attitude a person has about his 
job, and this attitude is due to the perception of the job [14].  

Therese [15] found that job satisfaction in a total of 22 key factors is: Thanksgiving, balance, 
challenge, discussion, orientation, coordination, personal growth, flexibility, innovation, equality, sense of 
ownership, support, organizational credibility, purpose, self-identity, respect, communication, informality, 
integrity , services, value and relevance [15]. 

Homan [16] in a study titled "preparation and standardization job satisfaction scale" enumerated the 
following factors as major factors in job satisfaction: 1- Academic & moral qualifications, superiors experience, 
2- Deserve, skill and decisiveness in heads decision-making, 3 - Relationship with other, 4- Desirable work 
conditions, 5- Salary and allowance congruence, 6- Pay attention to staff training 

Hoppock [17] believes that, job satisfaction is a complex and multi-dimensional concept and it is 
related to psychological, physical and social factors. The specific combination of different factors except one 
causes employer’s job satisfaction feeling in the specific moment and makes the employee enjoy with his job.  

Eric's findings [18] considered the following as the effective factors in job satisfaction: 
1- Wage, 2- Job,  3- Promotion,  4 - Leadership and Supervision, 5 - relationships with colleagues, 6 - 

Job security, 7- Participation in Decision making, 8- Organizational Structure, 9- Specifying role, 10- Job 
physical conditions, 11- Culture and Organizational atmosphere, 12- 13 personality factors - performance 
appraisal, 14- personal characteristics, 15- meaning-therapy at work, 16- Thanksgiving or appreciation, 17- 
Balance, 18- Challenge, 19- Discussion, 20- Orientation, 21- congruence, 22- Professional Development, 23- 
Flexibility, 24- Innovation, 25- Equity, 26- Ownership,  27- Support,  28- Organizational dignity and credibility,  
29- purpose, 30- Self-identity, 31-Respect ,32- Informality 33- informality, 34- Integration 35- Services 36- 
value,  37- relevance. 

Regarding the relationship between leadership styles and job satisfaction, several studies have been 
carried out; some of them are as follows: Taylor and White [19], Locke [20], Chen [21], Smith et al. [22], 
Loden [23], who in their separate research evidence relating directly between leadership style and employees' 
job satisfaction. Considering the importance of managers' leadership style and its application in the process of 
management and organization and its impact on Job satisfaction paved the route of research on the topic titled 
“consideration of relationship between managers’ leadership styles (relationship-oriented and task-oriented) 
with the teachers’ Job satisfaction in Kahrizak area”. 
 

2- MATERIAL AND METHOD 
 

Research method equipped with applied objective and from the viewpoint of quiddity is descriptive and 
correlation type as well. The research statistical population consists of all of the primary school principals and 
teachers who have been selected using simple random sampling (51 principals, 197 teachers) in order to select a 
representative sample. The research instrument consists of a 16-item questionnaire of Fiedler –an 8 rating scale 
of 1-8 degree of opposite attributes (LPC) and Wysocki and Kromm (JDI) a 39-item questionnaire of job 
satisfaction including 5 item and 39 options (work, supervisor, colleague, promotion and payment). Validity of 
both questionnaires has been obtained through face and content validity and it has been calculated by 
Cronbach's alpha and the result of the measurement for LPC was 0.77 (relationship-oriented) and 0.8 (task-
oriented) and also for JDI was 0.82. The collected data were analyzed via Pearson correlation coefficient and a 
two-group independent and correlation t-test.  
For data analysis, descriptive and inferential statistical methods have been utilized. Descriptive statistics of the 
characteristics of the data such as frequency distribution table, calculate percentages, measures of central 
tendency and dispersion of the mean and standard deviation, skewness and kurtosis and draw histograms have 
been used. And inferential statistics such as Pearson correlation and t-test statistics were used for both 
independent and group. 
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3- RESULTS 
 
A) Descriptive analysis of the data  
As Table 1 shows the job satisfaction mean equals 155.55 and the standard deviation is 6.22. 
 

Table 1. Descriptive indicators of job satisfaction of teachers in the sample group 

Variables Number Minimum maximum Average Standard 
deviation Skewness Kurtosis 

Career 197 30.00 50.00 45.00 50.79 -1.83 2.99 
Supervisor 197 0.00 40.00 29.75 11.18 -1.26 1.06 
Colleague 197 31.00 50.00 44.15 5.74 -0.72 -0.33 
Promotion 197 0.00 25.00 16.20 5.89 -1.24 1.85 
Payment 197 11.00 30.00 16.65 5.00 0.24 -0.12 
Job Satisfaction 197 99.00 195.00 155.55 22.60 -0.42 0.66 

 
Table 2. Principals sample distribution in terms of leadership style 

Status Frequency Percent 
Relationship-Oriented 166 83.84 
Task-Oriented 31 1.8315.74 
Total 197 100 

 
Table 2 indicates most of the sample teachers know their principals leadership style as relationship-

oriented (83.84 percent) and the others (15.74 percent) know their principals leadership style as task-oriented. 
B) The data inferential analysis  

Hypothesis 1: there is a direct relationship between leadership styles of principals (relationship oriented - task 
oriented) and teachers’ job satisfaction. 

The correlation matrix in Table 3 shows that there are correlation between relationship oriented 
leadership and promotion (0.392) and payment (0.314) and there are correlation between task-oriented 
leadership style and work (0.460) and supervisor (0.381) and partners (0.357) which are significant at the 99% 
level. So, the null hypothesis is rejected and the study hypothesis is accepted so it is concluded that there is a 
direct relationship between managers' leadership style and teachers' job satisfaction. 
Hypothesis 2: Teachers whose principal's leadership is relationship-oriented are much more satisfied in job than 
teachers whose principal's leadership style is task-oriented. 

 
Table 3. Pearson correlation matrix between Leadership Style and Job Satisfaction 

Variable (1) (2) (3) (4) (5) (6) (7) (8) 
Work (1) 1        
Supervisor (2) 0.374* 1       
Colleague  (3) 0.418* 0.473* 1      
Promotion (4) 0.484* 0.322* 0.396* 1     
Payment (5) 0.469* 0.376* 0.409* 0.457* 1    
Job Satisfaction (6) 0.796* 0.659* 0.749* 0.719* 0.716* 1   

Relationship-Oriented (7) 0.292 0.235 0.284 0.392* 0.314* 0.202 1  

Task-Oriented (8) 0.460* 0.381* 0.357* 0.250 0.243 0.317*  -0.89* 1 
P <0.01 
 

Table 4. Test of the mean difference between teachers' job satisfaction, in terms of managers' leadership style 
(t-dependent) 

Variable Sex Mean Degrees of 
freedom T value Significance level 

Job Satisfaction 
Relationship-
oriented 124.78 

197 3.165 0.004 
Task-oriented 148.43 

 
Since, the calculated t (3.165) is more than the critical t in the table with 197 degrees of freedom, the null 

hypothesis that there is no difference in teachers' job satisfaction and their principals task-oriented or 
relationship-oriented leadership style will be rejected. This shows that, there is meaningful difference between 
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the job satisfaction means of teachers whose principals have task-oriented or relationship-oriented leadership 
styles. And this difference is significant at 99% level. Thus, it can be concluded that job satisfaction of teachers 
with relationship-oriented principals have more than whose principals are task-oriented. 
Hypothesis 3: Job satisfaction of female teachers is more than male teachers'. 
   

Table 5. Test of mean difference between teachers' job satisfaction, in terms of Principals leadership style (t-
independent) 

Variable Sex Mean Degrees of 
freedom T value Significance level 

Job Satisfaction 
Female Teachers  164.78 

196 3.02 0.007 
Man Teachers  143.43 

 
 According to the table above, obtained t value (3.02) is greater than t value of the table at 196 degrees 

of freedom. So we can say there are differences between men and women in job satisfaction. Following null 
hypothesis is rejected. Therefore, we conclude that job satisfaction of female teachers is more than male 
teachers'. 
Hypothesis 4: male principals are more relationship-oriented than female ones. 
 
Table 6. Test of Relationship-oriented leadership style mean difference between male and female principals (t-

independent) 
Variable Sex Mean Degrees of 

freedom T value Significance level 

Job Satisfaction 
Female Teachers  0.56 

197 6.43 0.0001 
Man Teachers  1.67 

 
The above table shows that the relationship-oriented leadership style's mean difference is significant 

between male and female principals with 6.43 t value at the 99% level. In other words, according to the means, 
it can be said that male principals have a relationship-oriented leadership style. So the null hypothesis is 
rejected. 
Hypothesis 5: Job satisfaction of more experienced teachers is more than lower experienced teachers'. 
 

Table 7. Pearson correlation matrix between work experience and job satisfaction of teachers 
Variable (1) (2) 
Experience (1) 1  
Job Satisfaction (2) -0.37* 1 

* P <0.01 
 

High correlation matrix shows that there is inverse relationship between the experience of teachers and 
job satisfaction (r=0.37) which is significant at the 99% level. So, it can be said with 99% confidence that 
increase in the job experience of teachers is associated with their job satisfaction increase. 
 

4- DISCUSSION AND CONCLUSION 
 

Test results show that when principals' leadership style (relationship-oriented and task-oriented) was 
considered as the dependent variable in the model, the null hypothesis of dependent variable (relationship 
oriented - task oriented) and interactive effect of the combination of independent dual variables cannot be 
rejected. And its impact on job satisfaction cannot be ignored. 

First result: there is a direct relationship between principals ' leadership style (relationship oriented - 
task oriented) and job satisfaction. So, it showed that correlation is significant in the level 99%, between the 
relationships oriented leadership style and upgrades (0.392) and between the relationships oriented leadership 
style and payment (0.314) and task-oriented leadership style and job (0.460). Therefore, the null hypothesis is 
rejected and the study hypothesis is accepted, and P<0.01conclude the principal Leadership styles and teachers 
job satisfaction are related. The correlation is positive, so as the type of leadership style becomes more 
relationship based, job satisfaction of teacher increases, and vice versa. The result of the research was 
disagreement with findings of Taylor and White [19], Kazemi [24], Wiles and Bandi [24], Nikzad [26], and 
Niknami [27]. 

Second result: teachers with relationship oriented leadership style principals have greater job 
satisfaction than whose principals have task oriented leadership style. The calculated t = 3.165 at 197 degrees of 
freedom df = 197 and level of significance sig = 0.004 show its significant in p<0.01 level, And the null 
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hypothesis: there is no difference in teachers' job satisfaction with relationship oriented and task-oriented 
leadership style principals by p<0.01 in the sig = 0.004 meaningful level will be rejected. And the study 
hypothesis: there is a meaningful  difference in teachers' job satisfaction with relationship oriented and task-
oriented leadership style principals in the 99% meaningful level will be accepted. It is concluded that teachers 
whose principals are relationship-oriented have more job satisfaction than teachers whose principals have task-
oriented leadership style. The result of the research is confirmed by findings of Hersy and Blanchard [2], Chen 
[21], Patrick [28] and Steinberg and Morris [29]. 

The third result: female teachers the job satisfaction is more than male teachers. According to the t 
value (t = 3.02), degrees of freedom (df = 197) and level of significance (sig = 0.007), the result is significant in 
p <0.01 level. So, there is a difference between male and female job satisfaction. Then the null hypothesis that 
there is no difference between job satisfaction of female and male teachers is rejected and research hypothesis is 
accepted.  It can be concluded that job satisfaction of female teachers are more than male teachers. The results 
of the research are consistent with the findings of Herzberg et al. [30], Gappa [31] and Fisheret al. [32]. 

The fourth result: male principals are much more relationship oriented than female principals. With 
respect to the calculated t = 6.43 with degree of freedom df = 197 and significant level sig = 0.0001 the fourth 
result is significant at the 99% level. In other words, according to the means we can say that male principals 
have a relationship-oriented leadership style. So the null hypothesis is rejected. We conclude that male 
principals are more   relationship oriented than female ones. 

The fifth result: veteran teachers' job satisfaction is more than less experience teachers. As the 
correlation matrix shows, there is an inverse relation between the teachers job experience and their job 
satisfaction (r = 0.37).this result in p<0.01 at the 99% level is significant. So with 99% confidence, it can be 
said with increasing work experience of teachers their job satisfaction decreases; i.e. the correlation is negative. 
On the other hand, as the teachers work experiences increase their job satisfaction proportionally with higher 
rate decrease. This result is inconsistent with findings of BarghiJani [33], Kazemi [24], Roberts [25] and 
Brayfield and Rothe [35], based on having longer experience and doing the same job for a long time is 
increasing job satisfaction. Probably the inconsistency would be due to the following factors: 

Having low an unrelated diploma, teaching in higher educational levels, lower income, avoiding 
children's noise and teaching problems and crowded classrooms, lack of adequate information about new 
teaching methods, the use of computer software and new IT technology, senescence, lack of work incentives 
and etc. are among the factors that could be considered reasons which lead to veteran teachers have less job 
satisfaction than the low experienced teachers. 

At the end, it is suggested to ministry of education managers to select qualified and sympathetic 
principals in order increase teachers motivation and job satisfaction. 
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