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Diger eski Sovyetler Birligi iilkeleri gibi, Kazakistan da bagimsiz olduktan
sonra, ticari altyapr sisteminde hizhi bir doéniisiim icine girdi. Bugiinlerde
Kazakistan’da ¢ok sayida Batih sirket calismaktadir. Serbest piyasa ekonomisi
kosullarina uygun olarak Kazakistan, orgiitsel ve yonetimsel yapilarda Batih
sirket tarzlarim uygulamistir. Boylece, bu tarz yapilarin uygulanabilirligini
ogrenme ihtiyac1 dogmustur. Bu arastirma, Kazakistan’daki yoneticilerin
liderlik davranislarini anlamak ve liderlik davramslari ile petrol sirketlerindeki
is memnuniyetini kavramak amaciyla gerceklestirilmistir.

Liderlige iliskin kuramsal teori ve yaklasimlar ve onlarin pratik uygulamalari
ele alindi. Bu model, edimsel-doniisiimcii degerler paradigmayi
vurgulamaktadir. Arastirmanin hipotezleri iki bagimsiz degiskenin oldugunu,
edimsel ve doniisiimcii liderligin olumlu ve birakimiz yapsinlar ilkesine dayah
liderligin de, biitiinsel meslek memnuniyeti, isle memnuniyet ve yoneticiden
memnuniyet olmak iizere ii¢c bagh varyasyona giden olumsuz korelasyon
olusturabilecegini gosterdi.

Arastirma Kazakistan’in petrol iiretim merkezleri olan iki sehir Atirav ve
Aktobe’de ve Kazakistan’in ticaret merkezleri olan iki ana sehir Almati ve
Astana’da konuslanmis 16 petrol sirketinin calisanlarina uygulanmistir.

Arastirma sonuglar1 sunlar1 gostermistir: a) Doniisiimcii liderligin biitiin
etmenleri, meslek memnuniyeti, isten memnuniyet ve yonetimle memnuniyet
konular1 arasinda olumlu korelasyon vardir b) Edimsel liderligin odiile bagh
cesitli yonleri, belirgin ve olumlu bir sekilde biitiin degiskenlerle uyumludur,
aktif istisnalarla yonetim, meslek memnuniyetiyle belirgin ve olumlu bir iliskiye
sahiptir, ¢) birakimiz yapsinlarci liderlik meslek memnuniyeti, isten memnuniyet
ve yonetimden memnuniyet konular1 arasinda belirgin bir sekilde olumsuz bir
iliski bulunmustur.

Anahtar Kelimeler: Dontistimcii Liderlik, Edimsel Liderlik, Birakiniz Yapsinlarci

Liderlik, isle Memnuniyet, Kazakistan, Petrol sirketleri
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Master Thesis
Perceived Leadership Behavior and Job Satisfaction in Oil Companies of
Kazakhstan
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Independent Kazakhstan, like other countries of the former Soviet Union has
gone through rapid transformation of the business-related infrastructure.
Nowadays more western companies operate in Kazakhstan. In the conditions of
the free market economy Kazakhstan applied Western concepts in
organizational and managerial structures. Thus, there is a need to assess the
applicability of such concepts. This study is aimed to understand the leadership
behaviors of managers in Kazakhstan and the relationship between perceived
leadership behavior and job satisfaction in oil companies.

The theoretical assumptions and practical implications of Full Range Model of
Leadership are discussed. This model emphasizes the transactional-
transformational paradigm. The hypotheses of this study propose that two
independent variables transactional and transformational leadership would be
positively, and laissez-fair leadership would be negatively correlated to the three
dependent variables, overall job satisfaction, satisfaction with work, and
satisfaction with supervisor. The present study was conducted in Kazakhstan
within employees of 16 oil companies situated in two main oil producing cities
Atyrau, Aktyube and two main cities of Kazakhstan Almaty and Astana, which
are business centers of the Republic.

The study results indicate that: a) all factors of transformational leadership are
positively correlated to overall job satisfaction, satisfaction with work and
satisfaction with supervision, b) the facets of transactional leadership,
contingent reward is significantly and positively related to all independent
variables, management by exception active is significantly and positively related
to overall job satisfaction, c) laissez-faire leadership as expected is significantly
and negatively related to overall job satisfaction, satisfaction with work, and
satisfaction with supervisor.

Key Words: Transformational Leadership, Transactional Leadership, Laissez-faire

Leadership, Job Satisfaction, Kazakhstan, Oil Companies
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CHAPTER 1

INTRODUCTION

1.1 INTRODUCTION TO THE STUDY

Leadership is not a fad. It’s a fact. It’s not here today, gone tomorrow. It’s here

today, here forever. (James M.Kozner)

Kazakhstan is a large Central Asian country with rich natural resources. For a long
time it was a part of the biggest country in the Soviet Union. In 1991 Kazakhstan
obtained its own independence. After the break-up of the Soviet Union it had severe
problems, but recent economic growth resulting in the successful development of the
country presents Kazakhstan as a prime example of a transition state making

economic progress (Luthans F. et al., 1998:196).

In 1994 there was short-term contraction of the economy with the steepest annual
decline. Between 1995 and 1997 the government programs and privatization brought
to a substantial shifting of assets into the private sector. Since the beginning of 2000,
Kazakhstan has experienced rapid growth and the main catalysts for this growth have
been economic reform and foreign investment, much of which has been concentrated
in the energy sector. Kazakhstan is one of the ten countries in the world with the
largest proved hydrocarbon reserves. These proven hydrocarbon reserves contain oil
and gas resources. According to British Petroleum statistical review Kazakhstan’s
combined onshore and offshore proven reserves are 5.5 billion tones or 39.8 billion
barrel, which make Kazakhstan’s oil sector very attractive for major foreign
investors. The opening of the Caspian Consortium pipeline in 2001, from western
Kazakhstan's Tengiz oil field to the Black Sea, substantially raised export capacity.
Exports of crude oil have grown significantly and Kazakhstan is the second largest
oil producer among the former Soviet republic region. As a result, vast hydrocarbon
resources have helped Kazakhstan to develop an energy policy which has formed the
basis for accelerated national economic growth. The Kazakhstani oil and gas industry
has been transformed from a centralized state-owned organization into a fragmented

free market enterprise, which has increased its pull of investments and has caused



Kazakhstan to become a leader in terms of its estimated quantity of hydrocarbon
deposits not only among post-Soviet states but also among major oil producing
nations. 30 percent of Kazakhstan's GDP and over half of its revenues come from
petroleum industry. Major oil reserves in Kazakhstan (over 90 %) are concentrated in
15 major resources: Tengiz, Kashagan, Karachaganak, Uzen, Zhetybai, Zhanazhol,
Kalamkas, Kenkiyak, Karazhanbas, Kumkol, Northern Uzachi, Alibek Molla,
Central and Eastern prorva, Kenbai, Korolevskoye. The main locations of resources
are on the territory of 6 out 14 Kazakhstani oblasts (districts). These are Aktyubinsk,
Atyrau, Western Kazakhstan, Karaganda, Kyzyl Orda and Mangistau. About 70 % of
total hydrocarbon reserves are located in West Kazakhstan oblast (Namazbekov,

2008).

The country creates a favorable investment climate for national and foreign oil
companies. The oil companies have performed a key part in the country’s domestic
economy since Kazakhstan’s oil industry is compared to a locomotive that should
haul all the other sectors of economy. The Kazakhstan’s oil companies have been
contributed to the global energy demand and are being the largest employers in the
country (Abenov, 2009). As well as other oil companies all over the world the areas

of functioning of oil companies in Kazakhstan can be grouped into the following:

e Production, which involves the extraction of crude oil from reserves,
followed by its refinement

e Distribution is an everyday distribution of oil to various sectors of the
national economy, which is followed by the commercialization of oil

products (Economy Watch, 2009).

The country’s leading oil company is state-owned oil company KazMunaiGas.
KazMunaiGas is developing 41 fields in Western Kazakhstan. The proved plus
probable oil reserves were estimated to be 241 million tonnes (1,775 million barrels)
in 2008. The company controls approximately 60% of oil pipelines, 100% of main
gas pipelines and 30% of oil refineries (KazMunaiGas, 2008)



In 2005, the government introduced new restrictions granting state-owned oil and gas
company KazMunaiGas the status of contractor and at least half of any Production

Sharing Agreement (PSA) (US Energy Information Agency, 2009).

The landmark foreign investment in Kazakh oil industry is the TengizChevroil
(TCO) joint venture, owned 50% by ChevronTexaco, 25% by ExxonMobil, 25% by
the KazMunaiGas, and 5% by LukArco of Russia. The Karachaganak natural gas and
gas condensate field is being developed by British Gas (UK), Agip (Italy),
ChevronTexaco (US), and Lukoil (Russia). Also Chinese and Korean oil companies

are involved in the Kazakhstan's oil industry (see Appendix A).

Independent Kazakhstan, like other countries of the former Soviet Union has gone
through rapid privatization of its industrial enterprises, liberalization of financial
markets and a transformation of the business-related legal infrastructure. These
processes in turn have opened wide the market and new business opportunities for
Western companies. However, successful business cooperation with the former
Soviet Union countries depends on understanding the specificity of national and
business culture as well as management styles prevalent in these countries. In the
Soviet Union organizational culture and management style were highly centralized,
bureaucratized and organizations were managed autocratically. Managerial behavior
included scrupulous rule-following, a lack of initiative and contentment with low
grade product quality. The enterprise managers were completely dependent on the
central authorities for resources, and at the same time had unlimited authority over
the subordinates in everything concerning internal resources allocation and job

assignments (Ardichvili & Gasparishvili, 2001).

Nowadays highly centralized economy was replaced by the elements of free market
economy, which subsequently brought about changes in enterprises. The changes
have occurred in structure, process of management, form of government and human

resources.



Much research has been devoted to exploring organizational behavior in Western
countries. They were analyzed via different concepts and constructs. In the present
time as the Western companies operate more in the multicultural environment there
is a need to assess the applicability of the Western concepts in other countries. One
such construct that plays a key role in Western organizational and management

sciences is leadership (Ardichvili, 2001; McLean, 1991).

Research on leadership styles of managers in the former USSR is scarce. The focus is
principally concerned with culture and leadership behavior (Luthans F. et al., 1998;

Ardichvili & Gasparishvili, 2001; Ergeneli, Gohar, & Temirbekova, 2007).

The research of Ardichvili and Gasparishvili (2001) was devoted to the comparison
of socio-cultural values, internal work culture assumptions and leadership styles in
manufacturing firms in Russia, Georgia, Kazakhstan and Kyrgyz Republic. It has
found difference between these four countries in all parts, in spite of the similarities
in economic systems and organizational and managerial structures. Managers in four
countries had high scores on transactional and laissez-faire leadership than
comparable samples of managers in US. Furthermore, although charisma is
considered to be one of the most efficient elements of transformational leadership
style in US, it was not as high on the priority list of managers in the four post-

communist countries.

In order to fully understand leadership behaviors of managers in Kazakhstan there is

a necessity for more research in this field.

There is an abundance of the leadership research in North America since the late
1980s, and almost all of it has concentrated on the distinction between two styles of
leadership: transactional and transformational leadership (Ardichvili & Gasparishvil,
2001; Avolio et al., 1995; Bass, 1985; Yukl, 1989; Den Hartog, 1997). There have
been numerous studies related to transformational leadership in recent years all
around the world (Chiok Foong Loke, 2001; Erkutlu, 2008; Hetland & Sandal, 2003;
Kirkbride, 2006; Sarros & Santora, 2001). The results of these studies suggest that
transformational leadership typically provides a positive augmentation in leader

performance beyond the effects of transactional leadership. Furthermore, Bass (2006)



suggests that transformational leadership should be a more effective form of
leadership worldwide because this leadership style is consistent with people’s

prototypes of an ideal leader.

The transformational leader seeks to transform not only an organization, the follower
are transformed too, because transformational leadership requires employee
empowerment. This type of leader motivates and inspires followers to do more than
they expected to do, they put enthusiasm and energy into everything, create a vision
of future that will excite and change potential followers. In contrast to transactional
leaders who clarify what they expected from followers and what followers will
receive, the transformational leaders serve the followers and goes beyond self-
interest for the good of them. The transformational leadership has beneficial effects
on organizational and individual outcomes. Research has demonstrated the
relationship of the transformational leadership to job satisfaction, effectiveness, and
organizational commitment (Bass, 2006). Such leaders have more satisfied followers.
The satisfaction of employees is closely related to the employee loyalty, their
devotion to the organization’s interests, common values and goals. It is suggested
that job satisfaction is a state of pleasure gained from applying one’s values to a job
(Locke, 1969). The job satisfaction is very important for an organizations in order to
retain its employees, reduce turnover rate and absenteeism. Employees who are not
satisfied will often engage in unproductive behavior and task avoidance. Waldman,
Bass, and Yammarino (1990) suggest that the most effective leadership is a

combination of both transformational and transactional.

As this topic has received more research attention it can also be explored in
Kazakhstan. Mostly, research is directed to the relationship between leadership
behaviors and job satisfaction, organizational effectiveness, organizational
performance, and organizational culture (Bass & Avolio, 2003; Tarabishy et al.,

2005; Catalano, 2002; Detamore, 2007).

There are a lot of studies concerning leadership and job satisfaction which have been
conducted within education and healthcare, consulting and manufacturing firms

while very little work has been done in the oil industry.



Therefore, the aim of this study is to research and examine the relationship between
supervisors’ leadership behavior and subordinates’ job satisfaction in oil companies

of Kazakhstan.

1.2 BACKGROUND OF THE STUDY

As we live in the rapidly changing world, with an unstable and uncertain
environment, leadership matters more than ever. Contemporary organizations need
more new approaches to leadership in order to be successful. More and more
researchers have focused recently on the emotional and symbolic frame of
leadership, rather than traditional or transactional approaches - this aspect is simply
called “transformational theories” (Zagorsek, 2004; Ergeneli, Gohar and

Temirbekova, 2007)

According to House (1988) leadership research can be divided into micro-level
research that focuses on the leader in relation to his or her subordinates and
immediate superiors, and macro-level research that focuses on the total organization
and its environment (Tarabishy et al., 2005). This study has focused on micro-level
research and has considered relationship between leader and follower in order to find
out how employees perceive their immediate supervisors’ leadership styles and what
will be the relationship between perceived leadership style and subordinates’ job

satisfaction in the framework of transactional and transformational leadership theory.

The transactional and transformational construct first was developed by Burns (1978)
and it was stated that transactional and transformational leadership were at the
opposite ends of the same continuum, meaning leaders were one or the other (Bass&
Avolio, 1995). Thereafter Bass (1985) extended Burns’ work and proposed that
augmentation of transactional leadership with transformational leadership factors
raises individuals to higher levels of performance more than those solely under the
auspices of a transactional leader. To prove his theory, he suggested the Model of the
Full Range of Leadership and forms continuum, which describes the laissez-faire
style of leadership at one end, then towards the middle of the continuum the
transactional leadership style appears, and finally transformational style of leadership

resides. In order to provides an instrument to measure degrees of the existence these



styles of leadership as perceived by followers Avolio and Bass (1995) developed the

Multifactor Leadership Questionnaire.

Transactional leadership theories consider leader-follower relations on the basis of a
series of exchanges between leaders and followers. It is contained in idea that, when
the job and the environment of the follower do not provide the necessary motivation,
direction and satisfaction, the leader, through his or her behavior, will be effective by
compensating for the deficiencies. The leaders clarify what they expected from
followers and what followers will receive in return (Den Hartog et al., 1997: 20).
For example, leaders give subordinates something that they want (e.g. salary
increase) in exchange for something that leaders desire (e.g. productivity, conformity
to standards) this process creates interdependence from each other (Humphreys &

Einstein, 2003).

In contrast to the transactional leader who practices contingent reinforcement of
followers, the transformational leader inspires, intellectually stimulates, and is
individually considerate of them. Transformational leaders communicate a vision
that motivates others to do more than they originally intended and often even more
than they thought possible (Bass, 1999). This leader inspire followers to incorporate
higher values, they pay attention to the concerns and needs of followers, and change
followers by helping them to look at old problems in new ways. They are often

charismatic, building an image and demonstrate confidence.

Job satisfaction is one of the important themes in organizational science. In today’s
organizations there is a tendency that successful ones put people first. According to
Robbins (2003) for the organization its employees are only true competitive
advantage, because competitors can match products, processes, locations,
distribution channels, but it is difficult to emulate with a workforce made up of

highly knowledgeable and motivated people.

The relationship between leadership behavior and job satisfaction is very important
for today’s organizations. As people are considered as main assets of organizations

managers must understand how to direct, motivate and manage them. The right



leadership behavior can shown advantageous effect not only on individual outcomes

but also on organizational outcomes.

Bass (1999) suggested while transactional and transformational leadership
complement each other, leaders who demonstrated mostly transformational
characteristics have more satisfied employees. Thus, transformational leadership

positively correlated to job satisfaction.

“Transformational leadership, which fosters autonomy and challenging work,
became increasingly important to followers’ job satisfaction” (Bass, 1999:10).
Transformational leadership instills a higher level of commitment in employees,
reduces stress and increase moral, which is by turn enhanced employee satisfaction

and lead to increased overall organizational performance.

Transactional leadership also positively correlated to outcomes, but, in general, the
relationships were considerably weaker than those found for transformational
leadership. The transactional leader relies more on exchange between a leader and a
follower. Transactional leadership style has found effective when subordinates know
and successfully execute their task in order to receive a desirable job reward

(Avolio& Bass, 1995)

On the other part of continuum there is a non leadership style (laissez-faire),
characterized by avoidance or absence of leadership. This is the most inactive; it is
also the most ineffective style. Laissez-faire leaders exercise minimal leadership
functions that give no direction and do not praise or punish followers. This
leadership style is almost uniformly negatively correlated with outcomes (Bass,

1995).

1.3 PURPOSE OF THE RESEARCH

The purpose of this study is to research and examine the relationships between
perceived leadership behavior of supervisors and subordinates’ job satisfaction in oil
companies of Kazakhstan. This study examined three perceived leadership styles:

transformational, transactional, and laissez-faire to find an effect (if any) on the three



aspects of job satisfaction (overall job satisfaction, satisfaction with supervisor, and

satisfaction with work).

1.4 RESEARCH QUESTIONS AND HYPOTHESES

There are three research questions and nine hypotheses presented in order to guide
the study and analyzed in detail the relationship between three independent variables,
perceived transactional, transformational, and laissez-faire leadership behaviors and
three dependent variables, overall job satisfaction, satisfaction with supervisor, and

satisfaction with work.

Research Question 1.

What are the relationships between leadership behaviors (as measured by the
Multifactor Leadership Questionnaire (MLQ) 5X Rater Form) and subordinates’

overall job satisfaction in oil company?

Research Question 2.

What are the relationships between leadership behaviors (as measured by the
Multifactor Leadership Questionnaire (MLQ) 5X Rater Form) and subordinates’

satisfaction with supervisor in oil company?

Research Question 3.

What are the relationships between leadership behaviors (as measured by the
Multifactor Leadership Questionnaire (MLQ) 5X Rater Form) and subordinates’

satisfaction with work in oil company?

Hypotheses:

Hi: There is a positive correlation between subordinates’ perception of their
supervisors’ transformational leadership behavior and subordinates’ overall job

satisfaction in oil company



H,: There is a positive correlation between subordinates’ perception of their
supervisors’ transformational leadership behavior and subordinates’ satisfaction with

supervisor in oil company

Hs: There is positive correlation between subordinates’ perception of their
supervisors’ transformational leadership behavior and subordinates’ satisfaction with

work in oil company

Hs: There is a positive correlation between subordinates’ perception of their
supervisors’ transactional leadership behavior and subordinates’ overall job

satisfaction in oil company

Hs: There is a positive correlation between subordinates’ perception of their
supervisors’ transactional leadership behavior and subordinates’ satisfaction with

supervisor in oil company

He: There is positive correlation between subordinates’ perception of their
supervisors’ transactional leadership behavior and subordinates’ satisfaction with

work in oil company

H7: There is negative correlation between subordinates’ perception of their
supervisors’ laissez-faire leadership behavior and subordinates’ overall job

satisfaction in oil company

Hg: There is negative correlation between subordinates’ perception of their
supervisors’ laissez-faire leadership behavior and subordinates’ satisfaction with

supervisors in oil company

Hg: There is negative correlation between subordinates’ perception of their
supervisors’ laissez-faire leadership behavior and subordinates’ satisfaction with

work in oil company
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1.5 DEFINITION OF TERMS

Transformational leadership (TF). This leadership style involves inspiring
followers to commit to a shared vision and goals for an organization or unit, motivate
others to do more than they originally intended, challenging them to be innovative
problem solvers, and developing followers’ leadership capacity via coaching,

mentoring, and provision of both challenge and support (Bass, 2006).

Charisma. Charisma is recognized as an integral transformational factor, it gives
emotional appeal to those around, however it doesn’t alone explain transformational

leadership (Bass, 1985).

Idealized Influence Attributed (I1A). This is a facet of transformational leadership,
which describes leaders who serve as role models for their associates. Leaders are
admired, respected and trusted. Followers endow leaders with extraordinary

capabilities, determination and want to emulate their leaders (Bass, 1999).

Idealized influence Behavioral (11B). This is a facet of transformational leadership,
which describes leaders who can be counted on to do the right thing through high
ethical and moral standards (Bass, 1999).

Inspirational Motivation (IM). This is a facet of transformational leadership, which
portray leader who motivates and inspires those around them by providing meaning
and challenge to their followers’ work. The leader clearly communicates

expectations that followers want to meet, and demonstrates commitment to goals and

the shared vision (Bass, 2006).

Intellectual Stimulation (IS). This is a facet of transformational leadership, which
portray leader who stimulates followers’ to be innovative and creative by questioning
assumptions, reframing problems, and approaching old situations in new ways (Bass,

2006).
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Individualized Consideration (IC). This is a facet of transformational leadership,
which portray leader who acts as a coach or mentor by paying special attention to
each individual follower’s needs for achievement and growth. Leaders with
individual consideration encourage followers, demonstrate acceptance of individual

differences (Bass, 2006).

Transactional leadership (TR). This leadership style involves a leader follower
exchange relationship in which the follower receives some reward in return for

compliance with the leader's expectations (Bass, 1985).

Contingent Reward (CR). This is a facet of transactional leadership, which portray
leader who assigning or obtaining follower agreement on what needs to be done with
promised or actual rewards offered in exchange for satisfactorily carrying out the

assignment (Bass, 20006).

Management-by exception active (MBA). This is refers to leadership behavior,
which portray leader who arranges to actively monitor deviances from standards,
mistakes, and errors in the follower’s assignments and to take corrective action as

necessary (Bass, 2006).

Management-by-exception passive (MBP). This is refers to leadership behavior,
which portray leader who waiting passively for deviances, mistakes, and errors to

occur and then taking corrective action (Bass, 2006).

Laissez-faire leadership (LF). Laissez- faire leadership is the avoidance or absence

of leadership. This type of leader is indolent, rather than reactive or proactive (Bass,

2006).

Job Satisfaction. Job satisfaction is a pleasurable emotional state resulting from the

appraisal of one’s job as achieving or facilitating one’s job values (Weiss, 2002).

Overall Job Satisfaction. This refers to the global, long-term evaluation of an

employee's job, which is distinct and separate from facet satisfactions (Detamore,

2008; Ironson, Smith, Brannick, Gibson, & Paul, 1989).
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Satisfaction with work. This is a facet of job satisfaction concerning an employee's

satisfaction with the work itself (Smith et al., 1969)

Satisfaction with supervisor. This is a facet of job satisfaction, which describes an

employee's satisfaction with their supervisor (Smith et al., 1969).

1.6 ASSUMPTIONS AND LIMITATIONS

The assumptions of this study:

l.

2.

The instruments of this study are reliable and accurately measure all
variables.

The participants responded to the questions sincerely and honestly

The limitations of this study are:

1.

4,

Present research was conducted during the financial crisis which affected all
parts of economy all around the world and Kazakhstan isn’t an exception.
This crisis causes companies to downsize and general feeling of depression
among employees leading to the exaggeration of facts due to the emotional
involvement of the respondent.

The research may be restricted because of the quantitative nature of the data
gathering. The using only a questionnaire method, unfortunately, gives
incomplete knowledge. That is why using of qualitative or mixed method can
help to obtain from participants more deep feelings relating to the subject.

Oil companies have strict regulation procedures for providing information
about their internal work.

Another possible limitation of this study is the orientation only on
subordinates’ perception. The dyadic relationship when the behaviors of
leader and follower affect and are affected by each other did not consider,
because of limited access to managers. If the leaders had assessed their own
behavior by themselves that would probably have given us more information

about interrelations between leader and subordinate.
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5. Possible limitations also could be sample size, and its selection. The findings
may not be generalized to general population, other sectors or other cultural
background.

6. Despite the fact that majority of companies are multinational, the study did
not consider cultural aspects that influence on leadership and organizational
process. The possible consideration of religion, ethnic background, history,
language variables and etc. would give us broader picture about leadership
situation in oil companies.

7. The study was used existing and established measurement instruments to
assess constructs such as leadership and job satisfaction that quite possible

have highly situational and temporal aspects not captured here.

1.7 DIVISION OF THE STUDY

This study consists of five chapters. Chapter 1 is the introduction part of the study in
general. It presents a background of the study, purpose of the study, research
questions and hypotheses; in addition, terms definitions and assumptions with
limitations are explained. Chapter 2 begins with the concept of leadership and
provides literature review, which describes the development manner of leadership
theories. The definitions, theories and measurement of job satisfaction are given and
also it summarizes researches relevant to relationship between job satisfaction and
leadership. Chapter 3 contains information about the methods and design of the
research, describes hypotheses, population and sample, study instruments, data
analysis. Chapter 4 discusses the findings, such as demographic characteristics of
respondents, the results of research questions and hypotheses testing. Chapter 5
summarizes the study, presents conclusions, and recommendations for oil companies

and future research
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CHAPTER 2

LITERATURE REVIEW

2.1 CONCEPT OF LEADERSHIP

Concepts and ideas of leadership are the subject of much thought, discussion,
writing, teaching and learning (De Pree, M., 1989). That is why leadership may be
one of the most investigating and important issue in social science study. Scholars
have attempted to identify the formula for successful leadership (Bass, 1990).
Theorists have attempted to give a definition for leadership, but there are as many
opinions as there are people. The definitions are given below can help to have a

general idea about leadership.

“Leadership is not contained in a gene any more or any less than other pursuits.
Leadership is not a place, it’s not a position, and it’s not a secret code that can’t be
deciphered by ordinary people. Leadership is an observable set of skills and
abilities ” (Kouzes J., 2003: xvii).

According to this definition, we can obviously see the opposite view to earlier
theories of leadership, the Trait theories. These theories stated that the leaders were
born and their abilities were inherited. However, these theories are not widely
accepted today. According to definition the leaders are not born and not assigned to a
position. A person becomes a leader by demonstrating a particular set of skills and
abilities, which sets him apart from the majority. In spite of position and status,
person who doesn’t have certain abilities of a leader can’t be considered as a true
leader who can lead. Therewith, leadership is not only sets of ability but also a
relationship between those who lead and those who chose to follow. The same author

defined this idea as follow:

“Leadership is a relationship between those who aspire to lead and those who chose
to follow. Sometimes the relationship is one-to-one; sometimes it’s one-to-many. But
regardless of whether the followers number one or one thousand, leadership is a

relationship” (Kouzes J., 2003: xix).
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The leaders in organization can have charisma, communication ability, good will and
other qualities, but they also must learn how to apply these abilities in their
relationship with followers. There are internal and external environment of
organization, and effective leaders must cope with the problems in both side. Having
only a charismatic personality is not enough, they must also learn how to
communicate, influence, and direct people, especially in the case of stress and crisis
situation. Thus, effective leaders must have both a good relationship with whom they

are going to lead and ability.

The difference between manager and leader

Defining leadership includes, in part, differentiating the role of leader from that of
manager. According to Bennis and Nanus (1985) leaders could be differentiated from
managers as “Managers are people who do the things right and leaders are people

who do the right things”.

Some people think that these two concepts are similar, but leadership and
management are different. They rather complement each other, each has its own
function and characteristic activities and each are necessary for firms to be

successful.

While improving their ability to lead, companies must remember one thing that
strong leadership with weak management is no better, and is sometimes worse, than

the reverse (Kotter, 1999).

Managers and leaders have different point of view concerning the work process. The
managers consider work as an interaction between people and ideas to establish
strategies and make decisions. They use different tactics, which appear flexible: on
one hand negotiation and bargain; on the other hand they use rewards, punishments
and other form of coercion. Whereas leaders develop fresh approaches to problems
and open issues to new options. They create images that excite people and then

develop choices to realize these images (Zaleznik, 1992:128)
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According to Kotter (1999) management is about coping with complexity, and

leadership by contrast is about coping with change and they do following activities

e (Companies manage complexity first by planning and budgeting-setting
targets and goals, establishing detail steps for achieving those targets. By
contrast, leading an organization is to construct change and set to a direction,
this means developing a vision for the future.

e In order to achieve its plan management creates organizational structure and
sets plan, stuffs the jobs with qualified individuals, delegates responsibility
for carrying out the plan. Leadership activity, however, is aligning people.
This means communicating new direction with those who can create coalition
that understand the vision and are committed to its achievement.

e Finally, management ensures accomplishment of plan by controlling and
problem solving- monitoring results both formally and informally, by means
of reports, meetings and other tools. But for leadership, achieving vision
requires motivating and inspiring-keeping people moving in the right
direction, despite major obstacles to change, by appealing to basic but often

untapped human needs, values, and emotions.

As we can see above, it is clear that management is related to functions of
organizing, planning, directing and controlling. In turn description of leadership

consists of a wide variety of elements.

2.1.1 LEADERSHIP THEORIES

For the purpose of this study leadership theories are classified according to the
research approaches behind them. There are 5 categories: Trait, Behavior,

Contingency, Charismatic and Transformational approaches

2.1.1.1 Trait Approach

The trait approach is one of the earliest used to study leadership. It emphasizes the
personal traits of leaders. The phrase “a leader is born, not made” sums up this

approach. Leadership ability arises from inherent traits. Such traits as “superior
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intelligence, imposing stature, self-confidence, effectiveness at communicating,
ability to motivate others, and the need for achievement, decisiveness and creativity
have all been identified by various scientific researchers as traits characteristic of

those who are successful in business”’(Montana & Charnov, 2000:261).

This theory began with the concept of “Great Man” theory, which saw power as
being vested only limited number of people whose birthright and destiny made them
leaders. Those of the right breed could lead; all others must be led (Bennis & Nanus,
1985:5)

The trait theory of leadership is not widely accepted today. It does, however,
continue to stay the topic of research. The five year research, within 1500 companies
on the New York Stock Exchange (NYSE), conducted by Collins (2000) and aimed
to find out the kind of leadership that has taken mediocre companies to greatness has
following results, only 11 companies in 30 years made this jump from average to
extraordinary and that all their leaders had two traits in common: a self-effacing

humility and will (Collins, 2000).

However, in today’s organization leadership is much more than just traits people
possess and one or another characteristics alone are not enough to be effective leader.
The main shortcoming of this approach is being oriented on inherited traits; it doesn’t
suppose that traits can be learned. Many leadership traits such as communication
skills can be learned and imposing appearance can be created. Consideration of those
leadership traits that were learned motivated managerial researchers to focus on

leadership behaviors.

2.1.1.2 Behavioral Approach

The behavioral approach is a research based effort designed to understand leadership.
Researchers switched their focus from who the leader was to observations of what
effective and ineffective leaders actually did on the job. The works of two research
groups known as the University of Michigan studies and the Ohio State studies
examined leader’s behavior. They described leadership behavior in terms of two

basic dimensions.
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Each study used different terms to describe dimensions of leadership; the main
meaning, however, remained. These dimensions referred to as task orientation

(initiating structure) and people orientation (consideration).

Being task oriented versus people oriented considers whose needs are being met
when making decision. Task oriented involves the creation of structure and setting
goals as well as planning how to realize them, whereas a people oriented leadership
style concentrated on the maintenance or personal relationships, open

communications and the development of potential (Eeden, 2005).

The Ohio State study revealed two dimensions of leadership. They were called
initiating structure and consideration and corresponded to earlier presented task
orientation and employee orientation dimensions. The researchers began their study
with opinion that successful leader would show both a high level of task orientation
and a high level of employee orientation. This did not prove to be the case and no
one right style of leadership always proved effective. Different combinations of task
orientation and employee orientation were considered as characterize effective

leadership (Montana & Charnov, 2000: 263)

The next research group at The University of Michigan compared two units within a
large corporation and used terms such as job-centered and employee-oriented. Both
units showed high levels of productivity, but were different in leadership styles. One
unit had a leadership style high in employee orientation with satisfied employees,
low absenteeism and low turnover, while another unit had leadership style high in
task orientation with lower employee satisfaction, high absenteeism and higher
turnover. Researchers concluded that effectiveness of a leadership style could not be
evaluated only on the basis of achieved levels of productivity, but such measures as
employee satisfaction, turnover rates, and absenteeism must be taken into account

(Montana & Charnov, 2000:264).

As the result, these two studies considered leadership behavior and subordinate
reaction correlation and concluded that effectiveness of a leadership depends not

only on productivity level but also such measure as employee satisfaction.
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Some researchers created graphic portrayal of a two-dimensional view of leadership.
Black and Mouton (1968) suggested managerial grid of leadership styles. This is a
matrix, concentrating on five major styles, they are: a) laissez-faire management
style (minimal concern for both people and production), b) country club management
style (high concern for people but a minimal concern for production), c) task or
authoritarian management style (high priority for accomplishing the desired
production while devoting little concern to the needs of employees), d) team or
democratic management style (equally concern for both task and people) represents

the ideal management style (Robbins, 2003)

In the three year study of about 1,500 managers Kouzes and Posner (1989) inferred
five practices and ten behavioral commitments that characterized effective leaders.
They developed a self-assessment and leadership assessment tool, the Leadership
Practices Inventory to measure these ten dimensions. The five practices and their ten

related behavioral commitments are:

e Challenging the process: Search for opportunities; Experiment and Take Risk
e Inspiring a Shared Vision: Envision the Future, Enlist Others

e Enabling others to Act: Foster Collaboration, Strengthen Others

e Modeling the Way: Set the Example; Plan Small Wins

e Encouraging the Heart: Recognize Individual Contribution; Celebrate

Accomplishments

In response to the criticism of the trait approach, theorists began to research
leadership as a set of behaviors. The main purpose of the behavior approach school
was to find an ideal leadership behavior. The shortcoming of this approach is that
there was no right way to behave. The theorists of this approach did not consider
other contingent factors which can surface. That is why a further group of
contingency researchers tried to determine when a particular behavior was the most

appropriate to achieve leadership effectiveness in different situations.
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2.1.1.3 Contingency Approach

The contingency approach pays attention to the nature of the work performed by the
leader’s unit, the individual characteristics of the followers or the nature of the
external environment. The theories of this approach stress using different styles of

leadership appropriate to the needs created by different organizational situations.

There is no one best way to influence people. Which leadership style a person should
use with individuals or groups depends on the readiness level of the people the leader

is attempting to influence (Hersey, 1985).

One of the earliest theories was Fiedler’s Contingency model. Fiedler and his
associates argue that group productivity is dependent upon the match between: (1) a
personality trait labeled task versus relationship motivation, and (2) the
"favorableness" of the leadership situation (Jago, 1982). Task versus relationship
motivation is measured by Fiedler's Least Preferred Co-worker scale. Individuals
are asked to name the person with whom they have worked least well in the past, and
then to rate the personality of that person; those who do so critically receive low LPC
scores, while those who are more positive in their evaluations receive high scores.
The interpretation of the scores has changed over the time. Fiedler believes that
leadership effectiveness is a function of the individual’s score and several other
factors in the situation. Therefore, some leaders will be more effective in certain
situations, while others will do better on other situations. Fiedler argues that leader-
member relationship, positional power, and the structure of the task all contribute to

the degree of fit between an individual and a situation.

According to Eeden (2005) weaknesses of this model are that the instrument of
measuring leadership style is up in the air, leader’s technical competencies and the
competencies and characteristics of subordinates are not considered, and the model

does not provide a clear explanation of the leadership process.

The Situational Leadership method from Kenneth Blanchard and Paul Hersey states
that managers must use different leadership styles depending on the situation. The

main considerations are situation itself and subordinate characteristics.
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Hersey and Blanchard (1988) use a two dimensional grid with Task Orientation and
People Orientation axes. This is an extension of the leadership theory presented by

Blake and Mouton with their Managerial grid.

“Task behavior is defined as the extent to which the leader engages in spelling out
the duties and responsibilities of an individual or group. These behaviors include
telling people what to do, how to do it, where to do it, and who is to do it.
Relationship behavior is defined as the extent to which the leader engages in two
way or multi-way communication. The behaviors include listening, facilitating and

supportive behaviors” (Hersey and Blanchard, 1988: 112)

Depending on employees' competences in their task areas and commitment to their

tasks, one’s leadership style should vary from one person to another.

The maturity of the subordinate determines what mix of people versus task
orientation is appropriate for that subordinate. Immature subordinates require a more
directive, task-oriented leader, while mature subordinates who are willing to take
responsibility will respond better to a more people oriented leader

(Hersey&Blanchard, 1988).

Contingency Theory is similar to Situational theory in that there is an assumption
that there is no one simple way that is always right. The main difference is that
situational theory focuses more on the behaviors which the leader should use. In
contrast Contingency Theory takes a broader view, which includes not only
contingent factors about a leader’s capability, but also includes other variables within

the situation.

Path goal theory is a contingency model of leadership which concludes that it’s a
leader’s job to assist followers in attaining their goals and to provide the necessary
direction. Developed by Robert House this theory is related to Expectancy theory of
motivation, concerning the belief that people are motivated by their level of
expectations that they can do the work, be rewarded and value the reward offered to

them (Robbins, 2003).
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House (1971) described it as the motivational function of the leader that included
personal pay-offs to subordinates for work-goal attainment. The leader made the path
to these pay-offs easier by clarifying it and reduced obstacles to them, and also

increased the opportunities for personal satisfaction en route.

Leadership is said to be effective when a leader helps create an obvious path to a
desired reward. This may be accomplished by a combination of leadership behaviors,
as being directive leader by giving specific guidance, the supportive leader by being
friendly and shows concerns for needs of followers, the participative leader by
consulting with followers and using their suggestions and eventually being an
achievement-oriented leader, who sets challenging goals and expects followers to

perform at their highest level (Montana & Charnov, 2000; Robbins, 2003).

We can characterize path- goal theory as the significant component of transactional
leadership behavior, because it clarifies the importance of determining what job must
be accomplished and as well as the rewards offered for the desired task

accomplishment.

2.1.1.4 Charismatic Approach

The change in organizations in early 1980s brought to occurrence of new theories of
leadership, which were labeled as charismatic and transformational leadership.
However the term ‘“‘charismatic authority” first was introduced by Max Weber in
1925. According to Weber (1947) charismatic authority is found in the personal
qualities of an individual leader, one deriving his or her particular legitimacy not
from traditions, rules or position, but rather from faith in the leader’s exemplary
character. The leader characterized as having superpower and mystical. Therefore,
charismatic leaders are selected by followers because they believe a leader is

extraordinarily gifted (Conger & Kanungo, 1994).

Tucker (1968) described first leadership model which was showed the relationship
between charismatic leaders and followers. He noted that charismatic leadership
exists only when followers say it does, that is why leader must periodically highlight

the leadership perception by demonstrated exceptional qualities or abilities.

24



Otherwise, over time, followers lose confidence and charismatic perception will fade.

(Kessler, 1993)

House (1977) believed that charismatic leadership based on the leaders’ personal
characteristics, his behavior (emotional impact on subordinates), and situational
characteristics. He was one of the first to conscientiously study the follower. The

charismatic leadership is measured by the following:

e Followers trust in the correctness of the leader’s beliefs

e Similarity of followers’ beliefs to the leader’s beliefs

e Unquestioning acceptance of the leader by followers

e Followers’ affection for the leader

e Followers’ willing obedience to the leader

¢ Emotional involvement of followers in the mission of the organization

e Heightened performance goals of followers

e Belief of followers that they are able to contribute to the success of the

group’s mission

The Attribution theory of charisma from Conger and Kanungo (1994) more based on
leader traits and behaviors which help make the leader seem charismatic for

followers:

e Championing a vision that is radically different from the status quo- although
not so different that followers will find it unacceptable.

e Employing unconventional methods and strategies to realize the vision

e Taking personal risk and making sacrifices: followers trust a leader who may

incur personal loss if the undertaking fails

In the opposed to Weber’s opinion that charismatic leader is extraordinary gifted

attributed theory proposed that behavior of charismatic leader can be taught.
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The theory outlines two processes by which charismatic leaders actually influence

followers:

e Personal identification. Followers admire the leader, and as a result want to
become more like him(her)

¢ Internalization of values and beliefs. This process runs deeper than personal
identification, which is often limited to the limitation of superficial leader
traits. Followers who internalize the values and beliefs of the leader become

motivated on their own to perform.

The charismatic leadership is similar to transformational leadership, because they
both deal with changes and focus on relationship between leader and follower. In
addition, charisma is recognized as an integral transformational factor, which gives
emotional appeal to those around an individual. However, charismatic leadership
recognize mainly leader’s role in the relationship between leader and follower. The
followers characterize as dependent on a leader. In other words followers just act
according to the leader and without any autonomy. The transformational leadership
focuses more on the needs of the follower than on the leader. According to
Humphreys & Einstein (2003) all people with charisma are not transformational

leaders.

The charismatic theories have measured leadership from the standpoint of perceived
leader behavior whereas the transformational theories to date have concerned
themselves primarily with follower outcomes. Basically, the two formulations of
charismatic and then transformational in organizational literature are highly
complementary and study the same phenomenon from a different point (Conger &

Kanungo, 1994)
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2.1.1.5 Transformational leadership theories

The transformational leadership theory occurred simultaneously with charismatic
leadership theory. In contrast to charismatic leadership transformational leadership
requires employee empowerment, not employee dependence (Bass, 1985; Lowe,

1986). Both leaders and followers inspire one another to elevated moral behavior.

In 1978, in his productive work Leadership, political scientist James McGregor
Burns coined the terms transactional and transformational leadership to illustrate the
two fundamentally different patterns of interaction that might occur between leader
and followers (cited in Conger&Kanungo, 1994; Humphreys & Einstein, 2003). He
proposed this construct by evaluating the literature on traits, leadership styles, leader-
member exchange research, as well as his own observations. Burn considered the
transformational leader to be distinct from the transactional leader and both of them
are considered as being on opposite ends of the same continuum, meaning leaders

were either one or other (Lowe, 1996; Bass& Avolio, 1995).

According to Burn (1978) the transactional leader initiates contact with subordinates
in an effort to exchange something of value, such as rewards for performance, or
mutual support. In an opposite manner, the transformational leader is the one who
engages with others in such a way that the leader and follower raise one another to a

higher level of motivation and morality (Lowe, 1996).

Tichy & Devanna (1990) considered transformational leaders as having a truly
transforming influence on organizations as well as on individuals. These leaders
transform organizations by defining the need for change, creating new visions, and

mobilizing commitment to these visions.

The new leaders of new epochs are not born out of nothing. Instead they emerge
when organizations face new problems that cannot be solved by unguided evolution.
Effective leadership can move organizations from current to future states create
visions of potential opportunities, instill within employees a commitment to change

and instill new cultures and strategies in organizations (Bennis & Nanus, 1985)
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Bass (1985) viewed transformational and transactional leadership as complimentary
constructs and saw transformational leadership as ineffective with a total absence of
transactional relationship between leader and follower. Thus, transformational
leadership augments transactional management. The augmentation of transactional
leadership with transformational leadership factors raises individuals to higher levels
of performance more than those solely under the auspices of a transactional leader.
The followers feel trust, admiration, loyalty, and respect towards the leader, and they
are motivated to do more than they originally would have been expected to do

(Lowe, 1996; Bass & Avolio, 1995).

To prove his theory Bass (1985) proposed the Model of the Full Range of Leadership
which included leadership characteristics of transformational leadership and
transactional leadership models, as well as non-leadership factor coded laissez-faire.
He began his study on transformational leadership with military organizations and
conducted qualitative research, which later developed into quantifiable survey tool.
So, Bass developed first Multifactor Leadership Questionnaire to achieve higher
levels of subordinate performance which was consisting of 73 items using a Likert
scale. The survey exposed six leadership factors, two transactional (contingent
reward, and management by exception), three transformational factors (charisma,
individual consideration, and intellectual stimulation), and one non-leadership factor

(laissez-faire leadership).

The content of the MLQ has varied somewhat over time, and additional
transformational and transactional behaviors have been added to the recent versions
(Yukl, 1999). The term charisma in transformational leadership has been replaced
and the factor divided into idealized influence (attributed) and idealized influence
(behavioral). The transactional factor of management by exception has been divided
into management by exception (active) and management by exception (passive).
Therefore, the recent version of transformational leadership includes idealized
influence (attributed) or charisma, idealized influence (behavioral), inspirational
motivation, individualized consideration, and intellectual stimulation. Transactional

leadership includes contingent reward, management-by-exception active and
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management-by-exception passive. Non leadership as a factor remained laissez-

faire.

Transformational Leaders

Transformational leadership is built on top of transactional leadership and focuses on
directly increasing followers’ confidence and elevating followers’ need level on
Maslow’s hierarchy to induce extra effort and to generate performance beyond what

would occur with a transactional approach alone (Robbins, 2003; Bass,1985)

Transformational leaders seek new ways of working, seek opportunities in the face of
risk, prefer effective answers to efficient answers, and are less likely to support the
status quo. Transformational leaders do not merely react to environmental
circumstances they attempt to shape and create them. Such leaders promote growth
in their employees by soliciting new ideas and rewarding creative problem solving.
They encourage new and innovative approaches to old problems. These leaders listen

attentively and give special attention to growth needs and achievements (Bass, 1985).

Avolio, Bass, and Jung (1999) identified the distinct components of transformational
leadership. The transformational leaders achieve superior results by using five
transformational dimensions: Idealized influence Attributed (IIA), Idealized
influence Behavioral (IIB), Individual Consideration (IC),Intellectual Stimulation

(IS), and Inspirational Motivation (IM)

Idealized influence (II). Such leaders are regarded as a role model either because they
exhibit certain personal characteristics or “charisma” or because they demonstrate
certain moral behavior traits. These leaders are admired, respected, and trusted. The
leader shares risks with followers and is consistent in conduct with underlying ethics,

principles, and values (Kirkbride, 2006).

There are two dimensions to idealized influence: attributed and behavioral.
Attributed idealized influence i1s based upon the subordinate’s perceptions of the

characteristics attributed to a leader. Behavioral idealized influence relates to the
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subordinate’s perception of the observable leader behaviors, which they believe are

required of an effective leader (Bass & Avolio, 1997).

Individualized consideration (IC). Leaders demonstrate concern for their followers,
pay attention to each individual’s need for achievement, create a supportive climate
in which to grow. Kirkbride (2006) argued that key indicators of this style are: the
recognition of differences among people, their strengths and weaknesses, likes and
dislikes; the leader is an “active” listener and assigns projects based on individual
ability and needs and also encourages a two-way exchange of views and promotes

self-development.

Another dimension of transformational leadership is intellectual stimulation (IS),
which essentially involves the leader stimulating followers’ efforts to be innovative
and creative by questioning assumptions, reframing problems, and approaching old
situations in new ways. There is no public criticism of individual members’ mistakes,
indeed the leader encourages followers to revisit problems and creates a “readiness”

for changes in thinking (Bass et al.,2003; Kirkbride, 2006)

The inspirationally motivating (IM) leader has the ability to motivate the followers to
a superior level of performance, presents an optimistic and attainable view of the
future. Individual and team spirit is aroused. Raising the consciousness of workers
about the organization’s mission and vision, and encouraging others in understanding
and committing to the vision is a key facet of inspirational motivation(Bass et al.,

2003; Kirkbride, 2006; Sarros &Santora, 2001).

Transactional Leaders

Transactional leaders are the kind of leaders who guide or motivate their followers,
through rewards or discipline, clarifying for followers the kinds of rewards that
should be expected for various types of behavior; they pursue a cost benefit and an
economic exchange with them (Goodwin et al., 2001;Robbins,2003; Sarros,

&Santora,2001).
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Transactional leadership theories are all concentrated on the leader-follower relations
that based on a sequence of exchanges between leaders and followers and mainly
focused on behaviors related to basic administrative and management tasks required
for groups to function well in the short term. It occurs when the job and environment
of the follower fail to provide the necessary motivation, direction and satisfaction
and leader through his behavior will be effective compensating for the deficiencies.
Transactional leadership includes Contingent Reward (CR), Active Management-by-
Exception (MBA), Passive Management-by-Exception (MBP) (Tarabishy A. et
al.,2005; Den Hartog et.al, 1997).

Contingent reward (CR) is the classic transactional style. According to Bass (1985)
transactional contingent reward leadership builds the foundation for relationships
between leaders and followers in terms of specifying expectations, clarifying
responsibilities, negotiating contracts, and providing recognition and rewards for
achieving expected performance. A contingent reward trasactional leader provides
assistance for effort, is specific about who is responsible, is clear on performance

goals, and is satisfied when expectations are met (Bass &Avolio, 1997).

Management-by-exception passive (MBP) refers to the process where leader take
action only when problems occur, mistakes are made, or deviations from standard are
apparent. But under normal circumstances they act as laissez- faire leaders. Such
leaders avoid unnecessary changes; enforce corrective action when mistakes are

made and fix the problem and resumes normal functioning (Kirkbride, 2006)

In contrast, the active Management-by-Exception (MBA) leader monitors and control
systems to provide early warnings of such problems. They pay very close attention to
any problems or deviations and train followers to avoid mistakes. MBA is negatively

related to innovation and creativity in the organization (Kirkbride, 2006).

“Management-by-exception behavior often is related to high employee turnover,
absenteeism, low satisfaction and poor perception of organizational effectiveness.
Contingent rewards can be an effective style of leadership. However, leaders will not
get more than they bargain for when practicing this style of leadership” (Barbuto &
Cummins-Brown, 2007:2)
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Laissez-Faire

The transformational and transactional leaders are active leaders. In contrast the
laissez-faire leader avoids decision making and supervisory responsibility. This type
of leader is indolent, rather than reactive or proactive. In a sense, this extremely
passive type of leadership indicates the absence of leadership (Den Hartog et.al,
1997). Mostly laissez-faire leaders tend to avoid taking a stand on issues, offer little
in terms of direction or support; they do not emphasize results and are unaware of

employee performance (Barbuto & Cummins-Brown, 2007; Kirkbride, 2006)

Bass (1990) concludes that there is a negative association between laissez-faire
leadership and a variety of subordinate performance, effort and attitudinal indicators.
This implies that laissez-faire leadership is always an inappropriate way to lead.
However, according to Eeden (2005) depending on the characteristics of followers,
the task and the organization, highly active leadership might not always be

necessary. A less active leadership style could lead to empowerment of followers.

Bass (1990) suggested that a favorable association between employees and
supervisor is one factor that contributes to employees’ satisfaction. The job
satisfaction issue performed important role in today’s organization, as people are
considered as main assets. Thus, supervisor must understand how to direct, motivate
and manage people, because the right leadership behavior can shown advantageous

effect not only on individual outcomes but also on organizational outcomes.
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2.2 JOB SATISFACTION

2.2.1 Definitions

Job satisfaction is one of the important themes in organizational science. In today’s
organizations there is a tendency that successful ones put people first. According to
Robbins (2003) for the organization, its employees are only true competitive
advantage, because competitors can match products, processes, locations,
distribution channels, but it is difficult to emulate with a workforce made up of

highly knowledgeable and motivated people.

Job satisfaction has been defined as emotional state and as affective and cognitive
attitudes held by employees about various aspect of their work. For example, Locke
(1969) defined job satisfaction as ‘‘pleasurable emotional state resulting from the
appraisal of one’s job as achieving or facilitating one’s job values. Job dissatisfaction
is the unpleasant emotional state resulting from the appraisal of one’s job as
frustrating or blocking the attainment of one’s values’” (Weiss, 2002). According to
Robbins (2003) job satisfaction is a general attitude of people toward their job. A
person with a high job satisfaction holds positive attitude, whereas a person who is

dissatisfied holds negative attitudes about the job.

2.2.2 THEORIES OF JOB SATISFACTION

2.2.2.1 Maslow’s Hierarchy of Needs Theory

In the 1950's, content theories of job satisfaction began to be developed. They
focused on factors related to job satisfaction. One of the most well known of these

theories is Maslow's (1954) needs hierarchy theory.

Abraham Maslow (1954) devised needs hierarchy system, which is commonly used
scheme for classifying human motives. He stated that people are motivated by unmet
needs which are in hierarchical order; they are motivated to achieve higher level, as

lower levels of hierarchy are achieved.
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These needs are:

1. Physiological: Food, water, shelter, and sex

2. Safety: Protection against danger, threat and deprivation.

3. Social: Giving and receiving of love, friendship, affection, belonging and

acceptance.

4. Ego needs:

e Need for achievement, adequacy, strength and freedom. In essence this is the
need for autonomy or independence.
e Status, recognition, appreciation and prestige, which in essence the need for

self- esteem or self-worth.

5. Self-actualization: The need to realize one’s potentialities for continued self-
development and the desire to become more and more of what one is and what one is

capable of becoming.

This hierarchy of needs is closely related to person’s level of aspiration and can help
managers to determine individual route which the person takes for the satisfaction of
his needs. How managers integrate elements that satisfy higher order human needs

determines their potential for motivating people (Pardee, 1990)

2.2.2.2 Herzberg’s Motivation Hygiene Theory

Herzberg et al. (1959) conducted a study which is directed to identify factors that
influenced job satisfaction. He used Maslow’s (1954) theory of human needs as the
foundation for his work. Herzberg hypothesized that motivation could be viewed in
two rather five factors. The study results became the basis for a Herzberg’s

motivation hygiene theory, which is often called the two factor theory.

Herzberg concluded that satisfaction and dissatisfaction were not opposite feelings.

Rather, the opposite of satisfaction was the absence of satisfaction. The opposite of
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dissatisfaction was the absence of dissatisfaction. The two separate factors influenced
job satisfaction and dissatisfaction. He also suggested that factors are lead to job
satisfaction are primarily intrinsic, whereas factors leading to job dissatisfaction are
primarily extrinsic (Herzberg. 2003). First set of factors are related to job itself and
may be compared to Maslow’s (1954) higher level needs. Herzberg et al. (1959)
referred to these needs as satisfiers or “motivators” because they fulfilled a
psychological need. They are: 1) Achievement, 2) Recognition, 3) Work itself, 4)
Responsibility, 5) Advancement, and 6) Growth. The second set of factors influenced
job dissatisfaction and compared to Maslow’s lower level human needs. These were
factors that were related to the work environment. These dissatisfiers were called
“hygiene” factors because they related to the “preventive and environmental
conditions of work”. There are: 1) Company Policy, 2) Supervision, 3) Working
conditions, 4) Interpersonal relations, 5) Salary, 6) Status, 7) Job security, 8)
Personal life (Herzberg, 2003)

2.2.2.3 McClelland’ Need for Achievement Theory

The need theory further developed by the study of McClelland (1961) who proposes
need for achievement theory and determined three fundamental needs that exist in
different balances. McClelland suggested that when a need is strong in a person, its

effect is to motivate the person to use behavior which leads to satisfaction of the need

(Detamore, 2008)

e Need for Achievement (n-ach): Individuals with strong need to achievement
seek achievement, attainment of goals and advancement. They have strong
need for feedback, sense of accomplishment and progress.

e Need for Affiliation (n-affil): Individuals with high affiliation motive strive
for friendships, interaction and to be liked.

e Need for Power (n-pow): Individuals with this need tend to be concerned with
prestige and gaining influence over others than with effective performance.

Authority motivated needs to influence and make an impact.
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McClelland developed a descriptive set of factors which reflect a high need for

achievement. They are:

e The situations where achievers take personal responsibility for finding
solutions to problems
e Achievers set moderate achievement goals and take well considered risk

e Achievers want concrete feedback about how well they are doing (Pardee,

1990)

Gruneberg (1979) suggests that overall job satisfaction is determined by
subordinates’ needs, values, and expectations of their job. For example, some
individuals have a greater need for job security, while others have a need for
achievement (Kessler, 1993). This statement is consistent with the research of
Friedlander (1963) who examined job satisfaction sources available to workers in the

job environment and determined several significant factors:

e Interpersonal (social and technical aspects of supervision, the work group,
and working conditions)

e Intrapersonal (development and use workers’ capacities and talents)

e Impersonal (opportunities for recognition leading to increasingly challenging

assignments and responsibilities

The Friedlander’s research concluded that older workers, who were less well paid
and educated, derived satisfaction from social and technical interaction. They were
usually complying with the leadership of others and placed more emphasis on job
security. Younger and white collar workers laid emphasis on development and the
utilization of capabilities. Salary and security were not as important as an opportunity

to gain training and experience.

It is obvious that there is a relationship between Maslow’s hierarchy of needs theory,
Herzberg’s two factor theory of motivation and McClelland’s need for achievement
theory. The relationship shows the overlap of higher level needs and motivators and
the coincide overlap of hygiene and lower level needs. Higher level needs of

Maslow’s or motivators of Herzberg serve to motivate people and are of intrinsic
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value. Whereas, lower level needs or hygiene factors must be met before higher level

needs in order to prevent job dissatisfaction.

2.2.2.4 Goal-Setting Theory

Goal-setting theory was developed within industrial/organizational psychology since
1960s and based on some laboratory and field studies. These studies showed that
specific, hard goals lead to a higher level of task performance than do easy goals. So
long as a person is committed to the goal, has the requisite ability to attain it, and
does not have conflicting goals, there is a positive, linear relationship between goal
difficulty and task performance. Hard goals are motivating because they require one
to attain more in order to be satisfied than do low, or easy, goals. Feelings of success
in the workplace occur to the extent that people see that they are able to grow and
meet job challenges by pursuing and attaining goals that are important and

meaningful (Locke & Lantham, 2006)

Robbins (2003) goes on to state that while goal setting leads to higher performance,
there is no evidence that it leads to increased job satisfaction. Therefore, managers
need to be specific in what they are trying to achieve before implementing goal-

setting initiatives.

As we can see above the main reason of all job satisfaction theories is to help
understand what is the employees need and how they are can be motivated. When
managers learn about the needs of their employees it will be easy to manage, direct
and lead them. Job satisfaction is the feelings people experience at work and the
leaders have direct influence on the production of such moods and emotions. This
idea is clearly evident in the transformational leadership literature, because these
types of leaders use strong emotions to arouse similar feelings in their associates.
“Leaders who feel excited, enthusiastic, and energetic themselves are likely to
similarly energize their followers, as are leaders who feel distressed and hostile likely

to negatively activate their followers” (Brief & Weiss, 2002:289).
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2.2.3 MEASUREMENT OF JOB SATISFACTION

Situational theories assume that the interaction of variables such as task
characteristics, organizational characteristics and individual characteristics influences

job satisfaction (Hoy& Miskel, 1996; Crossman& Abou-Zaki, 2003)

Job satisfaction is a complex construct, and there is no universal definition, therefore,
there is no universally accepted method of measuring it. In order to measure job
satisfaction there are two approaches which most widely used, they are a single
global rating and a summation score made up of a number of job facets. The single
global rating method is where an individual is asked to respond to one question
asking how satisfied the individual is with their job. The other approach is a
summation of job facets or multiple item job satisfaction measure that identifies key
elements in a job and asks for the individual's feelings about each job facet. Typical
facets consist of the nature of the work, present pay, promotional opportunities,

relations with co-workers, and supervision (Robbins, 2003).

The multiple-item job satisfaction measures generate information that can provide
managers with data with which to initiate action aimed at improving the overall job
satisfaction of their workers. It also serves to inform managers on aspects of their
operations which workers enjoy and which should be sustained as much as possible.
In essence, it helps managers to improve on their human and organizational

management (Oshagbemi, 1999)

The first contemporary measure of job satisfaction, published by Hoppock in 1935,
was a 4-item measure of general job satisfaction. A great number of measures
followed to assess both general job satisfaction and specific facets of satisfaction

(Stanton et al., 2001).

Smith et al. (1969) developed the Job Descriptive Index (JDI) using the definition of
job satisfaction as feelings or responses to facets of the work situation. For Smith, the
facets are (a) satisfaction with work, (b) satisfaction with pay, (c) satisfaction with
opportunities for promotion, (d) satisfaction with supervision, and (e) satisfaction

with co-workers. Each JDI facet scale contains either 9 or 18 adjectives or short
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adjectival phrases describing various aspects of the respondent’s work experiences.
The JDI has been described as the most popular and widely used measure of job
satisfaction (Buckley, Carraher, & Cote, 1989; DeMeuse, 1985; Zedeck, 1987;
Stanton et al., 2001). Researchers have updated the item content, validity evidence,
and national norms in the three decades since JDI’s original publication. The various
revisions of the instrument have been used in more than 300 published and

unpublished research projects to date (Smith et al., 1987, Stanton et al., 2001).

2.3 THE  RELATIONSHIP BETWEEN TRANSFORMATIONAL,
TRANSACTIONAL, AND LAISSEZ-FAIRE LEADERSHIP STYLES WITH
JOB SATISFACTION

Transformational leadership has consistently shown advantageous effects on a range
of individual and organizational outcomes. There have been numerous studies in
different sectors conducted addressing the relationship of employees' job satisfaction
and leader effectiveness to transformational and transactional leadership styles. The
findings of these studies have generally indicated that there is a high correlation

between the components of transformational leadership and job satisfaction.

Thus, research on leadership and job satisfaction in industry demonstrates a positive
correlation between leaders with high transformational characteristics and increased
job satisfaction of the employee (Avolio& Bass, 1990). The research findings in
education suggest that a balance of transactional and transformational leadership
styles may be most effective for school leaders wishing to improve the satisfaction of
teachers (Parkinson, 2008). The variety of nursing research findings also stated that
leaders who possess high transformational characteristics have employees with
higher levels of job satisfaction and those high in transactional characteristics have

employees with decreased job satisfaction (Gipe, 1997)

Lowe et al. (1996) performed 33 independent empirical studies using the Multifactor
Leadership Questionnaire (MLQ) to study the relationships between leadership styles
and leadership effectiveness. They concluded that there was a strong positive
correlation between all the components of transformational leadership and

subordinate satisfaction with supervision.
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”Leaders who are inspirational and show commitment to a cause or organization,
who challenge their followers to think and provide input, and who show genuine
concern for them (or, for that matter, leaders who contingently reward followers)

should have more satisfied followers” (Bass, 2006)

The present study takes into consideration all these results and proposed following

hypotheses:

H;: There is a positive correlation between subordinates’ perception of their
supervisors’ transformational leadership behavior and subordinates’ overall job

satisfaction in the oil company

H,: There is a positive correlation between subordinates’ perception of their
supervisors’ transformational leadership behavior and subordinates’ satisfaction with

supervisor in the oil company

Hs: There is positive correlation between subordinates’ perception of their
supervisors’ transformational leadership behavior and subordinates’ satisfaction with

work in the oil company

The transformational factors are usually found more highly correlated with outcomes
in effectiveness and satisfaction of employees than is transactional factors. However,
transformational leadership does not replace transactional leadership. Waldman et.al
(1990) state that when a transformational leader find himself not in win-win
situation, he tried to convert this situation to a win-win problem solving situation. If
this is not possible leader may choose the transactional skills. The both of
transformational and transactional leadership contribute to a commitment to the

organization and job satisfaction.
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Contingent reward facet of transactional leadership is ordinarily more highly
correlated with outcomes than is managing-by-exception, active and passive.
Nevertheless, the present study proposed hypotheses that all facets of transactional

leadership positively correlated to job satisfaction:

Hs: There is a positive correlation between subordinates’ perception of their
supervisors’ transactional leadership behavior and subordinates’ overall job

satisfaction in the oil company

Hs: There is a positive correlation between subordinates’ perception of their
supervisors’ transactional leadership behavior and subordinates’ satisfaction with

supervisor in the oil company

He: There is a positive correlation between subordinates’ perception of their
supervisors’ transactional leadership behavior and subordinates’ satisfaction with

work in the oil company

Two meta-analyses (Dumdum, Lowe, & Avolio, 2002; Lowe et al., 1996 cited in
Bass, 2006) show very high average correlations (ranging from .51 to .81) between
all of the components of transformational leadership and measures of follower
satisfaction. In comparison, mean correlations of contingent reward and satisfaction
are somewhat lower (r = .34 to .60), and follower satisfaction tends to be negatively

correlated with management-by-exception and laissez-faire leadership.

Non-leadership style or laissez-faire leaders exercise minimal leadership functions
that give no direction and do not praise or punish followers. Laissez-faire leadership
is almost uniformly negatively correlated with outcomes (Bass,1999). Thus,

following hypotheses are presented:

H;: There is a negative correlation between subordinates’ perception of their
supervisors’ laissez-faire leadership behavior and subordinates’ overall job

satisfaction in the oil company
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Hg: There is a negative correlation between subordinates’ perception of their
supervisors’ laissez-faire leadership behavior and subordinates’ satisfaction with

supervisors in the oil company

Ho: There is a negative correlation between subordinates’ perception of their
supervisors’ laissez-faire leadership behavior and subordinates’ satisfaction with

work in the oil company

Here presents some researches which conducted in industry. Detamore (2007) in a
quantitative non-experimental survey investigated relationship between job
satisfaction, leadership and intent to leave within an engineering consulting firm. The
survey instruments were the MLQ 5X Short Rater Form, used to analyze perceived
leadership styles, the Abridged JDI/Abridged JIG, used to analyze aspects of job
satisfaction and The Staying and Leaving Index (SLI) which helped to analyze intent
to leave. The sample consisted of employees, 3,400 in total, who had a company
email address within an engineering consulting firm in the US. The sample size was
1, 002 of useable responses. The questions were directed to find out if there is a
linear relationship between perceived leadership styles (measured by MLQ 5X Short
Rater Form) and job satisfaction (measured by AJDI/AJIG), and intent to leave
(measured by SLI). These questions were answered using the Pearson Moment
Correlation and multiple regressions because they are parametric tests and
appropriate for interval data. The results show many statistically significant
correlations. At the overall levels of leadership, transformational leadership has weak
to moderate relationships with all job satisfaction scales, with supervision being the
highest followed by job satisfaction in general being next highest. All other job
satisfaction facets had statistically significant yet weak correlations to
transformational leadership style. The strongest of these was opportunities for
promotion. The correlations with transactional leadership style had only one
statistically significant correlation and that was with opportunities for promotion.
Laissez-faire leadership style had all negative statistically significant correlations; the

correlation with supervision being the most negative.
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To summarize, transformational leadership style is highly correlated to job
satisfaction in general. The contingent reward facet of transactional leadership style
is highly correlated to job satisfaction in general, and laissez-faire style and
management by exception passive are highly negatively correlated to job satisfaction

in general.

Catalano (2002) analyzed the relationship between leadership behaviors and job
satisfaction among aerospace engineers. The subjects of the study were technical
staff employed by aerospace company. The convenience sample was 120 employees,
comprised mainly of engineers or employees having engineering-related
responsibilities. Useable responses were 97. Instruments to collect data were the
MLQ 5X short form and the Job Descriptive Index (JDI). Correlation analysis was
used to test six hypotheses. The resulting analysis revealed that (a) transactional
leadership was not positively related to job satisfaction with the following exception:
contingent reward was significantly and positively related to satisfaction with
supervision. (b)Transformational leadership was related to job satisfaction in the
following ways: satisfaction with the job in general was weekly correlated with
intellectual stimulation; satisfaction with supervision was moderately-to-strongly
correlated with all three variables of transformational leadership (intellectual
stimulation, inspirational motivation, individual consideration); satisfaction with

work was weakly related to intellectual stimulation and individual consideration.

This literature review provides a view of the concept of leadership and main
leadership theories. The five leading theories of leadership are reviewed. Most recent
researches are devoted to exploring perceived leadership behavior and its correlation
with different outcomes of work. The current research focused on Bass’s Model of
the Full Range of Leadership which included leadership characteristics of
transformational leadership and transactional leadership models as well as non-
leadership factor laissez faire. Additionally, this chapter presents definitions of job
satisfaction, the theories and measurement of job satisfaction. Moreover, various
studies which aim to determine relationship between perceived leadership behavior

and job satisfaction are discussed.
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CHAPTER 3

METHODOLOGY

The methodology part of the study presents research method and includes such
information as: research questions and hypotheses, the sample selection,

instrumentation and data collection.

The purpose of this study is to examine the relationships between the perceived
leadership behavior of the supervisors in oil companies of Kazakhstan and
employees’ job satisfaction. This study considers the propositions of Bass and his
colleagues’ work on the importance of transformational leadership dimensions, as
affecting the performance of work groups and organization which leads to an
extraordinary effort and outcome. Researchers stated that both transformational
leadership and contingent reward have positive relationships to follower job
satisfaction; and the relationships between management-by-exception and laissez-
faire leadership and follower satisfaction ranged from slightly positive to negative.
This study takes into consideration these propositions and examines it in oil

companies of Kazakhstan.

3.1 RESEARCH QUESTIONS AND HYPOTHESES

There are three research questions and nine null hypotheses presented in order to
guide the study and analyzed in detail the relationship between three independent
variables, perceived transactional, transformational, and laissez-faire leadership
behaviors and three dependent variables, overall job satisfaction, satisfaction with

supervisor, and satisfaction with work.

Research Question 1.

What are the relationships between leadership behaviors (as measured by the
Multifactor Leadership Questionnaire (MLQ) 5X Rater Form) and subordinates’

overall job satisfaction in oil company?
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Research Question 2.

What are the relationships between leadership behaviors (as measured by the
Multifactor Leadership Questionnaire (MLQ) 5X Rater Form) and subordinates’

satisfaction with supervisor in oil company?

Research Question 3.

What are the relationships between leadership behaviors (as measured by the
Multifactor Leadership Questionnaire (MLQ) 5X Rater Form) and subordinates’

satisfaction with work in oil company?

Hypotheses

H;: There is a positive correlation between subordinates’ perception of their
supervisors’ transformational leadership behavior and subordinates’ overall job

satisfaction in oil company

H,: There is a positive correlation between subordinates’ perception of their
supervisors’ transformational leadership behavior and subordinates’ satisfaction with

supervisor in oil company

Hs: There is positive correlation between subordinates’ perception of their
supervisors’ transformational leadership behavior and subordinates’ satisfaction with

work in oil company

Hs: There is a positive correlation between subordinates’ perception of their
supervisors’ transactional leadership behavior and subordinates’ overall job

satisfaction in oil company

Hs: There is a positive correlation between subordinates’ perception of their
supervisors’ transactional leadership behavior and subordinates’ satisfaction with

supervisor in oil company
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He: There is positive correlation between subordinates’ perception of their
supervisors’ transactional leadership behavior and subordinates’ satisfaction with

work in oil company

H7: There is negative correlation between subordinates’ perception of their
supervisors’ laissez-faire leadership behavior and subordinates’ overall job

satisfaction in oil company

Hg: There is negative correlation between subordinates’ perception of their
supervisors’ laissez-faire leadership behavior and subordinates’ satisfaction with

supervisors in oil company

Ho: There is negative correlation between subordinates’ perception of their
supervisors’ laissez-faire leadership behavior and subordinates’ satisfaction with

work in oil company

3.2 RESEARCH DESIGN

This study used quantitative analysis that tested hypotheses in order to examine
relationship between the perceived leadership behavior of supervisor and

subordinates’ job satisfaction.

3.3 POPULATION AND SAMPLE

The population of this study was all employees of oil companies within Kazakhstan,
except that employees who are heavy labor and working in oil derrick. As sample
size we determined employees of companies situated in two main oil producing cities
Atyrau, Aktyube and two main cities of Kazakhstan Almaty and Astana, which are
business centers of the Republic. The survey instruments were translated into
Russian because while all potential respondents were of different nationalities, they
all have a good knowledge of Russian. The translated versions of instruments are
presented in Appendix B. The employees of 16 companies participated in the survey.
The means of selecting a sample to represent a workforce was through random
selection. Survey instruments were distributed via the Internet. At first we contacted

the HR department and asked for assistance. The distribution of the questionnaires
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was carried out by the human resources departments of the participating companies

who forwarded questionnaires onto employees by email.

The survey process started on 2™ February and lasted 5 weeks, until 7" March. The
study instruments were distributed to 200 employees in 16 companies. The final

count revealed that 115 (57, 5%) completed questionnaires were returned.
3.4 INSTRUMENTS

The independent variables as transformational, transactional and laissez-faire
leadership were measured using the Multifactor Leadership Questionnaire Rater
Form 5X, while dependent variables such as job satisfaction, supervisor, and job in
general were measured by Job Descriptive Index (JDI) and Job in General (JIG). In
order to find out demographic and career information the third instrument used in
this study was a questionnaire consisting of the demographic characteristics of each

respondent. All study instruments are given in Appendix C.
3.4.1 Multifactor Leadership Questionnaire (MLQ) Rater Form 5X

This study used The Multifactor Leadership Questionnaire, which based on the Full
Range Leadership Model developed by Bass and Avolio, in order to measure

subordinates’ perception of their supervisors’ leadership style.

The MLQ is a short and comprehensive survey of 45 items that measures a full range
of leadership styles. The original MLQ consisted of 73 items, measuring five factors.
After criticism of scholars concerning incorporation of items, factor structure and
subscales, the MLQ was substantially revised. There are two forms of MLQ. The
first is the Leader Form that asks the leader to rate themselves. However, research
has shown that self-ratings of one’s own leader behavior are prone to bias. Therefore,
the more important version of the MLQ is the Rater Form. The MLQ Rater Form
requires associates of leaders to rate the frequency of their leader’s transactional and
transformational leadership behavior by using the 5-point Likert rating scale (0 = Not

at all, 1=Once in a while, 2=Sometimes, 3=Fairly often, 4 = Frequently, if not
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always). The Rater Form is generally used in research to measure transformational

and transactional leadership.

The revised form of the MLQ Rater Form 5X consisted of a 36 item leadership scale,
a 2 item subordinate satisfaction scale, a 3 item subordinate extra effort scale, and a 4
item organizational effectiveness scale. The 36 item leadership scale consisted of 9
leadership subscales including idealized influence (attributed), idealized influence
(behavioral), inspirational motivation, intellectual stimulation, individualized
consideration, contingent reward, management by exception active, management by
exception passive and laissez-faire. Each subscale consisted of four items. Twenty
items measure transformational leadership, twelve items measure transactional

leadership and 4 items measure laissez-faire leadership.

For study purposes three aspects of leadership, transformational, transactional and
laissez-faire were used to measure the perceived leadership style of the supervisor.

Three outcome factors of leadership were not considered.

The MLQ has excellent validity and reliability and has been used all around the
world. The scales of MLQ have demonstrated good to excellent internal consistency

with alpha coefficients above the 0.80 level for all MLQ scales (Bass, 2006).

Researchers have stated that internal consistency reliability data from various studies
range from .60 and .92 with a median of .86 for transformational leadership and
between .62 and .93 with the median of .83 for transactional leadership (Hater &
Bass, 1988; Yammarino & Bass, 1990 cited in Catalano, 2002)

3.4.2 Job Descriptive Index

The Job Descriptive Index (JDI) and Job in General (JIG) were used to analyze
aspects of subordinates’ job satisfaction within oil companies in Kazakhstan. The
JDI was a result of the work of Smith, Kendall, & Hulin (1969). It provides five
subscales that measure different facets of job satisfaction and each facet scale
contains either 9 or 18 adjectives or short adjectively phrases describing various

aspects of the respondents’ work experience. There are 72 items: work itself (18
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items), pay (9 items), promotion (9 items), supervision (18 items), and co-workers

(18 items).

The JDI has been described as the most popular and widely used measure of job
satisfaction (Buckley, Carraher, & Cote, 1989; DeMeuse, 1985; Zedeck, 1987;
Stanton et al., 2001).

Job in General is a multidimensional scale developed by Smith et.al (1989) to
measure the employees’ feelings about their overall job satisfaction. The instrument

consists of 18 one- to three word adjectives.

For the purposes of this study, the Satisfaction with work scale, the Supervision
Scale, and Job in General Scale were used. For work on present position such
adjectives as “good”, “boring” are offered. The Supervision Scale includes short
phrases such as “praises good work”, “asks my advice” or adjectives such as “lazy”
and”stubborn”. The Job in General also contains both phrases as “waste of time” and
adjectives like “bad”. An individual responded to each item by selecting “Agree”
(Yes) if the item described his/ her job, “Disagree” (No) if the item didn’t describe
his/her job and “Neither agree nor disagree”(?) if he/her could not decide. Positive
responses to positive adjectives, such as “good”, are scored 3, “?s” are scored 1, and
negative responses are scored 0. Negative responses to negative adjectives, such as
“bad” are scored 3, “?s” are scored 1, and positive responses are scored 0. A higher

overall score indicates greater job satisfaction and vice versa.

The Respondent profile questionnaire developed to obtain demographic and career
information of respondents. Demographic items refer to age, gender, marital status,
education, and nationality. The career items included present position, years of

experience in present position and years of experience in oil sector.

The research instruments were translated to Russian language by professional
translator. A pilot study was conducted with a sample of 10 employees, who works
in different industry to identify potential problems with interpretation of terms and
concepts. Generally items were understood. There was a problem with some MLQ

items. Particularly, respondents considered that items of management-by-exception
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passive and laissez-faire leadership were too similar. Probably the problems occurred
when some word combinations in English replaced with word combinations in

Russian which is closer to original meaning but not exactly the same.

3.5 DATA ANALYSIS

Data analysis was done using the Statistical Package for the Social Sciences (SPSS
11.0). Descriptive statistics including the mean, standard deviation, and frequency
distribution gave us information about sample characteristics. The reliability analysis
(Cronbach alpha) was used as a measurement of internal consistency for instruments.
It is conventional to view an a of 0.7 or greater as indicating a reliable scale (Hinton,
2004). In order to test research questions and hypotheses Pearson correlation
coefficient r and multiple regression analysis were used. Correlation coefficient r
represents the nature of the relationship between the two variables. The importance
of r is that, as well as telling us the strength and direction of a correlation, it also
provides us with a formula for predicting the scores on one variable by using the
scores of the other variable. The strength of the relationship is indicated by the
magnitude of the r-value. If the value of coefficient is O this means that there is no
linear relationship between variables. As the r-value approaches £1 the strength of
the relationship increases. A positive correlation indicates that the two variables
covary in the same direction. A negative sign indicates covariation in the opposite
direction. A prediction about a correlation can be one-tailed or two-tailed. A one-
tailed test specifically states whether the correlation will be positive or negative,
whereas a two-tailed prediction merely predicts a significant correlation. To test our
hypotheses we need to take a one-tailed test. The Multiple Regression analysis gives
opportunity to make predictions of the dependent variable based on several
independent variables. As multiple regression is merely an extension of bivariate
linear regression, only the linear relationships between the independent variables and
the dependent variables are tested. This analysis measured which of the independent

variables were the most important in predicting the dependent variables.
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3.5.1 Reliability of MLQ and JDI/JIG

Cronbach’s alpha, which is a numerical coefficient of reliability, was computed to

find out the internal consistency of the scale. Reliability is needed when variables

developed from summated scale, as summated scales are collection of interrelated

items developed to measure underlying constructs, it is very important to know

whether the same set of items would elicit the same responses. It is conventional to

view an a of 0.7 or greater as indicating a reliable scale, but lower thresholds are

sometimes used (Hinton, 2004).

Table 1: Reliability Coefficients for MLQ 5X Rater Form

Laissez- faire

Factors Number of | Reliability
Items Coefficient (o)
Transformational Leadership
e Idealized Influence Attributed 4 0,7576
e Idealized Influence Behavioral 4 0,7506
e Inspirational Motivation 4 0.7488
¢ Intellectual Stimulation
4 0,8049
¢ Individual Consideration
4 0,8163
Transactional Leadership
: 4
e (Contingent Reward 0,7803
e Management-by-exception Active 4 0,7409
e Management-by-exception Passive 4 0.7428
Non- Leadership
4 0,6588

For this study alpha was computed for MLQ and JDI/JIG instruments. For the MLQ
(Table 1), the coefficient alphas ranged from 0, 6588 to 0, 8163. For the JDI/JIG the

alpha for supervision is 0, 8610, for work on present 0, 7970, for job in general 0,
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8606. According to alpha coefficient we can state that instruments are reliable and

we can test our hypotheses.

3.5.2 Factor Analysis

Factor analysis was performed to validate survey instrument and to examine
homogeneity of the items with original instrument. According to alpha reliability of
JDI and JIG job satisfaction scales showed good result and it was decided that factor
analysis wasn’t perform for these scales. The translated version of Multifactor
Leadership Questionnaire was subjected to a factor analysis as some problems with
items were arisen while conducting pilot study. The data from 115 usable
questionnaires were used. A Principle Component Extraction method with Varimax
rotation was used in analysis. Before conducting factor analysis KMO and Bartlett’s
test of sphericity were measured. The Kaiser-Meyer-Olkin (KMO) is a measure for

sample size adequacy. It shows whether the sample size is enough or not.

Table 2 : KMO and Bartlett's Test

Kaiser-Meyer-Olkin  Measure of Sampling 208
Adequacy. ’
Bartlett's Test of|Approx. Chi-Square 2269,459
Sphericity df 630

Sig. ,000

The KMO’s value under 0, 50 is considered as unacceptable. Base on the measure
0,808, we can see that our sample size is enough to conduct the factor analysis.
Bartlett’s test shows that significant level is, 000, which means that there is strong
correlation among variables and we can continue our analysis. After the factor

analysis of the 36 original items, some items change their position.
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Table 3. Factor Loadings after Varimax Rotation

Component
item
number
1 2 3
Instills pride in me for being associated with him/her qlo - ,277 1-,007
Acts in ways that builds my respect q2l ’- ,273 |-,139
Specifies the importance of having a strong sense oflq 14 [GH§ | 252 [,019
purpose
Considers the moral and ethical consequences of|q23 B8 (388 |-,137
decisions
Emphasizes the importance of having a collective sense|q 34 |ig# | 295 |-,129
of mission
Talks optimistically about the future q9 ’- ,292 |-,072
Talks enthusiastically about what needs to belq13 B8 402 |,107
accomplished
Re-examines critical assumptions to question whether|q 2 Bl 300 073
they are appropriate
Seeks differing perspectives when solving problems q8 ’- ,070 |-,151
Gets me to look at problems from many different angels |q 30 ’- ,033 |-,172
Suggests new ways of looking at how to complete|q32 || | 107 |-,099
assignments
Spends time teaching and coaching qls ’- ,165 |-,253
Treats me as an individual rather than just as a member|q 19 |iG88 (157 |,135
of a group
Considers me having different needs, abilities, and|q29 @ | 067 |-,112
aspirations from others
Helps me to develop my strengths q31 ’- ,158 |-,057
Provides me with assistance in exchange for my efforts |q 1 ’- ,045 |-,126
Makes clear what I can expect to receive when|q 16 B8 |,123 |-,097
performance goals are achieved
Expresses satisfaction when I meet expectations q35 - ,053 |-,116
Focuses attention on irregularities, mistakes, exceptions,|q 4 o010 |08 |,128
and deviations from standards
Concentrates his/her full attention on dealing with|q 22 ,171 (I8 |,006

mistakes, complaints, and failures
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item

achieving performance targets

number |1 2 3

Keeps track of all mistakes q24 ,176 - -,133
Directs my attention toward failures to meet standards |q 27 -,020 (1698 |,057

Goes beyond self-interest for the good of the group ql8 ,349 - -,353
Displays a sense of power and confidence q25 ,186 (1608 |-,204
Talks about their most important values and beliefs q6 287 [IB08 |-,130
Articulates a compelling vision of the future q26 219 (I68 |-,004
Expresses confidence that goals will be achieved q 36 ,409 - -,136
Discusses in specific terms who is responsible forjq I1 1317 |I5g§ |-,051

-,018

Avoids getting involved when important issues arise q5 -,193

-

Is absent when needed q7 -,179 1,030

Avoids making decision q28 -,309 |-,132

Delays responding to urgent questions q33 -,141 |-,025

Fails to interfere until problems become serious q3 236 |,132

Waits for things to go wrong before taking action ql2 |-,093 |-,007

Shows taht he/she is a firm believer in “If it ain’t broke,|q 17 |_037 |- 146
don’t fix it”

Demonstrates that problems must become chronic|q 20 026 |-,059
before taking action

Two of the five transformational leadership factors remained after the factor analysis,
contingent reward factor of transactional leadership with three items (ql, q16, g35)
added to transformational leadership, idealized influence attributed remained with
two items (ql0, q21), idealized influence behavioral with three items (ql4, q 23,

q34), and inspirational motivation with two items (q9, q13).

Within the dimension of transactional leadership, the management-by-exception
active consisted of four items (g4, q22, 24, q27) and has remained in the
transactional leadership factor. Two items of idealized influence attributed (ql8,

g25), two items of inspirational motivation (q26, q36), and one item of idealized
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influence behavioral (q6), one item of contingent reward (ql1) were added to the

transactional leadership factor.

Four items of laissez-faire leadership have remained; additionally four items of

management-by-exception passive (q3, q12, q17, q20) were added to factor.

The possible explanation of these changes could be translation problem, the lack of
necessary words and terms in Russian language or the wrong perception of

questions’ meaning.
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CHAPTER 4

RESULTS

The interpretation of related results is presented in this chapter. Specifically, this
chapter presents a description of demographic profiles, and the results of hypothesis

testing.

4.1 DEMOGRAPHIC FREQUENCIES

There are eight demographic variables: a) age, b) gender, ¢) marital status, d)
education, e) present position, f) years of experience on present position, g) years of

experience in oil industry, and h) nationality.

Despite the fact that the oil industry heavily masculine work 60 (52, 2%) of the
respondents were females and 55 (47, 8%) were males. As the study mainly focused

on employees working in administration it is a possible result.

The age group from 20-30 represents the largest group of respondents 74 (64,3 %),
this group was followed by 31-40 years age group, which was composed from 19
(16, 5 %), 41-50 years age group composed 16 (13,9%), 51-60 years age group was
composed form 4 respondents or 3,5% and 60< years age group was composed from

2 (1,7%) respondents.

The marital status of the sample showed that 66 (57,4%) of the respondents were
single, and 49 (42,6 %) were married.

Table 4: Education

Frequency| Percent | Valid | Cumulative
Percent| Percent
Valid College 7 6,1 6,1 6,1
University 94 81,7 81,7 87,8
Master/Doctor| 14 12,2 12,2 100,0
Total 115 100,0 100,0

56



The majority of respondents were university graduates 94 (81, 7%). There were 14
(12, 2 %) respondents having Master/Doctoral degree and 7 (6, 1 %) graduated

college.

Table 5: Current Position

Frequency| Percent Valid | Cumulative
Percent Percent
Valid |[Specialist 35 30,4 304 304
Leading 10 8,7 8,7 39,1
specialist
Manager 28 24,3 243 63,5
Engineer 24 20,9 20,9 84,3
Other 18 15,7 15,7 100,0
Total 115 100,0 100,0

As we can see from results, the majority of respondents are in specialist group 35
(30,4%). The new recruits in the organization begin with a specialist position and in
the order of promotion they become a leading specialist and a manager. It varies
form organization to organization. Also the sample for this study was made up of 24

(20,9%) engineer, 28 (24, 3%) managers, and 10 (8,7%) leading specialist.

Table 6: Years in Present Position

Frequency | Percent Valid | Cumulative
Percent Percent
Valid Below 25 21,7 21,7 21,7
lyear

1-3year 47 40,9 40,9 62,6

4-6year 22 19,1 19,1 81,7

7-9year 11 9,6 9,6 91,3

10< 10 8,7 8,7 100,0
Total 115 100,0 100,0

As expected, relatively new recruits were in the majority 47 (40,9 %), followed by

respondents with work experience below 1 year (21,7%).
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Table 7: Years of Experience in Oil Sector

Frequency | Percent | Valid |Cumulative
Percent | Percent
Valid |Below 1 24 20,9 20,9 20,9
year
1-3 years 43 37,4 37,4 58,3
4-6years 24 20,9 20,9 79,1
7-9years 14 12,2 12,2 91,3
10< 10 8,7 8,7 100,0
Total 115 100,0 100,0

As we can see, most participants (37,4%) reported that they had been in the oil
industry more than 1 year. 20,9 % of all respondents have experience in the oil sector
of 4-6 years, as well as respondents with experience in the oil sector below 1 year.
Only 8.7 % of all respondents have more than ten years of work experience in the oil

sector.

As expected, the majority of respondents were Kazakhs 80 (69.6 %). There were also
17 (14, 8 %) Russians, and 18 (15,7%) other nationalities.

4.2 RESEARCH QUESTIONS AND HYPOTHESIS TESTING

Research Question 1.

What are the relationships between leadership behaviors (as measured by the
Multifactor Leadership Questionnaire (MLQ) 5X Rater Form) and subordinates’

overall job satisfaction in oil company?

Research question were tested using a multiple regression analysis. Statistical
significance for these tests was determined at alpha 0,05 level. Table 8, Table 9 and

Table 10 present the results of these analyses.
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Table8. Multiple Regression Model Summary For Transformational, Transactional

and Laissez-faire Leadership and Overall Job Satisfaction

R R-squared | Adjusted | Std.Error | Durbin F Sig.
of the
R square Estimate Watson
481a ,231 211 ,54193 1,762 11,140 ,000

a Predictors: (Constant), LF, TRANSACL, TRANSFLE
b Dependent Variable: SJIG

Table 8 shows that transformational, transactional and laissez-faire leadership
(independent variables) explain 23% variation in overall job satisfaction (dependent
variable) of subordinates’ in oil companies. The results are statistically significant.

There is no autocorrelation between variables.

In order to identify variation for each independent MLQ factors on overall job

satisfaction the facets were considered individually.

Table 9. Regression Model of the MLQ Factors & Overall Job Satisfaction by

Variation Analysis of R square, F Ratio and Beta

R F ratio | Beta | Sig.
square

Idealized Influence (Attributed) , 144 18,935 | ,379 ,000
Idealized Influence (Behavioral) ,128 16,560 | ,358 ,000
Inspirational Motivation ,205% 29,196 | ,453 ,000
Intellectual Stimulation ,144 18,935 | ,379 ,000
Individual Consideration ,119 15,260 | ,345 ,000
Contingent Reward ,092 11,442 | ,303 ,001
Management-by-Exception Active ,058 7,006 ,242 ,009
Management-by-Exception Passive ,002 221 -,044 | ,639
Laissez-faire ,073 8,897 | -,270 | ,004
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In an effort to develop a self-weighing estimating equation to predict what facets of
leadership most strongly account for variations in overall job satisfaction, a multiple

regression analysis was performed using stepwise selection.

Table 10. Multiple Regression Model Summary for Leadership and Overall Job

Satisfaction
Model | R R Adjusted | Std.Error Change Statistics
square of the
q Rsquare | Estimate [g F dfl [df2 | Sig. F
square | change
change change
1 453 | ,205 ,198 ,54615 ,205 29,196 |1 113 |,000

a Predictors: (Constant), IM
b Dependent Variable: SJG

Table 10 shows that only Inspirational Motivation explains 20,5 % of variation in
overall job satisfaction and there are other contributors to the subordinates’ overall
job satisfaction construct not explained by perceived leadership. The Inspirational
Motivation is the only contributor to overall job satisfaction. This facet of
transformational leadership describes leader who motivates and inspires those around

them by providing meaning and challenge.

Research Question 2.

What are the relationships between leadership behaviors (as measured by the
Multifactor Leadership Questionnaire (MLQ) 5X Rater Form) and subordinates’

satisfaction with supervisor in oil company?

The overall contribution of transformational, transactional and laissez-faire
leadership (independent variable) to subordinates’ satisfaction with supervisor

(dependent variable) tested by multiple regression and present in Table 11
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Table 11. Multiple Regression Model Summary For Transformational, Transactional

and Laissez-faire Leadership and Satisfaction with Supervisor

R R-squared | Adjusted | Std.Error | Durbin F Sig.
of the
R square Estimate Watson
,735a ,540 ,527 ,40856 2,112 43,470 ,000

a Predictors: (Constant), LF, TRANSACL, TRANSFLE
b Dependent Variable: SJIG

The transformational, transactional and laissez-faire leadership explain 54% variation
in satisfaction with supervisor, which is expected result as these constructs more
connect with each other. This result is statistically significant. There is no

autocorrelation between variables.

Table 12 shows the percentage of variation for each independent MLQ factor and

satisfaction with supervisor scores

Table 12. Regression Model of the MLQ Factors & Satisfaction with supervisor by

Variation Analysis of R square, F Ratio and Beta

R F ratio | Beta | Sig.
square

Idealized Influence (Attributed) ,313%* 51,496 | ,560 ,000
Idealized Influence (Behavioral) ,314%* 51,735 | ,560 ,000
Inspirational Motivation ,182 25,100 | ,426 ,000
Intellectual Stimulation ,320%* 53,174 | ,566 ,000
Individual Consideration ,420%* 81,980 | ,648 ,000
Contingent Reward ,235% 34,734 | ,485 ,000
Management-by-Exception Active ,013 1,451 ,113 ,231
Management-by-Exception Passive ,028 3,255 | -,167 | ,074
Laissez-faire ,245% 36,634 | -,495 | ,000
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In an effort to develop a self-weighing estimating equation to predict what facets of
leadership most strongly account for variations in satisfaction with supervisor, a

multiple regression analysis was performed using stepwise selection.

Table 13. Multiple Regression Model Summary for Leadership and Satisfaction with

supervisor.
Model | R R Adjusted | Std.Error Change Statistics
Rsquare |of  the
square Estimat :
stimate | g F dfl | df2 | Sig. F

square | change

change change
1 ,648(a) |,420 | ,415 ,45460 ,420 81,980 |1 113 |,000
2 ,733(b) |,537 |,529 ,40814 117 28,190 |1 112 |,000
3 ,749(c) | ,561 ,549 ,39918 ,024 6,086 1 111 {1,015
4 ,759(d) | ,577 | ,561 ,39375 ,016 4,082 1 110 |,046

a Predictors: (Constant), IC

b Predictors: (Constant), IC, LF

¢ Predictors: (Constant), IC, LF, IIB

d Predictors: (Constant), IC, LF, IIB, MBA
e Dependent Variable: SSUPERVI

Table 13 shows that individual consideration explains 42% of the variance in
satisfaction with supervisor. Adding laissez-fair adds another 11,7% of the
explaining power. Adding idealized influence behavioral adds another 2,4%,
management-by-exception active another 1,6%, for a total of 57,7% explanation of
the variance in satisfaction with supervisor. The overall statistically significant

equation represented by this analysis from Table 14 is:

Y = 1,375 +,318X (1) - ,242X (2) +,195X (3) - ,112X(4)
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where Y is satisfaction with supervisor, X(1) is individual consideration, X(2) is
laissez-fair, X(3) is idealized influence behavioral, X(4) is management-by-exception

active.

Table 14. Multiple Regression Coefficients for Leadership and Satisfaction with

supervisor
Unstandardize Standardized t Sig.
d Coefficients Coefficients
Model B Std. Error Beta
1 (Constant) 1,092 ,128 8,538 ,000
IC ,436 ,048 ,648 9,054 ,000
2 (Constant) 1,506 ,139 10,851 | ,000
IC ,376 ,045 ,559 8,407 ,000
LF -,279 ,053 -,353 -5,309 | ,000
3 (Constant) 1,229 ,176 6,990 ,000
IC ,304 ,052 ,453 5,804 ,000
LF -,252 ,053 -,319 -4,801 | ,000
1IB ,159 ,065 ,196 2,467 ,015
4 (Constant) 1,375 ,188 7,319 ,000
IC ,318 ,052 ,473 6,095 ,000
LF -,242 ,052 -,306 -4,646 | ,000
1IB ,195 ,066 ,240 2,950 ,004
MBA -,112 ,055 -,137 -2,021 | ,046

The results of stepwise analysis are differing from regression analysis. The
management-by-exception active when considered alone did not have any variation
in satisfaction with supervisor. However, according to the results of stepwise analysis
in consideration with all factors together management-by-exception active also
contributed for variations in satisfaction with supervisor even though with a small

percentage.

Research Question 3.

What are the relationships between leadership behaviors (as measured by the
Multifactor Leadership Questionnaire (MLQ) 5X Rater Form) and subordinates’

satisfaction with supervisor in oil company?
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The overall contribution of transformational, transactional and laissez-faire
leadership (independent variable) to subordinates’ satisfaction with work (dependent

variable) tested by multiple regression and present in Table 15.

Tablel5. Multiple Regression Model Summary for Transformational, Transactional

and Laissez-faire Leadership and Satisfaction with work.

R R-squared | Adjusted | Std.Error | Durbin F Sig.
of the
R square Estimate Watson
,555a ,308 ,290 49314 1,763 16,490 ,000

a Predictors: (Constant), LF, TRANSACL, TRANSFLE
b Dependent Variable: SPP

The transformational, transactional and laissez-faire leadership explain 29% variation
in satisfaction with work. The result is statistically significant, and there is no

autocorrelation between variables.

Table 16 shows the percentage of variation for each independent MLQ factor and

satisfaction with supervisor scores
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Table 16. Regression Model of the MLQ Factors & Satisfaction with Work by

Variation Analysis of R square, F Ratio and Beta

R Fratio | Beta | Sig.

square

Idealized Influence (Attributed)

,188* | 26,090 | ,433 | ,000

Idealized Influence (Behavioral)

,209% 1 29,892 | 457 | ,000

Inspirational Motivation

,168 22,812 | ,410 | ,000

Intellectual Stimulation

,135 17,642 | ,367 | ,000

Individual Consideration

,184* | 25,517 | ,429 | ,000

Contingent Reward

,092 11,397 | ,303 | ,001

Management-by-Exception Active

,002 ,225 ,045 | ,636

Management-by-Exception Passive

,005 ,559 ,070 | ,456

Laissez-faire

,118 15,154 | -,344 | ,000

In an effort to develop a self-weighing estimating equation to predict what facets of

leadership most strongly account for variations in satisfaction with work, a multiple

regression with stepwise selection was performed.

Table 17. Multiple Regression Model Summary for Leadership and Satisfaction with

Work.
Model | R R Adjusted | Std.Error Change Statistics
square of  the
d Rsquare | Estimate [ F dfl [df2 | Sig F

square | change
change change

1 A457(@) |,209 |,202 ,52260 ,209 29,892 |1 113 | ,000

2 ,505(b) | ,255 ,242 ,50944 ,046 6,913 1 112 10,10

3 ,543(c) | ,295 ,276 ,49787 ,040 6,262 1 111 |0,14

a Predictors: (Constant), [IB

b Predictors: (Constant), IIB, IIA; c

Dependent Variable: SSP

Predictors: (Constant), 1IB, 1IA, MBA; d
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Table 17 shows that idealized influence behavioral explains 20, 9% of the variance in
satisfaction with work. Adding idealized influence attributed adds another 4,6% of
the explaining power. Adding management-by-exception active adds another 4% for

a total of 29,5% explanation of the variance in satisfaction with work.

The overall statistically significant equation represented by this analysis from Table

18 is:

Y =, 804 +, 290X (1) +, 221X (2) -, 179X (3)

where Y is satisfaction with work, X(1) is idealized influence behavioral, X(2) is

idealized influence attributed, X(3) is management-by-exception active.

Table 18. Multiple Regression Coefficients for Leadership and Satisfaction with

work

Unstandardize Standardized t Sig.

d Coefficients Coefficients

Model B Std. Error Beta

1 (Constant) ,710 , 187 3,794 | ,000
1B ,366 ,067 457 5,467 | ,000
2 (Constant) ,564 ,191 2,955 | ,004
1B ,251 ,079 ,313 3,188 | ,002
A 177 ,068 ,258 2,629 | ,010
3 (Constant) ,804 ,210 3,833 | ,000
1B ,290 ,078 ,362 3,692 | ,000
A ,221 ,068 ,322 3,242 | ,002
MBA -,179 ,071 -,223 -2,502 | ,014

As with the previous research question the management-by-exception active when
considered alone did not have any variation in satisfaction with work. However,
according to the results of stepwise analysis in consideration with all factors together
management-by-exception active also contributed for variations in satisfaction with

work even though with a small percentage.
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Hypotheses testing

The hypotheses were tested using a Pearson’s Moment Correlations. The first three
hypotheses stated that there is a positive correlation between transformational
leadership and job satisfaction. For the Hypothesis 1 dependent variable was
subordinates’ overall satisfaction, for Hypothesis 2 subordinates’ satisfaction with
supervisor, and for Hypothesis 3 subordinates’ satisfaction with work. The

correlation coefficients used in hypotheses testing are presented in table 19.

Hypothesis 1, which stated that there would be a positive correlation between
transformational leadership and subordinates’ overall job satisfaction, was
completely supported by the results. There are significant positive relationships
existing between overall job satisfaction and idealized influence attributed (r= .379),
idealized influence behavioral (r= .358), intellectual stimulation (r= .379),

inspirational motivation (r=453), and individual consideration (r=.345).

Table 19: Correlations between Transformational Leadership Variables and Job

Satisfaction Variables

Transformational Leadership Variables Job Satisfaction

Overall | Supervision | Work
Idealized Influence Attributed ,379%* ,560%* ,433%*
Idealized Influence Behavioral ,358%* ,560%* LA57**
Intellectual Stimulation ,379%* ,566%* ,307%*
Inspirational Motivation ,A453%* LA20%* LA410%*
Individual Consideration ,345%* ,648%* ,420%*

k3 p< ,01
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Hypothesis 2, which stated that there would be a positive correlation between
transformational leadership and subordinates’ satisfaction with supervisor, was
completely supported by the results. According to results, there is a positive
moderate correlation existed between subordinates’ satisfaction with supervisor and
idealized influence attributed (r= .560), idealized influence behavioral (r= .560),
intellectual stimulation (r= .566), inspirational motivation (r= .426), and individual

consideration (r= .648).

Hypothesis 3, which stated that there would be a positive correlation between
transformational leadership and subordinates’ satisfaction with work, was also
completely supported by the findings. There is positive significant correlation existed
between subordinates’ satisfaction with work and idealized influence attributed
(r=.433), idealized influence behavioral(r= .457), intellectual stimulation (r= .367),

inspirational motivation (r= .410), and individual consideration (r= .429).

Table 20 contains the correlations between the three transactional leadership
variables (contingent reward, management-by-exception active, and management-by-
exception passive) and three job satisfaction variables. These correlations are used to

test Hypotheses 4, 5, 6.

Hypothesis 4, which stated that there would be a positive correlation between
transactional leadership and subordinates’ overall job satisfaction, was supported for
contingent reward and management-by-exception active. Thus, there is a significant
positive correlation existed between subordinates’ overall job satisfaction and

contingent reward (r=.303), and active management-by-exception (r= .242).
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Table 20: Correlations between Transactional Leadership Variables and Job

Satisfaction Variables

Transactional Leadership Variables Job Satisfaction

Overall | Supervision | Work
Contingent Reward ,303** ,A485%* ,303**
Management-by-Exception ,242%% ,113 ,045
Active
Management- by-Exception ,044 -,167* -,070
Passive

** p<.01, *p<.05

Hypothesis 5, which stated that there would be a positive correlation between
subordinates’ perception of their supervisors’ transactional leadership and
subordinates’ satisfaction with supervisor, was supported for contingent reward (r=

485).

The hypothesis was not supported for management-by-exception either for active and
passive. However, there is a significant negative correlation was found between the
subordinates’ satisfaction with supervisor and management-by-exception passive (r=

167, p< .05)

Hypothesis 6, which stated that there would be a positive correlation between
subordinates’ perception of their supervisors’ transactional leadership and
subordinates’ satisfaction with work, was supported only for contingent reward (r=

303,p<.01)

The correlation between non-leadership variable (laissez-faire) and three variables of

job satisfaction (overall job satisfaction, satisfaction with supervisor, and satisfaction
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with work) are presented in table 21. These correlations are used to test Hypotheses

7,8,09.

Hypothesis 7, which stated that there would be a negative correlation between
subordinates’ perception of their supervisors’ laissez-faire leadership and
subordinates’ overall job satisfaction, was supported by the findings. A significant
negative correlation was found between overall job satisfaction and laissez-faire

leadership (r= -, 270)

Table 21: Correlations between Non- Leadership Variable and Job Satisfaction

Variables
Non- Leadership Variable Job Satisfaction
Overall Supervision |  Work
Laissez-faire leadership -, 270%* -, 495%* -, 344%*
** p<.01

Hypothesis 8, which stated that there would be a negative correlation between
subordinates’ perception of their supervisors’ laissez-faire leadership and
subordinates’ satisfaction with supervisor, was supported by the findings, there is a
significant negative correlation was received between subordinates’ satisfaction with

supervisor and laissez-faire leadership style (1= - . 495)

Hypothesis 9, which stated that there would be a negative correlation between
subordinates’ perception of their supervisors’ laissez-faire leadership and
subordinates’ satisfaction with work, was also supported by the findings, there is a
significant negative correlation was received between subordinates’ satisfaction with

work and laissez-faire leadership style (1= - . 344)

The significant findings of hypotheses testing were as follows: 1) Transformational
leadership was positively related to subordinates’ overall job satisfaction, satisfaction
with supervisor, and satisfaction with work. There is a significant moderate

correlation exist between aspects of transformational leadership style and facets of
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job satisfaction. 2) Transactional leadership was not positively related to job
satisfaction with following exceptions: contingent reward was significantly and
positively related with overall job satisfaction, satisfaction with the supervisor and
satisfaction with work; active management-by-exception was significantly and
positively related to overall job satisfaction(r= .242, p<.01), and there is a significant
negative correlation to be found between the subordinates’ satisfaction with the
supervisor and management-by-exception passive (r= .167, p< .05). 3) Non-
leadership behavior was significantly and negatively related to subordinates’ overall

job satisfaction, satisfaction with supervisor, and satisfaction with work.
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CHAPTER 5

SUMMARY AND CONCLUSIONS

Concluding Chapter 5 presents a summary and conclusions of the study, discussion

of the findings, and recommendations for oil companies and future research

5.1 SUMMARY OF THE STUDY

The purpose of this study was to research and examine the relationships between
perceived leadership behavior of supervisors in oil companies in Kazakhstan and
subordinates’ job satisfaction. As the base model of the study Bass and Avolio’s
Augmentation Model of Transformational and Transactional Leadership were

chosen.

Contemporary organizations need more new approaches to leadership in order to be
successful. More and more researchers have focused recently on the emotional and
symbolic frame of leadership, rather than traditional or transactional approaches, this
aspect simply called “transformational theories” (Zagorsek, 2004; Ergeneli, Gohar
and Temirbekova, 2007). Transformational leadership style involves inspiring
followers to commit to a shared vision and shared goals for an organization or unit,
motivate others to do more than they originally intended, challenging them to be
innovative problem solvers, and developing followers’ leadership capacity via

coaching, mentoring, and provision for both challenge and support (Bass, 2006).

The Augmentation Model of Transformational and Transactional Leadership
proposes the idea that augmentation of transactional leadership with transformational
leadership factors raises individuals to higher levels of performance, more so than
those only under the support of a transactional leader (Bass, 1985). A review of the
literature points out that transformational leadership usually provides a positive
augmentation in leader performance beyond the effects of transactional leadership
and positively influence on job satisfaction. Transformational leaders motivate
followers to do more than they originally intended and achieve higher performances.

Usually, transformational leaders have more committed and satisfied followers.
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There have been numerous studies, all around the world, related to transformational
leadership and different aspects of work, such as job satisfaction, performance,
productivity (Chiok Foong Loke, 2001; Kirkbride, 2006; Sarros & Santora, 2001
Hetland & Sandal, 2003; Ardichvili & Gasparishvil, 2001; Bass, 1985; Yukl, 1989;
Den Hartog, 1997; Avolio et al., 1995). However, research pertaining to the
relationship between leadership behavior and job satisfaction in Kazakh companies is
minimal. Furthermore, the majority of research on the relationship between
leadership styles and job satisfaction is conducted mostly in health care, education,
consulting, manufacturing firms, while very little work has been done in the oil

industry.

The hypotheses were formulated on the basis of literature review and generally stated
that there will be positive relationship between transformational leadership and job
satisfaction and between transactional leadership and job satisfaction. Also it was
proposed that there would be negative relationship between non-leadership behavior

(laissez-faire leadership) and job satisfaction.

Leadership behavior was measured by the Multifactor Leadership Questionnaire
Rater Form 5X (MLQ 5X Rater Form). There are five factors of transformational
leadership (idealized influence (attributed), idealized influence (behavioral),
inspirational motivation, individualized consideration, and intellectual stimulation),
three factors of transactional leadership (contingent reward, management-by-
exception active, management-by-exception passive), and one non-leadership factor
is called laissez-faire. Job satisfaction was assessed using subscales of Job
Descriptive Index as: satisfaction with supervision, satisfaction with work and Job in

General scale. All study instruments were translated to Russian language.

The Multiple Regression was used to analyze research questions. The Pearson
Moment Correlation was used in the analysis of hypotheses. The sample was made
up of 115 participants from 16 oil companies in Kazakhstan. They were asked to
assess their direct supervisors’ leadership behavior, and answer questions related to

aspects of job satisfaction.
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5.2 DISCUSSION OF FINDINGS

Research questions were tested using a multiple regression analysis. The nine
principal leadership styles were entered as predictors in a multiple regression
analysis predicting job satisfaction. In an effort to develop a self-weighing estimating
equation to predict what facets of leadership most strongly account for variations in

job satisfaction the stepwise selection was performed.

The one significant predictor of overall job satisfaction was Inspirational Motivation
which explained 23% variation in overall job satisfaction of subordinates’ in oil
companies p = .05. Therefore, while leadership is related to overall job satisfaction,
there are other contributors to the overall job satisfaction construct not explained by
perceived leadership. This finding would suggest that a leader exhibiting high
transformational leadership, especially focused on inspirational motivation raise

overall job satisfaction.

Wood (2008) conducted research on the relationship between hospital management
leadership style and subordinate nurse job satisfaction, organizational commitment,
and workplace empowerment and found that hospital leaders more frequently display
a transformational leadership style. The study findings indicated that Idealized
Influence (attributed), Idealized Influence (behavioral) and Inspirational Motivation
were the primary predictors of job satisfaction, organizational commitment and

workplace empowerment.

In the cross-cultural study of Ardichvili and Kuchinke (2002) the Inspirational

Motivation received the highest scores in the former Soviet republics.

In the regression involving nine leadership styles and satisfaction with supervisor the
individual consideration explains 42% of the variance in satisfaction with supervisor.
Adding laissez-fair adds another 11.7% of the explaining power. Adding idealized
influence behavioral adds another 2.4%, management-by-exception active another
1.6%, for a total of 57.7% explanation of the variance in satisfaction with supervisor.

These findings would suggest that the leader should focus on individual
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consideration, and idealized influence behavioral whereas minimize laissez-fair and

management-by-exception active.

Evaluation of the study’s data relating to leadership styles and satisfaction with work
indicated that idealized influence behavioral, idealized influence attributed and
management-by-exception active were the primary predictors of job satisfaction.
Therefore idealized influence behavioral explains 20.9% of the variance in
satisfaction with work. Adding idealized influence attributed adds another 4.6% of
the explaining power. Adding management-by-exception active adds another 4% for
a total of 29.5% explanation of the variance in satisfaction with work. According to
these results a leader must pay more attention to his appearance and create image,
focus on idealized influence behavioral and idealized influence attributed leadership

style in order to achieve subordinates’ satisfaction with work.

Relationships between Transformational Leadership and Job satisfaction

The findings of the study are in consistency with previous research. The
transformational leadership was positively correlated with the job satisfaction. All
facets of transformational leadership style (idealized influence attributed, idealized
influence behavioral, intellectual stimulation, individual consideration, and
inspirational motivation) are positively and moderately correlated with overall job
satisfaction, satisfaction with work, and satisfaction with supervision. Thus, the
results of this current study indicate that employee satisfaction in oil companies
increased with increasing application of transformational leadership behavior. What
does it mean? Employees’ of oil companies are more satisfied with the leader who is
inspired, who challenges followers to think and who shows true concern for them.
This leader motivates followers; he or she develops in them higher levels of ability,
and shows commitment to colleagues and the organization. The employees
themselves feel both a part of an organization and valued by leadership, something

which subsequently leads to greater job satisfaction.

In the majority of research in business, military and industry relating to job
satisfaction and leadership behavior, the transformational leadership behavior

showed significant and positive relationship to job satisfaction. So, according to the
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study results in construction industry the emotional intelligence and transformational
leadership behavior led to more satisfied employee (Butler, 2005); in Taiwan’s IT
industry all facets of transformational leadership positively correlated to overall job
satisfaction, particularly the strongest relationship existed between individualized
consideration and intellectual stimulation with overall job satisfaction (Chien, 2005);
Palestinian large-scale industrial managers use more transactional leadership style,
however transformational leadership style was found to induce the greatest
satisfaction, willingness to exert extra effort, and effectiveness among employees

(As-Sadeq, 2006)

In a study by Detamore (2008) on engineering consulting firm employees’ perception
of their leaders leadership style and the relationship to job satisfaction and intent to
leave, positive strong relationship existed between job satisfaction and
transformational leadership. Employees in an engineering consulting firm perceived
their leadership to be high in Transformational leadership. Study results suggested
that leaders high in the transformational leadership style and low in the laissez-faire

style provided more satisfied employees.

Wong (2007) conducted study among advanced practice nurses (APNs) in order to
explore the relationship between transformational leadership, organizational
commitment, and job satisfaction. Structural equation modeling was used to
determine the degree to which the factors transformational leadership, organizational
commitment, and job satisfaction were related to nurses’ intent to leave their
employment. The data revealed the transformational leadership was the primary
factor contributing to the promotion of organizational commitment, increased job
satisfaction, and the employee retention. The respondents of this study scored high in
their leadership skills and were intent to stay in their jobs. Furthermore job
satisfaction was positively correlated to commitment to the organization and

leadership behaviors.

The present study, additionally would suggest that leaders high in Transformational
leadership style more effective in the case of stressful situation. Nowadays the world

is in the grip of recession, which affected all parts of national and global economies.
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And as the result of current crisis the bankruptcy of main financial institutions, cut
back of production, loss of profits, and downsizing. The big Kazakhstani
corporations of the energy industry downsized, the main financial institutions
declared profit losses and a limitation of crediting. All of these things created a
stressful environment for organizations and their employees. The transformational
leader can be a model for an effective leader who promotes the development of
warning systems and can help organization as well as its employees to cope with
existing problems. A Transformational leader can use an idealized influence to
portray a leader who is not panicking. A leader who is concerned but calm, who is
decisive but not impulsive, and who is clearly in charge can inspire the confidence

and trust of followers (Bass, 2006)

Relationships between Transactional Leadership and Job satisfaction

The study findings indicate that Contingent Reward is positively related to all
outcome measures and the association is almost the same with transformational
factors, Active Management-by-Exception was significantly and positively related to
overall job satisfaction(r=.242, p<.01), and there is a significant negative correlation
was found between the subordinates’ satisfaction with the supervisor and

Management-by-Exception Passive (r=.167, p<.05).

The results from this study are in the line with assumptions that the Transactional
factor contingent reward and Transformational leadership are at the core of
transformational leadership theory and are complementary to each other
(Yammarino, et al., 1998). Thus, subordinates of the oil company are much more
satisfied with a leader who is familiar with follower needs and clarifies how those
needs will be met in exchange for followers” work performance. The leader explains
task requirements, which also may contribute to followers' assurance that, with some

degree of effort, they can succeed in accomplishing their assignments.

This result is also consistent with findings of previous studies of the leadership
profiles in post-communist countries (Georgia, Russian, Kazakhstan and the Kirghiz

Republic). Generally transactional contingent reward leadership was used more often

77



than any other approach in the former Soviet Republic. (Ardichvili and Gasparishvili,

2001; Ardichvili and Kuchinke, 2002)

In a study by Detamore (2008), among the facets of transactional leadership style
contingent reward had the highest significant correlation with job satisfaction.
Management by exception, both active and passive, had negative correlations with
job satisfaction in general. Study results indicated that use of contingent reward by
leaders increased job satisfaction, however, the researcher suggested that
transactional leadership, as a composite construct, did not correlate to job satisfaction
because “engineers are highly rational thinking individuals who are quick to identify
and address inequities of any kind in a transactional environment. They expect and

receive equity” (Detamore, 2008:166).

In the Meta-analyses study of Bass (1998) in military, industry and education the
highest positive correlations were found in 3 Meta-analyses for transformational
leadership, next highest and positive was contingent reward. In the military active
management-by-exception was low positive; elsewhere it was low negative. Passive
management-by-exception was slightly negative and laissez-faire leadership was

most negative (Bass, 2003)

The important result of present study is that Active Management-by-Exception
significantly and positively related to overall job satisfaction. It can be considered
important as well as transformational leadership and contingent reward leadership
style, because it is related to subordinates’ overall job satisfaction. Therefore, active
managers increase overall job satisfaction of employees in oil companies. Employees
more satisfied with the leader who plays close attention to mistakes and deviations

and has control systems to provide early warnings of problems.

Bass (2006) proposed that Management-by-Exception is less effective than
Contingent Reward within transactional factors, but required in certain situations.
Indeed Active Management-by-Exception likely to be more effective than Passive
Management-by-Exception. For example in the case of a crisis it is important for
maintaining a readiness to avoid surprises produced at the last minute, to have

confidence and support
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Hater et al. (1990) found a significant positive relationship between satisfaction with
a supervisor and an active management-by-exception style in the top performers’
group; and a negative relationship between passive management-by-exception and

satisfaction with supervisor.

Mancini (2007) examined the attitudes of directors, managers, and stuff in relation to
transformational leadership, transactional leadership, organizational commitment,
and job satisfaction within for-profit organizations and found a small positive
relationship between Management-by-Exception Active and job satisfaction, and a
negative relationship between Management-by-Exception Passive and job
satisfaction. When leaders fail to intervene with problems and proactively resolve

conflicts, job satisfaction of employees declines.

In generally according to researches, management-by-exception active and passive
have both advantages and disadvantages. As advantages there is no need to watch
closely at all subordinate activity, just exceptions; generating fewer decisions as a
result; and improving services and productivity on an as-needed basis. Perhaps the
major disadvantage is that focusing on staff errors is a corrective management style
that may be experienced as castigatory; overreliance on this approach in the absence
of positive feedback may be demoralizing for staff (Bass, 1990; Garman et al.,

2003:804).

In this study Passive Management-by-Exception was found to be negatively related
to satisfaction with supervision. This finding is also consistent with earlier studies.
The employees are dissatisfied with the leader, who takes no action until a problem
arises, and does not engage in an exchange relationship with subordinates. Thus, the
satisfaction levels of subordinates decreases with the increasing use of the passive

management-by-exception leadership style.

Relationships between Laissez- faire Leadership and Job satisfaction

The study findings indicated that the Laissez-Faire Leadership style is significantly
and negatively related to subordinates’ overall job satisfaction, satisfaction with

supervisor, and satisfaction with work in oil companies in Kazakhstan. Thus,
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subordinates’ satisfaction level decreases with increasing apply of laissez-faire
leadership behavior. The study results indicate that employees of oil companies
dissatisfied with a leader who avoids making decision, and supervisor responsibility.
According to Bass (1990) this type of leadership is always inappropriate way to lead.
The management of organizations must understand the importance of the existence

of the leadership to reach organizational goals and having more satisfied employees.

5.3 CONCLUSIONS

The results of this study suggest that the advantage of using a transformational
leadership style in an organization is acknowledged in a number of studies from

around the world is generalized in the Kazakhstan.

Overall, the findings of this present study support the results of studies that have
been made before. The significant findings were as follows: 1) Transformational
leadership was positively related to subordinates’ overall job satisfaction, satisfaction
with supervisor, and satisfaction with work. There is a significant moderate
correlation existent between aspects of transformational leadership style and facets of
job satisfaction. 2) Transactional leadership was not positively related to job
satisfaction with following exceptions: contingent reward was significantly and
positively related with overall job satisfaction, satisfaction with the supervisor and
satisfaction with work; active management-by-exception was significantly and
positively related to overall job satisfaction(r= .242, p< .0l) , and there is a
significant negative correlation to be found between the subordinates’ satisfaction
with the supervisor and management-by-exception passive (r=.167, p< .05). 3) Non-
leadership behavior was significantly and negatively related to subordinates’ overall

job satisfaction, satisfaction with supervisor, and satisfaction with work.

Based on the results companies should utilize more transformational leadership style,
and leaders should limit the use of transactional leadership style management by

exception passive to increase affectively committed employees.

Kazakhstan is in the grip of recession, as are other countries all over the world. The

effects of the crisis may create a stressful environment for organizations and their
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employees. Such unsteady times may increase people’s feelings of helplessness and

anxiety. And it is in these uncertain conditions that effective leadership is important.

According to McCauley (1987) leaders using both transformational and transactional
ways of leadership style can convert a stressful situation into a challenging one.
Contingent rewarding leaders reassure followers that there will be positive outcomes,
and they know what these are. The leaders set clear and attainable goals and give
interim rewards for progress. Inspirational leadership is employed to increase self-
confidence. Envisioning, enabling, and empowering followers provides greater
tolerance for ambiguity, uncertainty, and working in new and unfamiliar conditions

(Bass, 2006:78)

Transformational leaders who are intellectually stimulating can help halt crises by
questioning assumptions and disclosing opportunities. Inspirational leaders inspire
courage and stimulate enthusiasm. Such a leader reduces stress among followers by
creating a sense of identity with a social network of support. The insecurity of feeling

isolated is replaced by the security of a sense of belonging (Bass, 2006).

5.4 RECOMMENDATIONS

As the summary of this study’s findings the following recommendations for future

research are provided.

5.4.1 Recommendations for Qil Companies

The study results indicate that leadership in oil companies’ follows similar leadership
trends as in other industries whether service, technical or traditional. The study
findings are parallel to the results of leadership researches, which were conducted
world wide.

The possible explanation of revealed findings is the fact that most of the companies
which participated in this study are foreign companies. From 40 to 70% of leading
positions in the foreign oil and gas projects are hold by foreign specialists. So, in
2003 among top managers foreigners made 58%, and in some projects this number

was 90%. In order to meet the requirements stipulated by the strategy of industrially-
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innovative development of Kazakhstan, companies, nowadays realize programs,
which are aimed to replace foreign specialists by Kazakhstan citizens (Erzhigitova,

2005).

The oil industry of Kazakhstan has a lot of restrictions for future growth such as the
lack of own investments for exploration, production and transportation of the
petroleum, the shortage of new technology and up to date management experience.
The majority of the oil companies in industry are multinational. They have operated
almost since the independence time and brought with themselves new (western)

culture that is differing from traditional Soviet culture.

The leaders in western counties are considered as a charismatic change agent that
influence followers, motivate them, and individual considerate. In the Soviet period
leadership priority was only in the hand of top managers. Other managers dependent
on the central authorities and had unlimited authority over their subordinates. There
were autocratically managed organizations. The relationship within organization was
formed between powerful leader and passive follower. This situation still exists in
Kazakhstan as communistic heritage of bureaucratic management. Cross cultural
studies conducted recently revealed that some leadership behaviors have universality
character, while others have country or culture specific character. Thus, for example,
according to the results of the project GLOBE (Global Leadership and
Organizational Effectiveness) research headed by Dr. Robert House and was aimed
to explore interrelationship between societal culture, organizational culture and
organizational leadership in 62 countries revealed that Kazakhstan like other counties
of former Soviet union has high power distance, high collectivism, high uncertainty
avoidance, and socio-political corruption. All this conditions has resulted in passive
followers who have preference for powerful leader that will be “autocratic” leader
who takes responsibility for providing guidance and direction to followers, who are
the strong, empower employees, but at the same time who also maintain discipline
and control. These desired attributes are closely related to transformational
leadership style (Ismail, 2009). Thus, the cultural aspect is crucial element in

consideration of leadership concept in Kazakhstan. It is also important while
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implementing leadership development and training programs that usually practiced in

Western countries.

As the country goes through transformation phase the top management of
Kazakhstan’s oil companies must understand that leadership, nowadays, is important
for the existence and prosperity of an organization. Hence, special consideration
must be given to leadership training and development programs that help to enhance
individual leadership skills regarding improving job satisfaction and creating
organizational commitment among employees and these programs should be
implemented continuously along the career path and at all levels of employment. The
oil companies usually send their employees abroad in order to participate in different
training programs. Kazakhstan’s oil companies must think about their own training
programs that could take into consideration Western practices and at the same time
carried national, cultural characteristics. The development of Kazakhs own
leadership development programs on the base of all cultural, historical and national
aspects is important not only for further growth of economy but all nations in whole.
Approaches to training programs could be in the form of workshops that will be
aimed to gather data, like, discussion with participants about their implicit concepts
around ideal leadership, group coaching method that will be aimed to self-
exploration of each participant; the participants also could be asked to create
scenarios for future development of organization. The participants’ conversations
and behaviors could be taped on video and then analyzed by participants. They also
could receive feedback from observers; compare it to their self-perceptions and then

draw up their own action plans for personal and leadership development.

5.4.2 Recommendations for Future Research

The situation of crisis currently faced by companies can create certain biases in
responses, which is why another longitudinal study is to be recommended.
Subsequent research should explore other factors which have an influence on the job
satisfaction of employees in oil companies. Mixed methods of research such as
qualitative and quantitative are recommended in order to elicit a wider knowledge

base in order to understand the issues within oil industry. Another piece of research
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could consider separately the leadership styles and work outcome factors in Kazakh
firms and joint venture companies (with foreign shareholding), as well as making
the comparison between these companies, because companies with foreign
shareholding can have a different organizational culture. The current study used
already existed measurement instruments such as Multifactor Leadership
Questionnaire and Job Descriptive Index that have high reliability and validity world
wide. It is recommended to create measurement instruments that be considered
national and cultural characteristics of Kazakh people. So further academic research,
particularly more case-studies are necessary in order to better understand managerial

and leadership behavior in organizations.
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APPENDIX A

KAZAKHSTAN MAJOR OIL AND NATURAL GAS PROJECTS

Name of

Field/Project Project Partners Estimated Reserves

Abai Kazmunaigaz, Statoil 2.8 bllhogi}o arrels of
CNPC Aktobemunaigaz (88%), (within Block ADA
Aktobe partners include Korean National Oil Corp (KNOC), LG
International Corp, Vertom)

Caspian Pipeline Consortium (CPC): Russia 24%;
Kazakhstan 19%; Chevron (U.S.) 15%; LukArco
(Russia/U.S.) 12.5%; Rosneft-Shell (Russia-

1.17 billion barrels
of oil

990 mile oil pipeline

CPC: (Tengiz- from Tengiz oil field

N(;)\;ozﬁsnsgsk U.K./Netherlands) 7.5%; ExxonMobil (U.S.) 7.5%; Rifsgsﬁzkéﬁgﬁ tSOea
P Oman 7%; Agip/Eni (Italy) 2%; BG (U.K.) 2%; ort of Novorossiisk
Kazakhstan Pipeline Ventures LLC 1.75%; Oryx 1.75% P
Darkhan Kazmunaigaz (Kaztransgas), possibly Chinese 11 billion barrels of
consortium including CNPC, and Repsol oil

Egizkara LG Internatinal Corp (50%), Others 200 ml(l)lt{(z)rillbarrels
Emba Kazakhoil-Emba (Kazmunaigaz subsidiary) 51%, MOL | 500 million barrels

Rt, Vegyepszer (Hungary) combined 49% of oil

2.3-6 billion
recoverable barrels
of oil & gas
condensate reserves;

Karachaganak Integrated Organization (KIO): Agip
Karachaganak | (Italy) 32.5%; BG (U.K.) 32.5%; Chevron (U.S.) 20%;
Lukoil (Russia) 15%

Total estimated
proved reserves of

Karakuduk Lukoil o
appr. 63 million
barrels
Karazhanbas Nations Energy 400 m11110r} barrels
of oil
Agip Kazakhstan North Caspian Operating Company 9 billion to 13
Kashagan (Agip KCO) (formerly OKIOC): Eni, Total, billion recoverable
g ExxonMobil, and Shell (16.66%), ConocoPhillips (up to 38 billion
(8.28%), Kazmunaigaz (16.81%), Inpex (8.28%) probable)
400 million barrels
of oil. 12.3 trillion
cubic feet of natural
Khvalinskoye Kazakhstan and Lukoil gas. Target start date

2014
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Name of

Field/Project Project Partners

: . 0/ )k 1
Kumkol (North) Turgai Petroleum: Petrokazakhstan (50%)*, and Lukoil

(Russia)
Kumkol South PetroKazakhstan Kumkol Resource (PKKR), wholly
and South
owned by PetroKazakhstan*
Kumkol

AO Kazmunaiteniz Offshore Oil Company (a
KazMunaiGaz subsidiary) 50%, Rosneft subsidiary
OO RN-Kazakhstan (25%). Russia's Zarubezhneft has

an option on 25% in the project.

Kurmangazy o

Mangistau Mangistaumunaigaz (Kazmunaigaz subsidiary).

North Buzachi | Lukoil (50%), China National Petroleum Corp. (50%)

Nursultan ("N"  Kazmunaigas operating independently. ConocoPhilips,

Block) Shell had been mentioned as participants
Satpayev Kazmunaigaz, Oil and Natural Gas Corp. (ONGC)
TengizChevroil (TCO): Chevron (U.S.) 50%;
Tensiz ExxonMobil (U.S.) 25%; Kazmunaigaz 20%; LukArco
g (Russia) 5%, discovered in1979, agreement signed in
1993
Tsentralnoye Kazmunaigas, Gazprom, Lukoil

Tyub-Karagan LUKoil (50%), Kazmunaigaz (50%)

Uzen Uzenmunaigaz (Kazmunaigaz subsidiary) 100%
Kazmunaigaz (73%), Korean National Oil Consortium
Zhambyl (27%) KNOC: KNOC (35%), SK Corp (25%), LG Corp

(20%), Daesung and Samsung (10% each)

Estimated Reserves

97-300 million
barrels of oil

116 million barrels
of oil

2.2-8.8 billion
barrels of oil

500 million barrels
of oil

1 to 1.5 billion
barrels of oil

4.65 billion barrels
of oil

1.85 billion barrels
of oil

9 billion barrels of
oil

3.8 billion barrels of

oil, and 3.24 Tcm
7 billion barrels of
oil
147 million barrels
of oil

1.26 billion barrels
of oil

* CNPC acquired PetroKazakhstan and its assets in Kazakhstan in October 2005 and

sold a 33.3% stake in PetroKazakhstan to Kazmunaigaz

Sources: FSU Oil and Gas Monitor, Reuters, Interfax, WMRC/Global Insight,

Company Websites, Caspian Investor (Wwww.wtexec.com)
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APPENDIX B

Questionnaire in Russian

YBaxaeMblid YYaCTHHK!

[IpocuM Bac HpuHATH ydacTHE B JJAHHOM aHKeTHpoBaHMe. Llenabro mpoBeneHus
AHKEThl SIBJISIETCS OINPENENEHUE CMmuisl IUOepcmed 6aue20 HenocpeoCmeeHHO20
PpYKogooumens, T.e. MOAENM HOBEAEHHS U CIIOCOOBI B3aUMOAEHCTBHUS, KOTOpBIE
CKJIOHEH HCIOJb30BaTh PYKOBOJAUTENb B OOIIEHUH C IOAYMHEHHBIMU. AHKeTa
sanonsasercs AHOHMMHO. HccnenoBanue HanpaBieHO HA U3YUEHHUE cmuis, a HE
uHauBuAyyMa. IloaydeHHas nHpoOpMaLus IOMOKET ONPEAEIUTh, KaK KaKIbli CTUIIb
BJIMSET Ha CTENEHb YAOBJICTBOPEHHOCTH PAaOOTHMKOB Ha JaHHOM paboueM MecTe.
VckpeHHUE OTBETHI OU€Hb Ba)KHBI JUIs HA/IEXKHOCTH PE3yJIbTaTOB UCCIIEAOBAHMS.

bnarogapum Bac u xxenaem ycnexa!
Yacts 1

I[aHHaSI JaCTb aHKCTBI ITOCBAIICHA ,Z[eMOl"pa(l)I/I‘leCKI/IM XAPAKTCPUCTHKAM KaXKIOTO

Y4YaCTHHUKA. [Toxanylicra, OTMETBHTE MTOAXOASAIINN BaM OTBET.

Baw sospacm: Bawe obpazosanue:

1. Jlummom cpeaHe-CrenuaibHOTO

1. 20-30 mer
y4e0HOTO 3aBEACHUS
2. 31-40 ner
2. Jlumiaom 0 BBICIIIEM
3. 41-50 ner
00pazoBaHUMN
4. 51-60 ner
3. Hayunas creneHb
5. 60 u Gospiire

3anumaemasn amu OOJNHCHOCb:

Baw nox:
1. Croemmanucrt

1. Myxckoi

Bawe cemetinoe nonooicenue:

2. Benyumuii cienuanuct
2. JKenckwuit 3. Menemkep

4. Wnxenep

5.

Hpyras, moxkanyicra, yKaKure
1. JKenat/3amyxkem

2. Xomnoct/ Hezamyxem
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Cmadic pabomwl Ha HbiHewHell Cmaodic pabomul 6 negpmsanoti cghepe:

OOJIHCHOCMUL: 1. Meunsie 1 roma
1. Meubiue 1 roma 2. 1-3 ger
2. 1-3 ner 3. 4-6 ner
3. 4-6 ner 4. 7-9 ner
4. 7-9 ner 5. 10 ner u Oonee
5. 10 ner u Gonee

Yactp 2

HO)KaJ'ny/'ICTa, OIMUIIXTC BAIICTO HEMMOCPCACTBCHHOI'O PYKOBOAUTECIIA IO CIACAYOIIHUM

napameTpam. OTMETbhTE OAXOIAIINN BaM OTBET.

Bam pykoBoauTeJib: Huxorna | Peakxo | Muoraa | JloBosabHo | IlocTosiHHO
4acTo

[Toompsier Bac 3a Bamm ycunust

[TepecmaTpuBaeT HEOOXOIUMBIE
MPCAIIOJIOKCHUA HAa COOTBCTCTBHUC

BMemmBaeTcs B gena  JIMIIL
TOT/a, Korjma mpobiema odperaer
CEPBbE3HBIN XapaKTep

dokycupyer BHUMaHHE Ha
HEOPraHU30BAHHOCTb, OLIMOKH U
OTKJIOHEHHUSIOTHOPM U CTaHAApTOB

[lpn BO3HMKHOBEHHH CEPbE3HBIX
npobiemM  “TIpsSdeT  TOJIOBY B
IIECOK

Bcerna roBopur 00  OueHB
Ba)KHBIX [ICHHOCTSXH YOCKICHUSIX

OTcyTCTBYET, KOTJ1a HEOOX0IUM

PaccmarpuBaeTr pasHble TOYKH
3peHus AJis peleHus npodiaem

I'oBOpUT  ONTUMUCTUYECKH O
Oynymem

Bl ucnbITBIBa€TE rOpaOCTh IpU
paboTte ¢ HUM

Jlaer  moHsATh, KTO  Oyner
OTBETCTBEHEH 32 BBINOJIHEHUE
OIpeIeIeHHBIX 3a/1a4
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Bam pykoBoauTeJib:

Hukoraa

Penxo

HHoraa

JdoBoJbHO
4acTo

ITocTostHHO

Byner xpmath moka gena mowmyT
HGHpaBI/IJ'H:HO, U TOJBKO Toraga
HaYyHET JEeUCTBOBATH

BOOIIYH_IGBJ'ICHHO TOBOPHUT 0
JA(SA1520.¢

[ToguepkuBaet oco0yto
3HAYMMOCTb qyBCTBO
eIy CTPEMIICHHOCTH
COTPYAHUKOB

VYaenser Bpems Ha oOydeHHE H
MHCTPYKTaX

Yerko 0003HAYaET NOOIIpCHUA 3a

BBITIOJTHEHHE orpeaeNeHHbIX
3aja4

IIpuBepxenen uaen” IIOKa
OKOHYATeJIbHO HE CIIOMAajoCh, HE
ucnpasisn”

Orxka3biBaeTcs oT JIMYHBIX

MHTEPECOB paju Ojara rpymnibl

OtHocutcs K BaMm 0OoJbllle Kak K
JUYHOCTHU, HEXKENIH KaK PSAOBOMY
COTPYJTHUKY

JeMoHcTpupyeT, 4TO mpobdiiema,
KOTOPYIO BBl pelIaere A0DKHA
CTaTh XPOHMYECKOU U CEPBhE3HOU,
npexae yeM OH nOpeanpuMer
Kakue 1100 IefcTBUSA

Ero neiictBus BBI3BIBAIOT y Bac
YBaOKECHUE

COCpe,Z[OTa‘II/IBaeT BCC CBOC
BHUMAHUC Ha HCIIPABJICHUC

OIINOOK, Heyaau u
YJIOBJIETBOPEHHE KAI00
[Ipuaumaer BO BHUMaHHE

HpaBCTB CHHBIC nu OTUUYCCKHC
MOCJIEJICTBUS BCEX PELICHUI

BHUMATENIBHO OTCIEXKUBAET BCE
OLLIMOKH
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Bam pykoBoauTeJib:

Hukoraa

Penxo

HHoraa

JdoBoJbHO
4acTo

ITocTostHHO

JemMoHncTpupyer YyBCTBO
YBEPEHHOCTH M MOTYIIIECTBA

OTKpOBEHHO TOBOPUT O IEJNH,
KOTOpas JIOJKHA OBITH
JNOCTUTHYTa B Oynmymem, HO
TpeOyeT OONBIINX CTapaHUun

HampaBnsier Bamie BHMMaHHME Ha
HEIOCTATKH, YTOOBI Brur
COOTBETCTBOBAJIM CTaHAapTaM

W36eraeT mpuHUMATh PELICHUS

PaccmarpuBaer KaXKJ10ro
pabOTHMKA KaK JHUYHOCTH CO
CBOMMHU KeTaHUSIMH,
CHOCOOHOCTSIMH, U CTPEMJICHUSIMU
[IpenocrasisieT BaMm
BO3MOXHOCTb paccMaTpuBaTh
npobJeMy ¢ pa3HbIX CTOPOH

[Tomoraet pa3BUTh BaIllX

CHJIBHBIC Ka4Y€CTBA

Hp cajaract HOBBIC nyTn
BBITIOJTHCHHA BAallIUX 3a1a4

3agep>KuBaeT CBOM  OTBET B
CPOYHBIX BOIIpOCax

[Tpunaer ocoboe 3HAYECHUE
YYBCTBY KOJIJICKTMUBHOMW LIEIIU

Bricka3riBaeT
YAOBJIETBOPEHHOCTh BaMH, KOTIJa
BBl OIIPABJIAJIA €0 OKHUIAHUS

BbipaskaeT yBEpEeHHOCTb B TOM,
YTO LEeNHU OyIyT JOCTUTHYTHI
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Yacts 3

B 3akimrounTeNnbHOM 9acTH aHKETHl BBl HaiiieTe KOPOTKUE (pa3bl, KOTOPBIE IIOMOTYT
OTpeNIeNIUTh Bally YAOBJIETBOPEHHOCTh pPAa0OTOM MO 3aHMMaeMON JOJKHOCTH Ha
JTAaHHBII MOMEHT, yJIOBJIETBOPEHHOCTh BaIllUM PYKOBOJUTENIEM U PabOTOM B LIEJIOM.
[Moxanyiicra, oTMEeTbTE HanboIee MOIXOAAINI BaM OTBET.

Pa0oTa nmo 3annMaeMoii J0KHOCTH

HawHaHHlJﬁ]WORdeHT He

Coryacen He 3naro
corJIaceH

1. TlpuBomuT B BOCcTOpPr

2. Pyrunnas (ogHoOOpazHast)

3. VYnosneTBOpUTENbHAsS

4. CkyuHas

5. Xopoias

6. KpeatuBnas

7. YBaxkaemas

8. MHcnowiTeiBaro HEymoOCTBa

9. IlpusthHas

10. ITone3nas

11. YromurennHas

12. Ilone3nas 1uig 310pOBBS

13. Muoroo6ermaromias

14. CaumkoM MHOTO Ae

15. Paznpaxatomas

16. Jlerkas

17. IloBTOpsAroniasicas W30 AHSA B
JICHb

18. JaeT omlyuieHde dYero- TO
JOCTUTHYTOT'O
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Moii PykoBoaureb

He
corJiaceH

Coraacen

He 3Haro

CrpairBaer MOETo coBeTa

2. Emy TpyaHO yroautb

3. XBaynur XOpOIIO
BBITIOJITHEHHYIO paboTy

4. TaKTU4HBII

5. BrnusArenbHbIH

6. CoBpeMEHHBIN

7. He nmocratoyHO XOpOLIO
PYKOBOJUT

8. HMwmeet m0OMMYNKOB

9. OueHuBaeT MOM yCHeXH

10. Hagoe nimuBeIi

11. Yopsamsbrit

12. Xopo1110 3HaeT cBOE /€0

13. Ilmoxoi yenoBex

14. InTenureHTHBIN

15. ITnoxoii cTparer

16. Bcerna psaom, Korzaa
HEO0XoaUM

17. I'pyOsrit

18.

JlenuBbIN
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Mos IIpodeccus

g)emaceﬂ Coraacen | He 3nar0
1. Ilpusthas
2. Ilnoxas
3. UneanrpHas
4. Tlyctas TpaTa BpeMeHU
5. Xopomas
6. MHe He OIXOIUT
7. Crosmas
8. IIpeBocxomnas
9. VBnekarenbHas
10. ManoonnaunBaemast
11. Xyxe Bcex
12. ITpuemnemas
13. Hamnyumas
14. JIyuie Bcex Ipyrux
15. HenpusitHas
16. ConepxatenbHast
17. HeanexBaTtHas

CITACHUBO 3A TTPEJOCTABJIEHHYIO MHOOPMAIINIO!
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APPENDIX C
Questionnaire in English

Dear Participants,

We are requesting your participation in a leadership study. This study involves
asking you to assess leadership styles of your manager who is your immediate
supervisor. The responses will be CONFIDENTIAL. The purpose of this research is
to study styles not individuals. The data will be compiled with the intentions of
identifying how each style impacts employees’ level of satisfaction.

Thank you for your cooperation in this study!

Respondent Profile
Please answer the following questions related to demographic characteristics by

circling the numbers of the appropriate response.

My age: My current position:
e 20-30 e Specialist
e 31-40 e Manager
e 41-50 e Engineer
e 51-60 e Other, please specify:

e Over 60 *
Years in present position:

My sex: e Less than 1 year
e Male e 13
e Female o 4-6

. e 7-9
My education: e More than 10 years

e College degree

o Bachelors degree Years of experience in oil sector:

e Masters/ Doctor degree e Less than 1 year
_ e [-3
Marital Status: . 4.6
e Married e 79
e Single e More than 10 years
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Multifactor Leadership Questionnaire

Listed below are descriptive statements about the manager you are rating. For each

statement, we would like you to judge how frequently your manger has displayed the

behavior described. Make no more than one mark for each question.

My Supervisor

Not at
all

Once
in
awhile

Someti
mes

Fairly
often

Frequent
if not
always

Provides me with assistance in exchange
for my efforts

Re-examines critical assumptions to
question whether they are appropriate

Fails to interfere until problems become
serious

Focuses attention on irregularities,
mistakes, exceptions, and deviations from
standards

Avoids getting involved when important
issues arise

Talks about their most important values
and beliefs

Is absent when needed

Seeks differing perspectives when
solving problems

Talks optimistically about the future

Instills pride in me for being associated
with him/her

Discusses in specific terms who is
responsible for achieving performance
targets

Waits for things to go wrong before
taking action

Talks enthusiastically about what needs
to be accomplished

Specifies the importance of having a
strong sense of purpose

Spends time teaching and coaching

Makes clear what I can expect to receive
when performance goals are achieved
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My Supervisor Notat | Once | Someti | Fairly | Frequent
all in mes often if not
awhile always

Shows that he/she is a firm believer in “If
it ain’t broke, don’t fix it”

Goes beyond self-interest for the good of
the group

Treats me as an individual rather than just
as a member of a group

Demonstrates that problems must become
chronic before taking action

Acts in ways that builds my respect

Concentrates his/her full attention on
dealing with mistakes, complaints, and
failures

Considers the moral and ethical
consequences of decisions

Keeps track of all mistakes

Displays a sense of power and confidence

Articulates a compelling vision of the
future

Directs my attention toward failures to
meet standards

Avoids making decisions

Considers me as having different needs,
abilities, and aspirations from others

Gets me to look at problems form many
different angels

Helps me to develop my strengths

Suggests new ways of looking at how to
complete assignments

Delays responding to urgent questions

Emphasizes the importance of having a
collective sense of mission

Expresses satisfaction when [ meet
expectations

Expresses confidence that goals will be
achieved
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Job Descriptive Index

Think of the work you do at present. How well does each of the following words and

phrases describe your work? Please, mark appropriate word or phrase.

Work on present Job Disagree

Agree

Don’t know

Fascinating

Routine

Satisfying

Boring

Good

Creative

Respected

Uncomfortable

Pleasant

Useful

Tiring

Healthful

Challenging

Too much to do

Frustrating

Simple

Repetitive

Gives sense of accomplishment
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Supervision

Disagree

Agree

Don’t know

Asks my advice

Hard to please

Praises good work

Tactful

Influential

Up-to-Date

Doesn’t supervise enough

Has favorites

Tells me where I stand

Annoying

Stubborn

Knows job well

Bad

Intelligent

Poor planner

Around when needed

Rude

Lazy
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Job in General

Disagree

Agree

Don’t know

Pleasant

Bad

Ideal

Waste of time

Good

Undesirable

Worthwhile

Superior

Enjoyable

Poor

Worse than most

Acceptable

Excellent

Better than most

Disagreeable

Makes me content

Inadequate
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