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ABSTRACT
Motivation has been considered as the most critical factor for the researchers in the field of social
sciences. It has been widely held that an individual being motivated yields high performance.
However, it has been observed that the employees in public sector organizations are less
inspirational in their behavior and show a reluctant attitude towards their job (Panagiotis et al.,
2014). So far this attitude of employees poses a potential concern for the organizations that how
to get motivated their employees (Zavlanos, 2002). Hence the organizations always inclined to
find those factors which influence the motivation level of employees. Thus the current study
persuaded to comprehend the influence of certain elements such as organizational culture,
leadership styles and organizational citizenship behavior (OCB). Whereas the prime aim of the
study is to evaluate the impact of the said variables on the outcome variable motivation. This study
intends to evaluate the impact of organizational culture with its dimensions competitive,
bureaucratic, community and innovative on the dependent variable motivation among the
employees working in public sector universities of Sindh. Since the purpose of the study was
furthered when the mediating influence of leadership styles having transactional and
transformational styles has been evaluated between the organizational culture and the motivation
in public sector universities of Sindh. OCB being the moderator of organizational culture and
motivation has been also explored in this study. Hence the respondents of the study were the
faculty members of the public sector general universities of the Sindh which offer the Ph.D.
program and having five years of job experience. Data for this study was collected by getting filled
with the close-ended adopted and modified questionnaires. The gathered responses were evaluated
through correlational analysis, descriptive analysis, reliability statistics and the structural equation
modeling (SEM) to check the relationship and the reliability for the study. Meanwhile, mediation

i

and moderation were done by using the Gaskin technique (Gaskin, 2016). Moreover, the results of
the study authenticated a positive and significant influence of organizational culture as the
exogenous variable on motivation. It was further proved by the study that the innovative and
community being the dimensions of organizational culture predict the motivation in a significant
and positive direction. On the contrary, competitive and bureaucratic organizational cultures
negatively predict motivation. This study also validates the leadership styles partially mediates the
relation between organizational culture and motivation among the employees working in public
sector universities of Sindh. The current study confirmed that OCB acts as an interactive variable
that moderates the relationship of organizational culture and motivation among the employees
working in public sector universities of Sindh. It was also witnessed in the current study that
leadership styles share a positive and significant relation with organizational culture and
motivation among the employees working in public sector universities of Sindh. This study
validates a positive and significant relationship of OCB with motivation and organizational culture
among the employees working in public sector universities of Sindh. Based on these findings of
the current study comprehensive suggestions have been determined for the educational institutions
in general and in specific for the administration of these universities for boosting up the motivation
level of their employees which eventually enhances the performance of public sector universities
in Sindh. This study also provides a window of opportunity for the upcoming researches in other
service-based organizations.

Key words: Organizational culture, Motivation , leadership styles , Organizational Citizenship Behavior
(OCB):
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CHAPTER- 1
INTRODUCTION
This first chapter of the dissertation is the introductory one consist of the thematic
background in which this study has been carried out. This chapter tells about the problem for which
the research is going to be conducted and also determine the significance, objectives and this
chapter ends with the summaries of introduction related to the whole chapters the are the part of
this dissertation

1.1

Background of the Study
A combined exertion of the individuals for the persuasion and attainment of the shared

goals determined by the organization has always been perceived as an important factor. The
multiple constituents of an organization typically share a diverse attitude, which elicits a
smoothness in the collective efforts of the individuals. Thus the combination of this smooth
conduct in the organization determines the organizational culture. This determined culture could
be positive or vice versa (negative). Therefore coherent struggles have been observed by multiple
studies to evaluate the part of organizational culture in molding the behavior of individuals within
the organizations. Hence the organizational culture is the study variable that has been observed
and analyzed from multiple perspectives. So far the idea of organizational culture is not a novel to
the social science in particular and generally to the world. It has the vital importance and
unshakeable importance on the dual edges such as institutional and the subordinate side.
Organizational culture in the field of research upheld its significance. Hence due to the abstract
nature of the organizational culture. Organizations, therefore, feel the difficulties its
comprehension and understandings (Mackenzie, 1986) Motivation is also maintaining its

i

unshaken importance in organizations. The significance of motivation for the organization has
always considered uphill. Motivation has the potential to mold the attitudes of the employees for
doing a specific task. The needs of individuals are the determining factor for attaining high
performance. Hence the attainment of individual needs provides a sense of high performance in
the employees (Robbins, 2005). Motivation is a stimulating factor that underlines the potential and
skills of an individual to attain the set goals of the organization (Page, 2008) Meanwhile, the
acquirement and gaining perfection in the job occasional compromised because of various
inconsistencies in the culture that an organization shares. These factors were collectively
responsible for the disparities in the performance of both ends employees and the organization.
Thus well-demonstrated struggles have been considered to mitigate this negative implication of
organizational culture. Hence the leadership with its suitable styles acts as the mediator to cater to
this negative influence. On the other hand, the organizational citizenship behavior (OCB) has been
considered as the moderating variable to use as the reduction in this negative implication of this
organizational culture and the motivational strategies.

1.2.

Statement of the Problem

1.2.1. Issue
Mankind has an inconsistent nature and rational attitude so there for the behavior of an
individual is ever-changing due to its non-static natural phenomenon. This rational behavior of
individuals in the organizations assumes as the potential concern and the consistent threat for the
organizations and the researchers. This behavior of employees provides the proposition that the
individuals perform efficiently when they perceive themselves being satisfied and on the other side
they perform inefficiently when they thought that they are less motivated by the privileges are
given to them by the organizations. Thus the inevitable influence of organizational culture has

been evident on the motivation level. A numeral of varying attributes can significantly knock out
this negative influence which causes a lack of motivation among the employees. Leadership styles
being the attribute and the research construct acts as the external influencer that intervening in the
influence between the motivation and the cultural dimensions. However, an individual within the
organization shows his/ her emotional attachment due to his/her affiliation with the organization
provides his courage to perform well even in the prevalence of the negative factor. Like leadership
styles as the external force that influence the negative influence. The organizational citizenship
behavior (OCB) acts as the internal influencer which reduces the negative influence which might
be raised from the demotivation among the employees working in public services organizations of
Sindh. Hence this study experimentally attempted to analyze the influence of organizational
culture on motivation level among the employees working in the public sector of Sindh.
1.2.2. Ideal Condition

Organizational settings and working conditions have been deemed as an important factor
in determining the behavior and attitude of individuals in organizations. Hence the inherent
behavior of an individual depends upon the recognition of one’s prestige and esteemed conduct.
Thus amiable condition instills one's perception of organizational loyalty and enhancement in
performance. This approach could be used as a developing factor. Which enhances the efficiency
in performance. That ultimately enables the organizations to yield a competitive edge. Employees
assumption regarding the organizational culture is the key to determine their positive inclination
for the organization. Therefore, the motivation level of employees in the organization has been
determined by the positive organizational culture. Regardless of the type of organization the ideal
culture influence the performance positively. However, public sector organizations have been

regarded as an exceptional one. the spirit of positive organizational culture is vehemently required
for the motivational level among the employees working in public sector This study has conducted
a quantitative approach to investigate and recommend the factors which can develop a congenial
working culture in public service organizations of Sindh.
1.2.3. Practical Reality
Public services organizations in Sindh demonstrate a depressing situation in terms of
employee performance. This kind of institution unable to give honest treatment to its employees.
The working culture of the public sector in Pakistan has been regarded as unsatisfactory. Hence
the employees working in public sector organizations observed a reluctant attitude in their
discharge to duties. Therefore, it could be assumed that the said reluctant behavior of employees
for the public duties is the result of negative organizational culture and the demotivation of workers
in the organizations. Thus this study endeavored to analyze the organizational culture and its
implication on the motivation among the employees of public sector universities in Sindh.
1.2.4. Research gap
Different researches have been carried out on the analysis of motivation and organizational
culture. yet a small work was witnessed on the evaluation of the intervening impact of leadership
styles and organizational citizenship behavior. Romle et al. (2016) figured out that a wellconstructed study was needed to understand the influence of dimensions of OCB towards
Organizational performance. A study in 2016 has also paved the direction in this field for further
development in terms of the progress for the university’s organizational culture to be consistently
adjusted and stimulated (Vasyakin et al., 2016). As Ahmed & Shafiq in (2014) figured 0ut the
research gap that a part of the dimensions as prescribed by Hofstede other variables of

organizational culture may affect the motivation and the performance of an employee. The
influence of Politics/leadership and economics as research constructs may be evaluated on
employee performance and organizational culture in Pakistan (Shafiq & Qureshi, 2014). Employee
performance in public sector universities in Sindh displays a gloomy plight (Panagiotis et al.,
2014). Hence this may be professed that this reluctant attitude of employees working in public
sector organizations is the result of negative organizational culture and lack of motivation.
Therefore, the current study endeavors to evaluate the organizational culture and its influence on
the motivation of employees working in public sector universities of Sindh. Generally, it is
observed the public service employees are not inspirational in their attitude. .Podsakoff &
MacKenzie(1997) proposed the future direction to evaluate the moderating influence on personal
differences “ability, experience, training, and knowledge”.Hence the current study is exceptional
in the way, which considers OCB and the leadership styles as the mediating and moderating
variables consecutively in association with the organizational culture and the motivation.
1.2.5. The severity of the Problem
The prevailing condition of concerns and activities for the execution of public duties has
been perceived as unsatisfactory. Whereas, the general belief held in the society of Pakistan that
everyone intends to join the public services but does not intend to get served by the service sector.
this puzzling condition could be regarded as the proof of quality in the services. Organizational
culture without any restriction has been considered as attractive for the induction. Yet this
unchecked culture costs the quality in the public sector. This phenomenon has been researched
rarely, so the current study offered the value-addition for the decision-makers in Pakistan. This
unbridled system in the organizations gives birth to the idea of privatization. The study attempted

to suggest and recommend the ways and means to streamline the way of business in a public
service organization.

1.3.

Research objectives

This study attempted to explore the relationship between organizational culture and motivation
among the employees working in public services organizations in Sindh. Besides that, the study
empirically attempted to investigate the mediating effect of leadership styles and the moderating
influence of Organizational Citizenship Behavior (OCB). These objectives include
 To explore the relationship between organizational culture and motivation among the
employees working in public sector universities in Sindh
 To investigate the mediating effect of leadership styles between organizational culture
and motivation among the employees working in public sector universities in Sindh
 To analyze the moderating influence of Organizational Citizenship Behavior (OCB)
between organizational culture and motivation among the employees working in public
sector universities in Sindh.

1.4.

Research Scope

The scope of this study can be broadly segmented into the following two categories:
1.4.1. Geographical Scope
This study would endeavor to analyses the relationship between the organizational culture
and employee motivation among the employees working in public services organizations in Sindh.

1.4.2. Thematic Scope
This study focused on the influence of organizational culture on employee motivation. Further,
the study attempted to study the intervening impact of leadership styles and the moderating
influence of organizational citizenship behavior (OCB). The subjective theme of the study is
related to Human Resources Management (HRM).

1.5.

Research Significance

This study attempted to identify the behavior of employees working in public services
organizations and the prevailing perception of the public for the public services organization this
study also value addition to the literature of organizational performance and motivation.

1.6.

Variables of Interest

This study has explored the relationship between the organizational culture and employee
motivation mediated by leadership styles and moderated by Organizational Citizenship Behavior
(OCB). The Organizational Culture being the independent variable, Employee Motivation being
the dependent variable, Leadership Styles as the mediating variable and the Organizational
Citizenship Behavior (OCB) as a moderating variable. Moreover, each of the proposed research
constructs has multiple sub-constructs. Organizational culture has four sub-constructs namely, 1)
innovative, 2) Community, 3) Bureaucratic, 4) Competitive. Leadership style has two subconstructs, 1) Transformational, 2) Transactional. Organizational citizenship behavior (OCB) has
five sub-constructs, 1) Conscientiousness, 2) Sportsmanship, 3) Civic virtue, 4) Altruism, 5)
Courtesy.

1.7.

Sequence of thesis

Following is the sequence which has been considered in the write up of this dissertation.

Chapter one
This first chapter of the dissertation is the introductory one consist of the thematic
background in which this study has been carried out. This chapter tells about the problem for which
the research is going to be conducted and also determine the significance, objectives and this
chapter ends with the summaries of introduction related to the whole chapters the are the part of
this dissertation
Chapter two
This chapter contains the basic and historic concepts and the related literature available on
the variables of interest for the current study. Based on these historical concepts this chapter also
endeavored to develop the theoretical and conceptualization of the ideals and determined the
models. This chapter also contained a literature mapping to show the relationship and the need for
this study.
Chapter three
This chapter of the theoretical framework has focused on the framing and formation of the
theoretical model. Based on the earlier analysis and the discussions that have been done in the
previous chapter the review of available literature on the research constructs of this study such as
organizational culture, motivation, leadership styles and the organizational citizenship behavior
(OCB). And intended to establish the link between the theoretical model and the basis on which
the model has been determined as backed by the theory leader member-exchange (LMX) theory.
Further, this chapter also put efforts on the development of the hypothesis for the study based on
the intensive literature on the related variables of interest.
Chapter four

This chapter of the dissertation involves the discussion of various research philosophies
and approaches. It also contains the philosophy and the approach used in the current study. Further,
this part of the study incorporates the research design and the discussions upon the results gathered
from the analysis for this study.
Chapter five
This part of the current study incorporates the analysis of data and a comprehensive
interpretation of the results inferred from the analysis based on the data collected for the study.
The inception point for this chapter in a sequence is the descriptive statistics. The reliability test
is followed by descriptive statistics. Consequently followed the Pearson correlation analysis.
Further, this chapter contains the hypothesis testing individually and collectively by applying
structural equation modeling (SEM). This chapter also deals with the validities and ends at the
summary of the tested hypotheses.
Chapter six
This section consists of a comprehensive discussion based on the results of the current
study. This chapter encompasses the general discussion of the experimental results. Followed by
a discussion specifically about the hypothesized relationships of the research. This chapter ends
with the conclusions, implications, limitations, suggestions, and insights for the forthcoming
researches.

CHAPTER -2
LITERATURE REVIEW AND THEORETICAL FRAMEWORK
This chapter contains the basic and historic concepts and the related literature available on
the variables of interest for the current study. Based on these historical concepts this chapter also
endeavored to develop the theoretical and conceptualization of the ideals and determined the
models. This chapter also contained a literature mapping to show the relationship and the need for
this study.
2.1. Organizational Culture
The term culture has been defined as learned to have the shared values (Titiev, 1959) This
can be known as the group of different values, norms, rules, and philosophies which undertakes
the businesses to make the decisions (Pettigrew, 1979). Culture has been considered as the practice
through which the organization intends to circulate the rules and the regulations among the
individuals in the organization. However, the idea of culture solely in contemporary organizations
is regarded as an ineffective practice. Organizational culture may be defined as the ways to
analyses and interpreting and understandings as the members of the organization. It is the blend of
various beliefs, ideas, customs, and traditions tangible artwork for instance monuments, buildings
(Schein, 1985). Thus the dynamics of organizational culture in today’s modern organization are
difficult to comprehend because of the constant changing in the cultural practices (Mackenzie,
1986) . Hence the idea of organizational culture has been the point of interest for scholars in the
field of social sciences from a long duration (Cartwright & Cooper, 1990). Lundy & Cowling has
defined the culture as “the way we do things around here” (Lundy & Cowling, 1996). Moreover,

the substantial experimental consideration for the research variable has always been under the
spotlight of the researchers due to its importance and applicability in the efficiency and
performance (Denison, 1990; Kotter & Heskett, 1992; Martin, 1992; Giri, 2017). Robbins (2001)
defined the organizational culture as the limit for role mentioning. A study further defined culture
as the controlling factor which molds and shapes a mechanism that coaches the behavior and
attitude of employees. This mechanism provides the basic rules and regulations for the employees
in the shape of Dos and Does not (Robbins, 2001). Another study conducted in a Moroccan setting
validated a significant and positive relationship between the performance and the organizational
culture in a constitutional team (Oumli & Balloun, 2009). Hence the ever-growing and continuous
debate on organizational culture multiplied the significance of this construct in the research
scholars and among the institutions. Moreover, multiple attempts for determining the diversified
cultures the experimental and investigational options have been considered in the arena of
academics and the cooperate world as well (Tharp, 2009; Ogbonna & Harris, 2000; Shafiqa &
Qureshi, 2014). Organizational culture is sensitive to the context when the research has been
carried out in different settings the results of the culture may vary from the different settings to
settings. Hence a study in the context of Pakistan suggested that organizational culture is the
strength for the organization rather it is the asset for the concerned organization (Saeed et al.,
2010). Another context-based study conducted in Iranian settings unleashed the behavior of
employees for the organization. This study argued the organization's culture provides the inslightness of the employees that how they perceive their organizations (Amin Bidokhti, MakvandHosseini, & Eshani, 2011) Further the hierarchal organizational culture and employee motivation
negatively correlated as witnessed from the study conducted in Greek public sector (Panagiotis et
al., 2014). Thus the organizational culture is the study variable that preserved its importance in the

field of research. This pivotal position of organizational culture for the researchers given the
direction and determined the various dimensions of the organizational culture (Tsui, Wang, &
Xing, 2011; Shafiqa & Qureshi, 2014; Giri, 2017).Nevertheless, of the essentiality of
organizational culture and its influence over the different organizational practices, yet a lack of
ample experimental proofs with regards to the employees working in public sector organizations
in Sindh have been found in the literature.
2.1.1. Organizational Culture Theories

Hofstede emphasizes on the group rather than the individuality according to him culture is
the collection of individuals who share the uniform information, living structure, and day to
experiences. He explored that organizational culture must be divided into main four types to
understand the varying organizational cultures of different countries. Furthermore, Hofstede titled
his devised four dimensions of organizational culture as, (a) “Power Distance (b) “uncertainty
avoidance (c) individualism versus collectivism (d) “masculinity versus femininity (Hofstede,
1980) Organizational culture to Schein was the way of interaction within the organization.
According to Him, organizational culture is the collection in which a variety of individuals meet
each other as a community within the organization. Further, He lighted that a leader cannot alter
the organizational culture, however, a leader may influence the culture (Schein, 1992)
Organizational culture is postulated by the organizations as Keup et al. while defining the
organizational culture it does not only affect the organization's culture but also the leader’s
efficiency. Organizational culture socializes the new induction in the organization passed from the
leader or the old employees within the specific organization (Keup et al., 2001).

2.1.2. Dimensions of Organizational Culture

Organizational culture displays multiple dimensions based on their varying nature in the
organizations. Multiple dimensions have been identified by various scholars such as Hofstede´s
cultural, Cameron and Quinn dimensions.
2.1.2.1 Hofstede´s organizational culture dimensions
Dimensions of organizational culture as prescribed by Hofstede have been divided into
main six dimensions. Initially, four dimensions were identified by the study latter on the two more
dimensions that have been identified and added to the earlier identified dimensions of
organizational culture. However, these dimensions include, (1) “Large/small power distance” (2)
“Masculinity vs. Femininity” (3) “Strong or weak uncertainty avoidance” (4) “Individualism vs.
Collectivism”

(5) “Long Term Orientation versus Short Term Orientation” (6) “Indulgence vs.

Restraint (The Hofstede centre, 2016).

(1) Large/small power distance
It is the dimension of organizational culture which points out the inequality within the societies
and organizations and provides the directions that how to deal with these inequalities. This
dimension tells about the difference in intellectual and biological capabilities among the
individuals which are very important in an organizational structure. According to Hofstede, the
measurement of power distance is done by analyzing the extent of power and wealth the higher
the power distance showed the high if not this means it is on the contrary. Further, it was argued
by the Hofstede that those organizations often rate high on the scale of having power distance
which was operated by a sole proprietor or by a few individuals. The scale of Power distance is up

in the societies where a pyramid of decisions and rules followed strictly on the hierarchical
structure. On the contrary, the organizations which observe less power distance have a minute
communication gap among the employees and the head of departments or directors, even that gap
is hard to detect. The large or small power distance also affects the way inflow of data and
information within the organization, either the information flows freely without hurdles or having
the hurdles in the destinations to deliver the information. It was also observed that the high power
distance organizations provide the information or the instructions via a complex hierarchical
structure passing from middle line managers to the first-line managers. On the other hand, the
organizations that follow less high power distance have direct and prompt communication freely
delivered to the bottom, up-down communication applauded to assure the free moment of
information. (Hofstede, 1983).

(2) Masculinity v/s femininity
Masculinity and femininity are the second dimensions of Hofstede’s dimensions of
organizational culture, which have been influenced by the outer world where the societies give
identity to things like masculinity and femininity and the others merely follow these identities.
This social identity is given by the parents initially and followed by society. In the same manner,
those societies display low masculinity and femininity differences where the freedom is given to
the individuals to do or perform a variety of tasks irrespective of their identity as the masculinity
or femininity. Moreover, the societies which consider the feminine are more inclined to put the
focus on the work environment, feelings about the job and the living structure of employees.
Whereas, multiple societies prefer the men focused strategies where a man is considered as wholly

solely responsible for all affairs like the livelihood. And the lady is only regarded as the service
provider in health and children nurturing (Hofstede, 1983).

(3) Strong or weak uncertainty avoidance
Individuals across the globe have own preferences and priorities some people prefer to take
the risks to have more rewards. However, some people digress the option of taking risks and avert
from assuming risks. It was observed that people are more inclined towards the work and do not
let any stone unturned in performing the tasks where they witness a high level of uncertainty
avoidance to secure their plans of the future. So, therefore, people of these societies always feeling
a volatile situation and worried about their upcoming time and avert to take the risk. Institutions
of these risk-oriented societies come forward to protect the rights of the stakeholders and minimize
the threat of risk. These institutions assist in multiple fields like response in against natural
calamities, flawless and strong legal system to protect the rights and technological advancements.
Moreover, the role of religion is very important and motivating, which emphasizes and makes the
realization that there is someone who did that and power to prevent other than anyone himself. On
the other hand, people in societies where they believe that everything is here and live in the current
scenario do not bother about the future life. They do not work much than the individual does care
about the future. Hence they don’t avoid the risk (Hofstede, 1983).

(4) Individualism vs. collectivism
The basic scenario is to analyze the condition in which an individual considers himself for the
circumstances which best to him or to focus on the team or group while analyzing the best suitable

option for the entire group in general. It is evident from the study that those countries which offer
freedom to the individuals to select individualism have more acceptability. Likewise, a person in
any organization has been awarded more compensation for the job done efficiently. However,
there is a negative side of this individualism like others that these societies would not support the
person f he or she fails to perform a specific task, as individuals in these societies are more selforiented. Moreover, in contrast, the societies which have collectivism as their culture support, live
together and depend heavily on each other. Hence the perception and consent of a concerned group
are very important rather than individual consents. The reward and compensation of such
organizations are based upon the performance of teams rather than the individual and evaluated
collectively (Hofstede, 1983).

(5) Long term orientation versus short term orientation
This dimension of organizational culture according to Hofstede tells about the adaptation of
the new dimension in western and Eastern. Asian countries in comparison. It was revealed that the
Asian countries prefer long term orientation in deciding for every sphere. Whereas countries like
Europe and the United States of America consider the short term orientation while making any
decision. Moreover, the difference in long term orientation and short term orientation is of the
concentration in long term orientation the concentration is on the current situation to boost up the
prevailing economic condition and get prepared for the upcoming time. On the other hand, the
short term orientation focuses upon the classical approach which considers the individual
consistency and developing an equilibrium (Hofstede, 2001).

(5) Indulgence vs. restraint
This dimension of Hofstede incorporates the individual preferences of employees within the
organization based on their stakes in society. This shows the behavior and attitude of employees.
Those individuals who indulge in the affairs show that they are happy and satisfied, in the same
manner, the restraint people are not so much satisfied and happy. Indulgence people have the
opinion that they enjoy control over their private life. They thought they are free to talk in any
matter regardless of any restrictions. These types of individuals give more importance to luxury.
The inclined to recall the positive and good activates. In these societies individuals actively
participate in sports, having a high rate of education and following or uphold the legal system with
the availability of enough food and shelters. On the contrary, the societies which follow the
restraint attitude display an opinion of vulnerability and fear. The individuals in these societies
always blame others for the incidents happen to them. Moreover, free speech is not a basic concern
for them. Unlike indulgence, the people in these societies do not participate actively in sports and
people have less love for the food and luxurious items. (Hofstede, 2001).
2.1.2.2 Cameron and Quinn Organizational Culture Dimensions
2.1.2.2.1 Competitive Culture
The concept of competitive organizational culture is not new in the arena of management
sciences. This concept of competitive culture has been demonstrated from various studies
(Xenikou and. Furnham, 1996; Budhwar, 2006; Whittington, 2009; Esra, 2011). Competitive
culture in the organizations has a significant and encouraging relationship with employee
efficiency and productivity (Ogbonna & Harris, 2000) This dimension of organizational culture
has been evaluated and demonstrated from various angles. A study to analyze the influence of
competitive culture was conducted. The findings of that study concluded a negative influence of
the completive culture on the workers and negatively impacted on the employee retention in an

organization and the efficacy altogether (Budhwar, Varma, Singh, & Dhar, 2006) This negative
implication of competitive organization culture produces an adverse effect on the employees and
their productivity (Whittington, Dave, Dewar, & Tammy, 2009). This dimension of organizational
culture focuses on the competition and the productivity of the workers is evaluated in an
association of gains and the revenues in market penetration (Esra, Isik, & Mithat, 2011). However,
a little work has been witnessed for understanding the impact of competitive culture concerning
the performance. Moreover, the association of competitive culture and performance has been
determined in a study by taking a positive notion for the completive culture with the performance
(Shafiq and Qureshi, 2014).
It was also argued that a competitive ridden working environment enhances the performance in a
specific organization (Schrock, Hughes, & Fu, 2016). The environment of competitiveness has
been drastically changed over the years in recent days as predicted by the study (Giri, 2017).

2.1.2.2.2 Bureaucratic Culture
Bureaucratic culture has been considered as the type of culture which halt the performances
of the workers and evolves the concept of demotivation among the employees (Odom, Boxx, &
Dunn, 1990). The bureaucratic being the type of organizational culture has been identified by the
study conducted in the late 90s with other dimensions jointly such as a culture of innovation, and
culture of task acceptance (Xenikou and Furnham, 1996). Moreover, multiple types of research
have been carried out in the direction of analyzing and understanding of this concept of
organizational culture concerning performance (Odom, 1990; Ogbonna, 2000). The bureaucratic
organizational culture does not install the maximum potential of the employees as the other
dimension of organizational culture does, such as innovative and community (Ogbonna & Harris,

2000) It was also revealed that the negative inclination of bureaucratic culture on employee
performance altogether with the motivation in the organizations that give consent to this type
culture (Lund, 2003). The negative implication of bureaucratic culture has been validated on the
behavior of the employees specifically in the service providing institutions (Raub, 2008).
Moreover, it was also unveiled that this negative influence e of culture produced negative
consequences over the employee devotion for the organization and the employee attitude to be
associated with the organization in long run (Mehdi et al., 2010). Hence the cited literature on
bureaucratic organizational culture demonstrated a negative influence of this dimension of culture
on motivation.
2.1.2.2.3 Community Culture
Community as the dimension of organizational culture has been studied and determined as
the positive influencer of employee performance (Cameron and Freeman, 1991). This kind of
organizational culture has been studied by different researchers (Deshpande et al., 1993; Ogbonna
& Harris, 2000). Meanwhile, a chunk of researches has been witnessed in this way to determine
and understand the influence of community as the dimension of culture on the performance of the
employees in the organization (Ogbonna, 2000; Lund 2003; Wang, 2011). However, a study has
validated a positive affiliation between the motivation, employee performance and the community
as the dimension of culture in the organization (Ogbonna & Harris, 2000). A positive relation of
worker and the community organizational culture has been also validated by the study and having
satisfaction with the job (Lund, 2003). This dimension of the organizational culture demonstrates
a positive association of employee loyalty for the organization (Mehdi & Tahereh, 2010). The
employee behavior of loyalty and positive indigenes of employees has been considered as the
outcome of the community culture in the organizations (Tsui, Wang, & Xing, 2011) . Another

study in this field pointed out the significant positive relationship of the specific organizational
culture and employee motivation among the employees (Panagiotis et al., 2014). Thus community
being the dimension of organization culture causes the enhancement in the performance (Shafiqa
& Qureshi, 2014).
2.1.2.2.4 Innovative Culture
Innovative as an organizational culture deals with the fluctuation in the administration and
the rules of the organization. Which enables the organization to demonstrate any innovative
decision. In addition to the existing pattern to enhance the performance of the organization
(Greenley, 1995). It was also argued that the innovative organizational culture has been considered
as the most demanding conception in the research arena to be analyzed and demonstrated (Peter,
1999; Ogbonna, 2000; Shafiqa, 2014). Therefor multiple studies have been put forth to understand
the dynamics of the relationship between innovative culture and the motivation level of the
employees (Peter, 1999; Ogbonna, 2000; Lund, 2003; Giri, 2017). It was unearthed by the study
conducted to understand the concept and relation of innovation and performance. Which
demonstrated the positive disposition of a worker for performing well and faithfulness for the
organization due to the persistence of innovative culture (Peter & John, 1999). Another study has
also declared that an innovative culture cast a positive shadow on employee performance
(Ogbonna and Harris, 2000). This dimension of organization culture offers a more reluctant and
decentralized culture to the employees. In which they may change and alter the decision based on
their perception and innovations to performing better (Esra & Mithat, 2011) .this was also argued
that this type of organizational culture affiliated to the outside of the organization which enable
the change process in the organization more easily and conveniently (Hee, Hwang, & Che, 2013)
Shafiqa & Qureshi (2014) has also argued in their research that innovative organizational culture

shares a positive bond with the motivation level of employee. However, the change and variation
in the production of employee have been determined by the study that this innovative culture
predicts and cause a variation in the job (Giri, 2017).

2.1.3. Organizational Culture and leader Member-Exchange (LMX) theory
The relationship between organizational culture and leader member-exchange is
transactional which affects the outcome through antecedents and the consequences. As the basic
principle of leader member-exchange (LMX) dependents upon the organization's culture and the
leader's ability which collectively defines the outcome on the employees through the contextual
variables. Hence the action of subordinate is largely defined by the leaders training (Liden et al.,
1997). This relationship of organizational culture and leader member-exchange (LMX) determine
the outcome of employees derived from the leader's interaction with the subordinates. This
interaction is because of the different and varying attitudes of the leader toward the employees
(Triandis & Gelfand, 1998). Another study witnessed that every attitude that an employee exhibit
is the product of the leader’s instructions and organizational settings which compel them to behave
like that. Hence a positive and significant relationship in the presence of culture lead the Leader
member-exchange relation with its outcome (Farh, Hackett, & Liang, 2007). Further, the findings
of a study supported that the dimensions of organizational culture like individualism or
collectivism, distance in power cast the influence on the leader member-exchange (LMX) oriented
performance (Annand et al., 2011). Moreover, it was revealed that the Leader member-exchange
about cultural dimensions and values is complicated and difficult to understand easily. A clear and
sound set of information was necessary while assessing the performance so the task-related
knowledge is necessarily be provided in the cultural settings to get the high scales in leader
member-exchange (LMX). Further, the study revealed that the subordinates in the organizational

settings required that the leader should perform the role of an agent between the organizations.
The study further spotted the light over the relationship between the dimensions of organizational
culture and the transition process of leader followers and set the limits for them to remain in it by
focusing on the different roles. Hence the difference in cultures provide them the segregations
although the response of followers towards the leadership training is the same yet the employees
in Asian culture exhibit more response on group assignments or job-based performance (
Rockstuhl, Dulebohn, Ang, & Shore, 2012).

2.2

Motivation

Motivation is an old terminology associated and widely used in organizations. The geneses of the
term motivation have been extracted from the work of Abraham Maslow presented in the late ’40s.
Further, the idea of performance as given by Van Niekerk and called it as the result infer from the
motivation and worker skills (Van, 1987). Hence the modern organizations are involved in the
motivation and concerned with motivating employees than the organizations which operated in
old times (Robert, 1991) Meaning of motivation has been varying for different individuals which
they compare on their different needs and priorities attainment of which made them motivated
(Gouws, 1995) thus the motivating factors have been differentiated into five main categories which
are ranging from higher to lower and lower to higher direction (Gouws, 1995). This has been
perceived that the motivation the driving energy which influences and provides guidance to the
individuals from one's inner (Hadebe, 2001). Moreover, it was stated that motivation is the most
discussing and pivotal issue confronting the organizations. Hence the concept of motivation has
been elaborated with the help of various theories. Since these theories have been of various types
based on their different purposes. So in this respect, the varying types of motivation have been
substantiated into three categories such as (1) determinations and bolstering (2) need concerns (3)

rational (Baron, Henley, McGibbon, & McCarthy, 2002). Motivation has been regarded as the
two-edged sword in which the one is affiliated to the inner psychological state of a person and the
other one is associated with the outer sphere in which the influence of others like supervisors and
the administrators in attaining the motivation for the performance (Tosi, Mero, & Rizzo, 2000).
Another study has defined the motivation a procedure that took place while mobilizing, instructing
and providing support on an individual basis to attain certain tasks (Robbins, 2001). It was further
argued that one of the potential problems for the contemporary public sector organizations is
attaining the motivation level for their employees (Zavlanos, 2002). Spector (2003) described
motivation as a power that guides the intrinsic behaviors of individuals for specific purposes. A
study titled “A review of employee motivation theories and their implications for employee
retention within organizations” has identified four diverted postulated models for analyzing the
motivation level among the employees, task design, need-based models, task characteristics and
expectancy theory models (Ramlall, 2004). Motivation is a force that undertakes the direction and
potentials for a person to achieve the required success in achieving organizational goals (Page,
2008). Hence the individuals became satisfied and motivated through different such as one may
be motivated through working for a public sector or maybe on the other side (Hondeghem, 2008).
In the same way, a study has also unleashed the multiple things that are motivating the employee
like the ‘quality of life’, service for the public or public works that provide the basic and luxurious
things to the proposed employee or his or her family (Vandenabeele, 2008).

2.2.1 Motivation Theories
2.2.1.1 Hierarchy of need Theory
Maslow’s theory of motivation known as the hierarchy of need theory is very famous which
defines the motivation, and the levels of needs full filing of which the individuals became
motivated if not then he/she may be demotivated according to him if one level of need achieved
than he searches and inclined towards the second immediate level on the pyramid of needs and go
on up to the final level (Maslow A. , 1943). Haque et al, (2014) argued that the hierarchy of need
theory as presented by Abraham Maslow is one of the prominent theories prevailing on the globe.
Thus this theory holds that hierarchy theory proposed that that “people always tend to want
something and what they want depends on what they already have” hence following are the variant
levels of the theory.

“

(a) Physiological needs”
Shelter, food and other bodily need”
According to Maslow’s needs theory, Physiological needs lie at the very low tear or the

bottom of the hierarchy of need pyramid. These needs includes the biological needs of an
individual without which one cannot survive such as food which is the basic requirement for an
individual to live and satisfy his/hunger and get energy and the shelter which is primarily important
for an individual to have a secure abode to live in and secure himself from the hardships of the
nature and the societies. Full filing of these needs an individual tends to follow next level need
(Maslow A. , 1943).

“

(b) Security needs”
Security and protection of human health and properties”
Security needs according to Maslow are related to the protection and security of an

individual after the psychological need the immediate upper level in the hierarchy of needs is
security needs. These are the needs that fall on the very immediate upwards to the bottom tear.
These needs arise from the human security need which may be in the shape of law and order
situation and the security in terms of job security which makes him/her be assured that he may not
be fired. Health and property protection additionally are assured by the organizations if these needs
are met the employee became the satisfied absence of which lead them to de-motivated once these
needs met then they switched to the next higher level (Maslow A. , 1943).

(c) “Social needs”
“Friendship, intimacy, family, and sense of connection”
Social needs according to Maslow affiliated with the human need of association this need
arises after the security needs full filled. These needs lay are in the middle of the pyramid in the
hierarchy of needs. This need is associated with the human to interact with society and the outer
world. This needs provides the sense of motivation and satisfaction to the individuals as a human
is a social animal he/she prefers to interact and socialize with the others such as participation in
clubs joining multiple functions to quench the thrust of affiliation. Everyone wants to be known
and recognizes by the other this need is also satisfied by the organizations by providing the
affiliation and in the same manner provision of necessaries for family provided that made the
employee motivated (Maslow A. , 1943).

(d)
Esteem needs”
“Respect, recognition and freedom”
This needs related to human psychology which ascribed that one should always be satisfied
and motivated when he get recognition of his work and respected in the specific area or field. This
need falls in the second position after the self-actualization in the hierarchy of needs in the pyramid
of Maslow’s need theory. Everyone in the organization wants to be recognized and her/his work
out to be rewarded and accepted by the organization which makes him /her motivated. Whereas
respect and dignity are also one of the motivating factors and need for the individuals working in
the organization's absence of respect and dignity would lead the demotivation among the
employees. Freedom is also one of the motivating factors and needs of the individuals to meet if
not then the demotivation prevailed (Maslow A. , 1943).
(e)
Need of Self-actualization”
“Achieving one's full potential”
According to Maslow, these needs arise from the humans’ psychology which compels him
to utilize his maximum capacity or the talent that he /she poses. This need related to the ones work
when anyone working in an organization and he won't have the job regard to his/her qualification
and skills then he/she must have been dissatisfied firm that job.so in this every organization should/
ought to give the job to the best of his skills and education to utilize the maximum and won’t let
him de-motivated. This need falls at the top in the hierarchy of needs at the pyramid of need levels
(Maslow A. , 1943).

Figure - 1
Maslow’s Pyramid of Hierarchy of Needs

These needs have been distributed by Maslow into mainly five-level in multiple tiers down
to the upward direction. As the first tier related to the employees’ biological needs hence full filling
of each tier will come to the successive tier to achieve the top of the pyramid (Maslow A. , 1943)
2.2.1.2 McGregor’s X&Y Theory

Individuals with various foundations living in various pieces of the world get persuaded

in different ways at work. A few people enjoy their work and consider it to be a piece of them and
others simply work to acquire money to have the option to buy nourishment, pay the lease and
endure. In 1960 Douglas McGregor distributed his book "The human side of big business" to
concentrate on how to inspire employees and how to make the correct administration to get
individuals progressively viable at work and advantage the company. He discovered that there are
two types of employees and that the chief must adjust his/her way of dealing with the work
contingent upon what type of employees he/she needs to manage (McGregor,1960).
2.2.1.2.1.

Theory X”
In this theory, a suspicion found as the laborers often lazy and less motivated. Hence

they would not prefer to show any kind of love for work or taking any responsibility to complete
the task and they simply need to have a relaxed and free lunch while staying at home. The basic
excuse they provide for this is not to awake in the morning to get the business because they need
to. This sort of laborers need dictator initiative and should be managed, compromised, compelled
for the cause of the task to occur to convey specific measures that were delivered products that the
supervisors had chosen. With no sorts of objectives or quantities of created merchandise, these
individuals will not discover inspiration to convey as the task is frequently dull and has the ease to
satisfy. The compensation for these type reward systems of conditions is pity basic, if you produce
a particular measure of merchandise or increasingly, at that point you get remunerated and if not,
at that points the specialist won't take any recognition. McGregor expressed the associations with
organizations when the X laborers will in general progressively brought together to had a great
deal of check and balance on each progression that creates a line of chain. These types of the
workplace are often found in enormous processing plants having huge measures in creation
“(McGregor, 1960)”.

2.2.1.2.2. Theory Y
This theory holds that the workers who suit in the gathering in this theory will in general
progressively fulfilled and satisfied with their associated tasks. These employees are innovative,
spurred for performing the assigned tasks irrespective needn't bother with that quite a bit of
administration else the supervisor requesting the employees to take necessary steps. They grouped
in laborers frequently look for greater obligation, loves to have that since this sort of them realized
the significance of the organization. Laborers which suitable for this theory type check the task
entirely unexpected method in comparison to the earlier theory gathering. In X laborers' task in
weight, the Y workers this was a piece for the style they live to lure. Major fashion in this sorts
associations will, in general, be progressively popularity based and employees reserve the privilege
to express themselves and their conclusions concerning various issues, circumstances and method
to refining kits of tasks that settles on their piece for a basic leadership be ready for decimating
them insight for offer recommendations for arrangements yet the last discussion still has a place
with the directors and this is one's choice conclusive. The associations which comprise frequently
Y workers another sort of remuneration system is usually executed. Y employees frequently had
ample improved opportunities for progress skillfully to grow an advancement contrasted with X
people. This is partly a direct result of the way that the alleged Y workforces incline towards
advanced schooling contrasted with X workers “(McGregor, 1960).

Table 1
Theory X and Theory Y
Theory X
Theory Y
Individuals need the freedom to
Individuals need close attention and
perform their
supervision
task
Will avoid responsibilities
Individuals seek responsibility
Supervision will have to force them to
perform
Supervision must act as the source of
Rigorous, ingenuity and creativity are
information and transmit it to the followers adopted this society.
2.2.1.3 Herzberg’s Motivation and Hygiene factor Theory

The two-factor theory of motivation which as postulated at the end of the 19th century. The
theory states that the main two factors are responsible for determining the motivation among the
individuals, however, these factors include Motivational and hygiene factors. It was argued that
the behavior and actions of employees for the task are responsible for the success of any task and
goals at each level. This theory holds that the motivating factors lead to having the performance
and the hygiene factor which don’t lead the employees dissatisfied (Robbins & Judge, 2013).
2.2.1.3.1 Hygiene factors

Herzberg identified the Hygienic factor as the preventing factor in dissatisfaction. This
factor as argued by Herzberg et al., (1959) that these are the factors that incorporate and make the
employees to be motivated, rather these factors are not directly associated with the performance
of a specific job done. These factors mainly include the policies of organizations, working
environment, compensation and the type of supervisor .it was also identified by the study that the
organization's strategy or policy is a very pivotal hygiene factor. This is the factor which
determines the agreeableness of employees with the policies of the organization and the employees

work deliberately and keenly if they think that the policy is friendly for them, on the other hand,
if the workers think that the policy is not friendly with them then they produce inefficiency in the
work. Integration between the subordinates and the boss is another factor in hygiene factors that
determines the quality of communication among the employees and their boss, as this is how an
employee shares his /her concerns and affairs with the peers and the supervising authority. This
will shatter or increase the situation of stress in the organization for the employee. Further, the
authority which supervises the task and work as done by the employee has a strong relationship as
the suspicious eye of the boss always made the worker dissatisfied as he/she feels that the
organizations don’t have the trust deficit. The working environment on the other hand
compensation is equally important in the satisfaction of the employees as the security sense and
the sufficient amount of money and rewards also satisfying or dissatisfying the employees.
2.2.1.3.1

Motivational factors

Motivational factors are the second factor in the Herzberg theory of two factors, which
states that certain things motivate the employees in the organization. These characters are mainly
the worker's achievement, work recognition, duties and responsibilities, increment and growth
opportunities. It was also argued by in the study by Herzberg that these factors make the employee
satisfied but the absence of these would not elicits de-motivation rather they feel merely un satisfy.
Herzberg's theory of two factors incorporates the factors which are also extended by the Maslow’s
hierarchy of need theory. It was argued that Maslow's hierarchy of need theory and the Herzberg
two factor theory have certain similarities as the Hygiene factors of Herzberg are a resemblance to
the bottom of the first level of Maslow’s hierarchy of needs. Whereas the motivational factors of
the Herzberg theory of two factors are very much related to the higher level of Maslow’s hierarchy

of needs. As the employee in the organization feels motivated as the recognition of his work in the
shape of achievement and sense of security prevailed. The task is also to act as the motivating
factor for the employee if the task is interesting and understand to him/her. Hence the interest in
tasks insists the employee works confidently and utilizes his/her maximum which causes the
growth opportunities for the employees (Herzberg et al., 1959). Moreover, it was evident from
Herzberg’s two-factor theory demotivation is not the result of dissatisfaction to him, rather he
negates the concept of dissatisfaction as the demotivation (Robbins and Judge, 2013).

2.2.3 Outcomes of Motivation
2.2.3.1.

Employee Performance
Employee performance has maintained a focused place in the field of research. It has been

considered as one of the discussing and demanding issues for the scientist almost all the times. So
far several theories and researches have been conducted to the specific influence of employee
performance (Maslow, 1954; Mausner, 1959; Alderfer, 1972). The behavior on the performing
task or job and the attitude of an employee while doing a job has been regarded as the defining or
insight in the mind of the employee which tells about the level of motivation which results in the
performance of the employee (Snyderman et al., 1959). As the two factor theory as the proof
defines the difference in the performance from the employee side. Where the positive inclination
of an employee for the task has been determined by the motivating factor, the absence of these
motivating factors will reverse the results and negatively influence the performance (Herzberg et
al., 1959). It was observed that the variation in the performance has been regarded as the concerns
of the employees. This could be changing in the fear of losing a job and future concerns regarding
their job (McGregor, 1960). Rewards have been also producing a motivating and significant role

in employee performance. As the studies in this direction pointed out that the extrinsic and intrinsic
rewards positively influence employee performance (Awonusi & Chris, 2004; Callahon & Reio,
2004). It was also concluded that the differences in the performance of the employees. When a
comparative analysis is to be conducted as the employees perform low when they perceive that
they are receiving less as compared to their counterparts in the same field (Robbins, 2005). Hence
the acknowledgment and completion of individual needs affect the performance positively. As
argued that employees would chase the organizational goals more vigorously. When the specific
needs have been entertained by the administration (Robbins S., 2005).Employee performance is a
contextual subject. Thus a study in Pakistan determined various factors while conducting research.
In which the study insisted that some of the factors which are accountable for the variation in
employee performance. These include training and development, relations of employee and the
employer, environment in which the work has been done, compensation system and the job
assurance (Hafiza et al., 2011).it was also evident that the work environment is the strong predictor
in determining the employee performance apart of the other factors such as growth opportunities,
compensations, and recognitions (Porter et al., 2016). Hence the employee motivation solely not
responsible for employee performance rather the motivation at the workplace has equal weight
(Wae-esor et al., 2016).

Job Satisfaction

2.2.3.2.

The term job satisfaction has been elaborated as the disposition of an individual that one
shows in the shape of behavior and attitude while determining the job (Brayfied & Rothe, 1951).
It has been distributed into the main two parts one is intrinsic and the second one is extrinsic
(Weiss, Dawis, England, & Lofqui, 1967). This outcome of motivation has been deemed by an
individual. The way and the belief of an employee that he/she may express and perceive for the

task as assigned to him/her (Judge et al., 2010). A study has concluded that job satisfaction and
the job insecurity has been related in inversely proportionated and the performance of the employee
depends upon this relation if the job security is high that means the performance is high and
absence of which results on the contrary (Lambert, Lynne Hogan, & Barton, 2001) .this is the
outcome in response to the achievement of the biological needs of the employee (Gagné & Deci,
2005). It has been suggested that the employee performance and the satisfaction of employee for
a job multifaceted association which cannot be easily detached as the positive one (Singh & Tiwari,
2011).

2.2.3.3.

Organizational Performance

The concept of organizational performance can be traced from the late 19’s When Vroom
defined the work motivation as the energizing force for employees in achieving organizational and
personal goals. Employee performance and organizational performance with special reference to
organizational identification have revealed a positive relationship on performance (Knippenberg,
2000). Organizational performance has exhibited a positive relationship with open communication
system prevailing in the organization, which enhance the employee loyalty for the organization
(Memmott & Growers, 2002) . Motivation causes an increase in employee persuasive power for
achieving the expected organizational goals (Humphreys & Einstein, 2004). The three approaches
namely goal-setting, social cognitive, and organizational justice have been identified while
defining the motivation for achieving organizational performance (Gary & Craig, 2005). A study
has unveiled the Workload as an indispensable motivating factor for employees in achieving
organizational performance (2006). It was argued that motivation developed either from inside or

outside of an individual that incited him /her to achieve the organizational goals (Craig, 2008).
Employee autonomy produces motivation for enhancing the efforts in achieving organizational
performance (Deci & Ryan, 2008) Another study related to motivation has explored multiple
factors like oral appreciation, personal development,

opportunities for innovation and the

provision of social interaction apart of given task, these factors contributed to organizational
performance positively (Järnström & Sällström, 2012) It was argued by a study conducted in
education sector that most of the educational chase the performance to achieve for their
organization irrespective of their scale either large or small where large institutions want to get
larger and smaller wants to be large (Muya & Wesonga, 2012). Further, organizational
performance was regarded as the result of employee satisfaction, which was the essence of
motivation (Toe et al., 2013). Performance and motivation shared a direct relationship as explored
in a study (GANTA, 2014) . It was also evident that higher the motivation higher the employee
satisfaction which yields an increase in the organizational performance (Wae-esor, Azizi Bin, &
Hee, 2016). Motivation and organizational commitment were positively related to each other,
which has a positive affiliation with performance (Salleh et al., 2016).

2.2.4. Motivation and Leader Member-Exchange (LMX) Theory

Behavior and the attitude of a leader according to the theory presented by Robert, was the
result of inferred from the performances of the subordinates. This theory further argued that leaders
are the epicenter in the organization that provides the basic information, guideline and the
assessment to the employees in attaining organizational task and goals .this behavior of the
supervisors/leaders were in line up with the leader member-relation (LMX) which holds that every

leader is different in his/her interaction with the subordinates. In other words, leaders are volatile
while handling the employees based on the skills and abilities of their subordinates which makes
them motivate and satisfied due to receiving individual attention from the leaders (House, 1971).
It was witnessed in a study that a superior standard in leader member-exchange (LMX) cast an
effect over the satisfaction among the employees. This requires a composed and directive
relationship between the leader and his/her employees on performing a specific task (Sparrowe,
1994). Leader member-exchange has been deemed as a varying influencer that influences
employee performance in a significant manner. Moreover, this relationship of leader-member
relationship distinctly influences the production based on the low and high medium of the quality
of LMX irrespective of the members compared to the LMX (Schriesheim et al., 1998).On the
contrary leader, member-exchange impacted the employee performance with the freedom which a
team or group enjoys the more freedom has the more satisfaction and the low freedom has the low
satisfaction among the group members collectively (Liden et al., 2006). Research in this direction
has determined that a high level in the leader member-exchange gets multiple positive implications
which were not merely restricted to the employee performance but also the overall organizational
benefits have been eliciting from this relationship. The conclusions made by this study have been
in the line of the “theory of job satisfaction” proposed by the Herzberg (1959). It was revealed that
a leader was a high role model and motivator for the employees within the organization. This
influencing way of leader has been considered by the employees and always welcomed to be more
motivated and satisfied with the organizational identity (Humphreys & Walter O. Einstein,
2004).In which he insisted that the workers experience two different concepts at the workplace
motivation and the other one was de-motivation which was caused by the variant causes (Stringe,
2006). Moreover, a study has been witnessed that the leader-member exchange relationship acts

as the agent in minimizing the anxiety among the employees. Whereas a standard level of LMX
considered as the founding principle for the reduction in the task performance as backed with the
statically with the facts that a significant relation of a leader on employee performance
(Christopher et al., 2009). It was an imperative while analyzing the organizational characteristics
such as a leader and their followers and explained from the various perspectives. Moreover the
persisting organizational conflicts between the employees and their supervisors which in reality
distributes the leader-member relationship (Ericka R. Lawrence, 2012).

2.2.5. Organizational Culture and Motivation

Organizational culture and motivation are related to each other like a cause and effect. This
association was revealed in a study that a real picture of motivation could be seen by analyzing the
varying four dimensions of motivation (Kanter, 1989). These dimensions include the “mission”
that makes the individuals consider that their performance was very significant for the
organization. The second dimension of the motivation was the “agenda control” which gives
freedom to the individuals to manage and take the decision regarding their carrier development
within the organization. Further, the third dimension or the source of motivation was the “value
creation” that provide the chance to the organizations to compensate the workers properly
according to their performance. Whereas the second last source of motivation was “learning” that
gives the workers a chance of new development opportunities to learn new things to be motivated.
And the last source of motivation was the “Reputation” this source has the potential related to the
individual's affiliation which motivates the employee by giving them identity. However, a study
argued that the dimensions of motivation are task-related (Denison, 1990). Another study

identified that the three dimensions consider the broad areas of organizational culture and
motivation (Truskie, 1999). Further, research unveiled that the chief characteristic of
organizational culture was to motivate the employees in a significant manner and a relation was
established within the organization. The perception of employees was determined by the
organizational culture and the prevailing policies' motivational activities and concerns regarding
the organization. Further, it was analyzed that the compensation and acknowledgment gave a
significant and direct relation with the motivation ( Sokro, 2012).

2.3 Leadership
Leadership is a term that has been used interchangeably for a long time and acceptable across
the globe and studied intensively around the world. It is as old as the human civilization the ancient
culture and civilizations of different nations like Egypt witnessed the leadership activities (Bass
B. , 1981). Leadership is a complex and comprehensive terminology that has been studied multiple
times yet not comprehend properly throughout the world. It was further argued by the study that a
leader can create and try to maintain the smooth of its conduct (Schein, 1985). Study in the social
sciences has been witnessed that leadership is the thing that is used by a person called leader over
the subordinates to make the influence on them for getting the stated response (Arnold & Feldman,
1986). The results of a study unleased the relation between the organizational culture and the
leadership in which a leader establishes and structure the culture in the organization to facilitate
the other functions like propagating the mission, providing information, announcing procedures
and chalking out the plan for compensation and developing the teams for task accomplishments
(Blake & Mouton, 1989). The word leadership was not so popular before the end of the period of
the nineteenth era (Mariner, 1993).it is the method through which an individual wants to utilize

his/her utmost skills and knowledge to get the response and develop the opinion from the others
in a fascinating way (Clark, 1997). Leadership was defined differently than it is the effort from
which one the leader wants to take the entire support from the subordinates not only for the job
but also for exceptional things that are not part of his /her job (Goetsch & Davis, 1997) . Leadership
is the process that takes place to influence the people to mold their behavior for the specific task
(Marquis & Huston, 2000).
2.3.1. Leadership Theories

Multiple theories have been coined to interpreted and for understanding the concept of
leadership in the field of social sciences. as one of the basic and founding scholar Galton (1869)
in the late 18th century which laid the foundation rock about the leadership from which the concept
of leadership evolved (Zaccaro, 2007). However, the concept behind the leadership was to identify
or recognized the unusual characteristics of an individual which were traced back to the great man
theory latter on this concept was transformed and studied as the leadership study (Glynn &
DeJordy, 2010).

2.3.1.1

Situational leadership theory

This theory was introduced in the late 70s when Hershey and Blanchard gave this theory
in which they have given the concept of task and accomplishment and determined the channel of
communication, determined the organizational designs, set of instructions to be followed and the
responsibilities of subordinates. However, on the contrary, the leadership skills regarding seek and
interact with the individuals and make the fluency in relation with others in the organization and
outward (Hersey & Blanchard, 1969). The research of leadership argued that the factors which

determine the situational which determine the skills and abilities of the leader and the followers
must be correlated with the dynamics and the requirements of the tasks to evaluate the efficiency
and effectiveness of the job (Ansari, 1990). situational leaders are different in their skill of analysis
they have the skills to evaluate and analyses the prevailing situation and accordingly plan to tackle
the condition, whereas the charismatic leaders have only the committed workers that give their
services. Further, situational leadership insists on the type of leadership styles and interested in
making the relationship among the subordinate's understandings and the leader's skills (Graeff,
1997). Different researchers called the situational leadership theory differently as according to
Bass the situational theory was known as behavioral (Bass, 2008).on the contrary, Yulk considers
situational theory as the contingency (Yukl G. , 2011). However, both the theories hold the weight
but the situational leadership theory is more leader centric which defines the leader’s attitude and
the traits for the followers and tackling attitude (Conger, 2011).
2.3.1.2

The Great Man Theory
This theory of great man insists that the leader has the exceptional characteristics which

are not usually seen in the common man. It was also evident that leaders are not learned or trained
rather they are naturally gifted with these qualities (Kolb, Rubin, & Mclntyre, 1971). Great man
theory is regarded as the most acceptable and concrete while analyzing the effects of leadership
throughout the world. This theory focuses on the current situation of the organization and the
administrators however the previous accomplishments and the developments have been
disregarded.it was argued that the victory of an organization is completely relying upon the
behavior and skills of the managers. This theory implies that history has been always molded by
the struggles of the men of great for instance “Lenin, Churchill” (Bass, 1981).

2.3.1.2 Trait Theory

This theory was presented in the late 40s when the research was carried out to analyze the
various traits of leadership and their implication upon the effectiveness of the leadership. This
theory incorporates different attributes of leadership like “intelligence, physical, social,
background, personality, task-related attributes” which differentiates a leader from the rest of the
others. It was evident that except these attributes the other attributes showed an insignificant
relation of effective leadership and its characteristics. This study also incorporated the situational
characters for defining the effectiveness of leadership (Stogdill, 1948). It was evident that anyone
could not be a leader solely merely having certain mixtures of attributes, yet he /she can be a leader
having certain individual attributes, such as accomplishments, tasks given to the subordinates.
Hence the leadership ought to understand with the optical of regularly modifications and
corrections. However, it was revealed that leadership meets with challenges such as behavioral
issues and the alterations in the social fabrics. Thus the theory supported that the individual
characteristics and attributes that are given to a leader will make him /her a different position (Bass,
1981).

2.3.1.3 Behavioral Theory

Behavioral theory has been postulated in the late 50s and studied by several studies to
understand however following are some prominent studies that lead in the direction of behavioral

studies the Ohio State University Studies and University of Michigan Studies (Robbins S et al.,
1994).
2.3.1.4.1

The Ohio State University Studies

Ohio University in the late 40s studied and researched to study the behavioral study
regarding the leadership and its influence upon the task performance and motivation (Fleishman
& Hunt, 1957). In the initial phase, different researchers have prepared a directory consist of 1000
and more behaviors and attributes related to the leadership. However, this directory by the time
concise and reduced to the main two categories with the help of scientifically methods first one
was the “structure” and the second one was the “consideration” (Robbins, 1994). Where the former
states the perception regarding the explanation of the nature of work and the tasks which are
supposed to be related to each other in a specific direction. Whereas the latter one (“consideration”)
deals with the activities which are related to the basics of common beliefs, self-esteem, and the
integration between the leader and the employees. Further, it was argued that a leader who falls in
the consideration kind of leadership always respects and recognizes the needs of the individuals
who were working under his leadership. On the other hand, the leader who falls in the structure
type of leadership as devised by the study is on who often anxious for the goals and daily concerns
that determine the structure of the organization (Reitz, 1981). It was further argued that the Ohio
state university’s research couldn’t provide the proper response for the best suitable behavior
leadership styles. However, the results that showed that a higher level of consideration and the
structure could not provide adequate results in all the researches in different settings. Like other
researches, his research has also invited a severe critic yet the essence of this research and result
could not be set aside. However, the study conducted by Ohio state university lay the foundation

for the development and the progress of the theory in the field of behavioral side of leaders
(Ivancevich et al., 1977).
2.3.1.4.2
University of Michigan Studies
University of Michigan studies were the cotemporary of the Ohio state university as both
have been trying to study the leadership in the same period. However, the focus of the Michigan
university studies was to analyze and develop the leadership styles which help in task efficiency
and the team performance having satisfied follower behavior. Like Ohio state university the social
scientist of the University of Michigan University has devised the different two leadership styles,
entitled as the “production –centered” “employee-centered” (Ansari, 1990) It was evident from the
studies of Michigan University that the leaders which fall in the category of “production-centered
“leadership style consider and focused on the day to day performance, nasalization minutely,
responsibilities and authority utilization. Ohio state university's “structure” as identified leadership
style is resembles the production-centered as prescribed by the Michigan University. Whereas, the
leaders fall in the category of “employee-centered” as the leadership style are vigilant and careful
regarding the employees considering them as a human being. The needs and necessities of the
employees are considered by the leaders for instance employee well-being, improvement, and
career development. Likewise, the Ohio University described in consideration as the leadership
style (Ivancevich et al., 1977). The results of Michigan researchers supported that the leaders had
an “employee-centered” leadership style have efficiency in performance from the employees with
satisfaction .on the other hand the “production-oriented” leadership styles as followed by the
leaders have less performance and motivation of their employees (Robbins, 1994).
2.3.1.5.

Fiedler’s Contingency Theory

The contingency theory was a first-ever postulated in history in the late 60s. Which argued
that performance is the product of the leadership styles and the working conditions. In other words,
the success of the organization heavily relied upon the leader’s characteristics and the requirements
of the circumstances. It was further argued by the Fiedler that the model developed by Him has
two main leadership styles one was “employee oriented “the second one was the “task-oriented”.
Further, Fiedler has devised an instrument which He used to analyses and differentiate the both
either the leader was “task-oriented” else “employee-oriented” to which He called the “Least
preferred co-worker (LPC)” (Fiedler, 1967) The study further concluded that “Task-oriented”
leaders perform well in any circumstances either encouraging or discouraging one. Moreover, the
theory argues that these leaders also perform well in the circumstances which are neither
encouraging nor discouraging rather a moderating. However, while defining the encouraging
circumstances to the Fiedler was extend of the leader's influence which he/she may exert over the
subordinates in a group or individual. This favorable/encouraging circumstance according to the
Fielder has main three essentials one was “affective leader-member relations”, second “task
structure” that incorporates that how much the instruction and job description has been provided
in clear terms the last one was “leader position and power” this essential deals with the leaders
ability to execute the authority for compensation an evaluation of performance (Fiedler, 1967).
Moreover, the measures for grading the LPC has been done on the eight-point Likert scaling which
measures the responses given by the leaders in response of the questions asked about the
employees work and performance satisfaction to Him “friendly-unfriendly, pleasant-un-pleasant”
that interprets results as the high scores in LPC means the individual was satisfied and low grades
showed the contrary (Siegel & Lane, 1982).

2.3.1.6.
Path-Goal Theory
This theory was presented by a social scientist Robert House in continuation of Ohio State
University studies. This theory related to the contingency theory of motivation in its generic.
This theory has been promulgated as the discourse in analyzing leadership effectiveness and the
strategy of how to increase the performance of employees with motivation. The phrase “Pathgoal” maximum its definition as the bridge among the differences of tasks and goals in the
employees .hence the leader acts as the bridge to fill up this gulf between individual personal
tasks and organizational goals to achieve. This theory was developed on the two basic principles.
This includes the “leader behavior” this behavior or the attitude of a leader either proved to be
motivational and considerable for the employees. And how the workers consider this behavior
is as needed for the current situation or for the upcoming time. Moreover, the other principle of
this theory was that how much “motivational behavior” of a leader. And to what percentage can
a leader be motivated employees by their performance. And what percentage of leader provides
the guidance, instruction, and compensation at the on-ground task performance of labors be
motivated by him/her. In addition to this, a study has proposed other four kinds of strategies to
check these principles and leader behavior “(a) directive (b) supportive (c) achievement-oriented
(d) participative”. However, the application of these leadership styles/types is largely situation
sensitive (House, 1971).
2.3.1.7
The Vroom –Yetton Model
This model was presented in the late 70s. The purpose behind framing this model was to
provide a fluctuated model to the leader so that he/she could choose the best leadership style
available to him/her. To comply with the required circumstances efficiently. However the basic
ingredient to this model as proposed by Vroom &Yetton that a leader’s choice of distributing and

exercising of the authority with the followers must be incongruence of the persisting circumstances
and change accordingly (Vroom & Yetton, 1973). Hence the said model has the basic five stated
leadership styles which are available to the leader with variant characteristics to select from them
according to the prevailing situation.
(1) “Al

<> the leader makes the decision alone”

This is the first option available to a leader to select from this model according to the situation.
This option provides the leader to decide by oneself without involving anyone.
(2) “All

<> the leader asks for information from subordinates but makes a decision alone”

This is the second option that a leader can choose while making any decision. But in this
option, a leader only enquires about the basic information from the employees. Yet the decision
is eventually made by the leader. However, there is the possibility that the employees may or
may not provide authentic information.
(3) “Cl

<> the leader shares the situation with the individual”

This option of the model give chance to the leader in which he/she could disseminate the
specific circumstances with the employees and welcome the input from the employees, but the
decision making still at the discretion of the leader lonely.
(4) “Cll

<> the leader and subordinates meet as a group to discuss the situation”

In this the choice that a leader could make.in this option leaders and the employees gather
and develop a group/team to ponder over a situation. Hence the decision making is in the hands
of a leader.
(5) “Gll

<> the leader and subordinates meet as a group to discuss the situation”

This is the last choice that a leader can make.in which both the leader and employees form
a group/team to think about a given condition and the formed group consists of both leaderemployee make the decision.
2.3.2 Leadership Style
The term leadership has been demarked as the capability of an individual that was exercised
by him/her on the employees for acquiring the objectives as determined by the organization
and also provide the guideline others for the goals to achieve (Clark, 1997).Another study
revealed the relationship between organizational culture and leadership in the organization has
been determined in a certain environment (Ogbonna & Harris, 2000). Another study has
witnessed the influence of leadership styles as the deciding factor in developing variant factors
such as the interaction of an individual and set of goals with the low and high delegated groups
within the organization such as transformational leadership style (Goleman, 2002).leadership
styles provide the window to understand the behavior and attitude of a leader which he/ she
play in a certain situation (Nelson, 2003).The leadership has defined the success and failure of
an organization (Lok & Crawford, 2004).a significant relationship between the leadership and
the organizational beliefs has been identified in the study. further, the study revealed a pleasant
influence of organizational better provision of working conditions has a positive influence on
the employee and the organization and consider it as a clan and community (Goh , Sheng, &
Geoffrey , 2005).Leadership styles have the potential to influence employees (Lok &
Crawford, 2004). It was argued that the previous performance is not associated with leadership.
Rather the study focused that the leadership was related to the organization's image and the
performance increment. This study has shown a significant relationship between the various
leadership styles and organizational task accomplishment. While analyzing the performance in

a private institution (Barchiesi & LA , 2007). Leadership styles and organizational
accomplishments shared a significant link between them. It was further explored by a study
that used and downs in the organization in attaining the set goals and the competency of the
leader assured and showed an attribute of a leader and determine his/her style of leadership as
defined (Hartley, 2007).It was concluded that leadership styles have the potential to influence
the commitment, performance and motivational level in a significant and positive manner
(Chung, Sue, & Guan, 2009). It has been perceived as successful when the set objectives of
the organization achieved by the leadership (Jarad, 2012). Therefore a blend of studies has
been conducted to analyze the most audible style of leadership .which in true spirit peruses the
goals of the organization (Norlina, 2015; Roya, 2016; Jarad, 2012).
2.3.2.1.

Transformational leadership

The transformational leadership style was initially devised by Burns during (1978). He
argued regarding transformational leadership as the style of leadership is the level of morality
within the organization. A study in this direction has also unleashed the concept of
transformational leadership and described the transformational style as the tendency in which we
are persuaded to perform a part of the required task. It was further elaborated that it is the talent of
an individual who insists on other act above the required wok assigned in true spirit.
Transformational leadership contains mainly four attributes that are (1) “idealized influence” (2)
“inspirational motivation” (3) “individualized consideration” (4) “intellectual stimulation”. Where
idealized influence was associated with the leader and subordinates based on mutual trust and
respect and vice-versa. The inspirational motivation was according to the study is the tendency of
the leader in which he/she try to motivate the individual for doing the task in a better way in which

he /she providing guidance. Moreover, individual consideration has been known as the leader’s
consideration for the subordinates in which he/she pays special focus individual and full fill their
needs and requirements (Bass B. , 1985) . Moreover, the evaluation in the literature makes
transformational leadership as the most studied stipulated to the job and task motivation to
understand and analyses the performance of subordinates (Medley, 1987) .Transformational
leadership inspires and tries to make novel attitudes, challenges and find out their solutions smartly
and entertain the asked question satisfactory (Barker, 1990). Transformational leaders are
entranced with the subordinates provide them concentration, ideas and lift them in their career in
a better position better than their current position by using their charismatic personality (Bass M.
B., 1990). Another study in the same field concluded that a transformational style of leader who
uses it incites the workers to see the situation or the challenges from new direction.apart he/she
provide them hope, interactive communication, inspirations, and sentimental support. This study
further argued that the leaders having transformational leadership energetically impacts upon the
subordinates and determine the production of an organization.An up rank of organizational
performance was the result of transformational leadership (Podsakoff et al., 1990).It was further
explored that persistent transformational leadership occurs in the wake when the leader in true
spirit makes the realization among the employees regarding the tasks. Hence this realization of a
task associated with the organization encourages the employees to perform more than they are
expected to do ( Bass & Avolio , 1993).The resolution of conflicts among the employees was also
settled by the transformational styles of leadership. This style also provides the chance to the
employees within organizations o mold their efforts for the betterment of the organization (Bruce
& Timonthy , 1995). The purpose of transformational leadership was revealed by the study to
change individuals and the administration within their structure. This change of leadership takes

place in which the circumstances determine the thinking and evaluation of an employee and the
management for the concern of the organization (Bass M. B., 1997).Moreover, certain threats,
interaction skills, faith, associations have been the focal point of the transformational leadership
within the organization (Dixon, 1999). Employees are well-versed with the leaders who assume
the transformational leadership style due to their quality of ethics and rationality (Turner et al.,
2002). This leadership style consists of four main dimensions namely “idealized influence,
motivation by inspiration, stimulation via intellectuality and individual consideration” (Bass et al.,
2003). The study of the transformational leadership style has also identified these dimensions such
as “intellectual stimulation, individualized consideration, individualized influenced attributed, and
individualized influence behavior and inspirational motivation” (Avolio, Zhu, Koh, & Bhatia,
2004). Transformational leadership styles as witnessed by a study strengthens and seek the workers
to attain the specified targets accompanied to the overall leadership skills to be grown (Bass &
Riggio, 2006). Hence the leaders having a transformational style inclined to determine the growing
opportunities for the subordinates and stimulate them for their utilization of their talent with the
maximum (Ismail, 2009). A positive and significant relationship between the transformational
leadership style and the employee inclination for the accomplishment of a task has been
determined in a study (Al-Swidi, Nawawi, & Al-Hosam, 2012). Transformational leadership styles
share a positive and direct relationship with work engagement. Apart from these, the
transformational leadership style gives the eagerness to the subordinates to gain perfection in the
performance (Davood, 2014). Transformational styles interact and push the morality and ethics of
the employees on the work. This style puts the effort for enhancing the understanding of the
employees to transform the vigor of the employees for the remedy of the organization. However,
it was perceived that a leader could change subordinates in mainly three techniques such as,

equipping the subordinates sufficiently regarding the goals and their results that how much these
are important to the organization. The other influence of a leader on employees includes to make
the realization to the subordinates and the sense of teamwork ought to have prevailed over the
personal stakes rather than the collective one. The last influence which a leader can exert over the
subordinates was to recognizing their utmost requirements and wants to be fulfilled in the way.
The term transformational style of leadership associates with a sensitive linkage between the
subordinates and the standards of the organizations to be achieved which are powered by the
motivational tactics for the employees. Moreover, a part of these influences transformational
leadership incites the followers by their characters and doing so the subordinates intend to copy
the style and perform their duties for the performance. Further the transformational leadership
being the leadership style was an example as the study witnessed which fulfills the wants of the
employees with the grace and honorary (Yukl G. , 2014). Hence to check the relation of
transformational leadership styles and job performance have been evaluated various researchers
(Ömer et al., 2014; Jeevan et al., 2015). This relation was also analyzed in the Pakistani context
which revealed a significant and positive association while researched the psychology of nurses
working in the hospitals (Masood & Afsar, 2017).
2.3.2.2.

Transactional leadership

The transactional leadership style was defined as the game changer or the influencer which
influences the organizations and how these organizations operate. This process was done by
critical appraisal of these leaders by insisting the focus on the employees for minimizing the
differences and appreciating the performance by full filling the needs (Bass B. M., 1985). This
leadership style has been known as the way of transferring and interchanging of thoughts and ideas.

Further, it was regarded as these styles as the leadership proposes for giving the tasks awards for
the best performance. Where he/she considers and disregard for the un-satisfied performance (Bass
M. B., 1990).This leadership style endeavors to develop and retain a link between the transactional
leaders and the employees (Northouse, 2000). It has been validated that this type of leadership
focused on the prevailing status –quo to maintain the social relationship of the individuals
accompanied by the administrative and financial positions (Lussier & Achua, 2004). It was also
witnessed in a study that the transactional leadership style has different characteristics which thy
exercise based on the circumstances such as active or passive which cause the rise in the motivation
among the employees in the organizations. These attributes foster the trust of employees in the
organization (Bartram & Casimir, 2007). Further, it was regarded in the study that a system of
two-way relationships and incurred in which task-oriented association developed having the
intention to share the information and feedback in a two-way system.The devotion of subordinates
according to the study on the various factors which pull the employee and retain him/her to the
organization.Since this retention of individuals was difficult when it comes to individual jobs and
organizations (Burns A. , 2010). The transactional leadership style assumes four dimensions as
explored by the study these dimensions include “interactive goal setting, personal recognition,
contingent material, and personal rewards” (Jarad, 2012). Transactional leadership styles and their
relationship with the task accomplishment has been evaluated in research carried out in the South
African context (Muredeni, Clinton, & Wellington, 2015).Leaders of transactional leadership
styles enjoy the influence over the subordinates while implementing and getting the job
accomplished (Norlina et al., 2015). This leadership style can sustain positivity in organizations to
perform smoothly (Noor & Song, 2016). Transaction leaders indulged and putting efforts for
maintaining and protecting the system of specific organizations by taking the remedial steps to

ensure the originality (Smith, Eldridge, & DeJoy, 2016). Thus the organizations in Pakistan lacking
many studies on the evaluating impact of leadership styles being the mediator in the specific
context
2.3.2.3.

Laissez-Faire Leadership

This is the leadership type that involves delegating the liberty to the subordinates in
achieving the tasks lonely without any dependency. Further, the two essentials are considered as
the basic requirements for this type of leadership. Whereas, this proposition has been enforced by
the study conducted in a French context. Where they renounced that allowing the workers to do
the task themselves because they believe that the end workers or the individual concerned know
the task best then anyone else does. It was further argued that the leaders who follow this leadership
type to denounced to retain and required the extra authority to control like having stuck in hand.
The essentials of the this type leadership was to use the scare resources and moderate information
in which the leader don’t interfere I the task performance rather provide the chance to the workers
to interacted and discussed the issues a job-related matters among them .this is the perhaps lest
required leadership type which was not welcomed all the times due to its abs actability and the
policy of no involvement in the affairs of worker for letting them do want they thing was right. It
has further revealed that this type of leadership has less option and controlling factor in the
performance which yields the miss management and un-efficiency in the task performance
(Goodnight, 2004).
2.3.2.4.
Democratic leadership
This type of leadership insists on the leader and subordinated coordination. In this type of
leadership, leaders act as the solicitor or the agent which facilitates the decision-making process
while solving any problematic situation by providing ins and outs with the mutual consent of the

followers on a particular issue.in this type, the leaders won’t include themselves as the decisionmaker rather just provide the process in ease (Bolden, Gosling, Marturano, & Dennis, 2003).this
leadership style leader considers their edge that he enjoys because of employees due to this feel a
sense of dignity.this type of leadership is work in win a win situation when some of the contents
are known to the leader whereas the rest of the requirements are with the subordinates.ese are the
circumstances in which both the parties benefited equally the leader and his followers. However,
the administration allows the concerned workers to give their input while the decision was taking
place (Clark D. R., 2004). It eas further argued by the study that some of the time the leaders who
initially were democratic may become autocratic by complexing the situation ad tracking the
decision-making process (Choi, 2007). This democratic style of leadership recognizes the process
in which they permit the subordinates to provide their suggestions and assure them that these
suggestions are very value able for the organization (Alkahtani, Abu, & Sulaiman, 2011).

2.3.3. Leadership and Leader Member-Exchange (LMX) Theory
Leadership and leader member-exchange (LMX) has regarded as a linkage that elicits the
relationship between the leader and the member/subordinates on the mutual agreement. That
relationship defines the sociability among the employees. Which holds the concept of transition in
which it is pretending that any of the employees who get the benefits from the social exchange is
likely to provide much more results in the performance. These types of transitions of the employees
and the leader put far ward in addition to the required task performance. This association of reward
and the performance according to the study were in the balance in actual and the perceived
(Barnard, 1938).it was argued that most of the leaders chase the social channels to interact with
their employees. To put the focus on the employee maintain as less costly and durable in terms of

orientation with the employees. Hence this sociability transition collectively focusing on the
attitudes to enhance the durability that in the upcoming times extends the profitability for the
mutual parties. Such as a formal chit chat or some enquires from the employee side regarding any
issue at the work from the man who supervises him/her and the person oblige him and provide
him/her a positive ascendancy to his question. Then in the result of this respect, the work will
provide him more respect and social interaction take the place (Homans, 1961). Eventually, the
two ways of this social relationship of employee and the leader reciprocating where both the parties
understand and develop the relationship by strengthening the earlier established relation. Where a
leader may optionally provide the subordinates the perks which were not entitled to them based on
the stated job (Biddle, 1979). Moreover, a study has determined that a leader has always been
considered as the magnitude in the social relationship of the employees .where the subordinates
and the leader share a common their psychology and the thinking which decide the position of an
employee within the organization (Sparrowe & Liden, 1997). However, a multiple-stage procedure
in the leader member-exchange relationship was defining the quality of the relationship which
starts by the first stage which provides the incitement for one's characteristics and thinking’s which
is used by the leaders while assessing oneself about the employees. Secondly to analyze the steps
and the responses put into the process from both ends one is a leader and another one in the shape
of feedback from the employees. And the procedure finishes with the leader’s responsibility for
the success and the achievements of the employee’s task accomplishments. Hence this is the strong
predictor in defining the strength of the relationship between the leader and the employment
relationship from both sides (Lawler, 2001). To maintain a cohesive performance a leader assists
the employees with the tangible and intangible benefit so that an employee should not deviate from
the performance in the time of distract and stress (Beehr et al., 2010).

2.3.4 Organizational Culture and Leadership Relation

Multiple studies have been carried out to determine the relationship between
organizational culture and leadership. These studies showed a significant relationship between
organizational culture and leadership (Bass, 1985; Ogbonna & Harris, 2000). It was revealed in a
study that was conducted in the late 90s that stated that the culture in an organization was
entrenched in the leadership (Bass & Avolio, 1994). It was also revealed that the transactional
leadership maintains the status-quo by following the set procedures and implement the rules made
by the organization and work within the said organizational culture. Whereas on the contrary,
transformational leadership prefers to change the status quo and make changes in the organization's
persistent culture by introducing novel customs rules and policies to that culture (Bass & Avolio,
1994). Hence the study witnessed the signs and a positive relationship between the leadership and
the culture interdependently (Cormack, Brady, & Porter, 1997). As the main objective of the
leadership was to propagate the culture and its related vision to spread within the organization
(Bryman, 1992). The study conducted Tsui et al., (2006) concluded two extremes one is the
functionalists and the other was the attributions as the attributes of leadership and the
organizational culture. These both backing each other in an interdependent manner. It was also
revealed that organizational culture has been determined and developed by the leader, not the
functionalist which let things be done in the current state .hence the significant and relationship
has been determined where the leadership influences the organizational culture in a positive
direction (Zafer Acar, 2012) It was further investigated by the study conducted in the field of

management sciences in which the scientists concluded that the organizational performance was
the product of the organizational culture where organizational culture influences the performance
positively. Whereas the motivation was also deemed as the result of culture. It was also analyses
that the perfection in organizational culture yields a higher sales level and stock levels. Thus the
organization culture has taken the influence of leadership in both the conditions if the leadership
was effective than the culture within the organization known as effective and on the contrary, the
culture considered ineffective in terms of leadership. This study has advanced the idea with the
pieces of evidence that leaders use multiple plans and strategies to control the culture within the
specific organization. However, the leaders frequently influence the culture so far the culture in
organizations could be viewed from the efficiency or the inefficiency of the leader. Hence the
attitude of a leader gives identity to the organizations in, making the culture that could be equally
considered for the subordinates and the management (Warrick, 2017).

2.3.5 Relationship between Leadership and Motivation
The motivation of employees within the organization has been heavily dependent upon the
type of leadership and supervisory activity. The concise, composed and do able objectives are very
important for making the workers motivating in the way of dealing and conducting business. The
relationship between leadership and motivation secure a central position in the field of
management and business studies for a couple of decades. As the term leadership recognizes as
the effect and the influence exerted by a person to affect the individuals to get the required results
individually or collectively as the members in dealing with specific tasks. Hence the leaving the
subordinates dissatisfied the leader could not get successful results for the organization. Moreover,
the exertion that a leader puts in the process of motivating the employees at the workplace and

make a convenient as the agent to make the interaction among the employees as new and old one
employees within the organization. Moreover, the new induction of workers was enjoying higher
zeal and gloriousness due to the new. However these new inducting of employees and inexperiences make some minor mistakes at the work. Moreover, in a comparative analysis, it has
been observed that the new induction of employees has been more motivated than the employees
already working in the organization.it was observed that the proper instructions and removal
complications made the employees produce more performance in the organization. This is not the
single factor in employee performance rather the other factors also responsible for the performance
of employees who develop it (Locke & Latham, 1990). In the same manner, a study has found
compensation in terms of the award and reward acts as an essential role in determining the
motivation level of employees in the organization. Hence the reward and compensation enhance
the level of motivation and the perception for the good from the organization which was denoted
as a positive sign. So far the leaders provide the employees with the financial and no-financial
rewards to make them motivated that eventually enhance the performance of the organization and
the employees within the organization. And the behavior of an employee in this notion to specify
and develop the strategy which makes the employee to conceded him/herself as motivated. This
will enable the leader of the organization to add to the performance of the organization (Schaffer,
2008).

2.4.

Organizational Citizenship Behavior (OCB)
Organizational citizenship behavior has been defined in different ways by the various

scientists since they consider it as the behavior and the attitude of individuals such as the
“willingness of a person to contribute efforts to the cooperative system” (Barnard, 1938). Another

social scientist defined the term organizational citizenship behavior (OCB) the behaviors of an
individual such as innovation and the rapid attitudes. He further insisted that these attitudes and
behaviors are not included and required of their job description, yet this response was not always
claimed from the entire organization to do such as taking additional responsibilities. On the
contrary, restrict and strong abidance of rules to the set procedures and duties in compliance with
the organizational culture in achieving the performance efficiently for the organization. These
include reliable information, be in work at the time, utilization efficiently the time (Katz, 1964).
Organizational Citizenship Behaviour (OCB) is considered as (formerly) “individual behavior that
is discretionary, not directly or explicitly recognized by the formal reward system, and that in the
aggregate promotes the effective functioning of the organization.” (Organ D. , 1988). It is the
volunteer service rendered by an individual in a positive direction for his/her organization (Organ
D. , 1988). This behavior of organizational citizenship behavior (OCB) has been denoted as the
task-oriented attitude of the works which they dispelled that is not directly related to their job
requirements. Rather this their own optional decision that they may or may not opt to do as the
goodwill gesture within the organization for making the organizations better to perform well
(Organ D. W., 1990). It was argued in the study that this (OCB) behavior of an employee is ranging
on the scale of stated roles to the un-stated roles which an employee performs while doing the
tasks within the organizations. These levels are varying in their nature from individuals to
individuals and organizations to organizations in different settings and manners. Further, the study
witnessed that all the actions displayed by the individuals in terms of the community were positive.
This perception included a well and coherent behavior of the organizations and the role assuming
behavior of the employees on the task and work-related issue results in contribution (Graham,
1991).This behavior of Organization citizenship behavior (OCB) as according to a study in social

sciences suggesting that it was the role-based characteristics of the individuals as the
supplementary roles which he/she may perform which were not the part of their job to perform
(Tepper, Lockhart, & Hoobler, 2001). A study on Organizational Citizenship Behaviour (OCB)
has outlined five dimensions which represented the OCB in an organization (LePine, Erez, &
Johnson, 2002). Hence this behavior of individuals at the work is known as the deliberate
enthusiasm shown by the workers as the result of their voluntariness to achieve or to out ride the
anticipations. Even though they aware of the compensation and the award of these efforts that they
won’t receive any compensation for the efforts that the put from the organization yet they continue
to these as the volunteer efforts for their organization. However, the prime objective of studying
Organizational Citizenship behavior (OCB) was to check the relationship of organizations with
their employees (Bolino, Turnley, & Bloodgood, 2002). Another study has also determined that
the organizational citizenship behavior (OCB) has been considered as the behavior of the
employees on the task performance and the behavior that they show within the organization
although these behaviors or the roles were not included or require as their job fulfillment
(Raghuram, Wiesenfeld, & Garud, 2003). The specific behavior and attitude of an individual.
Which he or she may exhibit in accomplishing the tasks regardless of any inducement from the
organizations has been considered as the OCB (Luthans, 2005). Further, the organizational
citizenship behavior OCB has been distributed into five distinct dimensions such as “civic virtue,
sportsmanship, altruism, courtesy and consciousness” (Nielsen, 2009). A positive inclination
between task performance and OCB has been evident from the study (Podsakoff, 2009). In the
same way, a study of organizational dynamics and organizational citizenship behavior (OCB)
denotes this as the mobility of an individual from his/her place and defined duties in which /she
may perform extendedly apart of the requirements consider as the OCB behavior of employees in

the organization (Karriker & Williams, 2009). It was analyzed from the study that organizational
citizenship behavior assumes a positive and smooth relation between OCB and task performance
(Williams, 2012). Organizational citizenship behavior in association with the performance analysis
has been considered as the complex one. However the linkage among the performance in team and
thinking (David, Ying, & Fubin, 2015).Thus the positive and smooth impact of OCB on
performance has been evident from the study (Romle, Talib, & Shahuri, 2016).
2.4.1.

Organizational Citizenship Behavior (OCB) Dimensions

The term organizational citizenship (OCB) has been considered in multiple and different
ways to accommodate various titles and make some classification and dimensions to adding in the
literature of OCB. Yet there was no much consideration was sought in the literature of individual
behaviors to define the various dimensions of organizational citizenship behavior (OCB) based on
their varying nature in different settings. However, the work of renowned scholars have been
summed up and mentioned for understanding the dimensions of organizational citizenship
behavior (OCB). As the study in its inception developed the basic two mainly dimensions of
organizational citizenship behavior (OCB) namely, “innovative and spontaneous behaviors” which
further divided into five dimensions, (A) “cooperating with others” (B) “protecting the
organization” (C) “volunteering constructive ideas” (D) “self-training”(E)“maintaining favorable
attitude toward the company”( Katz, 1964). Another study conducted in late 80s figured out the
main two dimensions related to the Organizational citizenship behavior (OCB) such as “altruism
and generalized compliance”, where “Altruism” apprehensions on the behavior of an individual
which he/she may exhibits deliberately to lend a helping hand towards a certain person either in
an interactive situation. As the example of this dimension contains the provision of the specific

information related to a task and the socialization of new induction in the organization. On the
other hand, the “generalized compliance” was denoted as the type of diligence that incorporates
the organization as a whole rather than individuality. This dimension propagates about the basics
and ingredients of the good and bad employee (Smith, Organ, & Near, 1983) Organizational
citizenship behavior (OCB) has been fashioned into main three dimensions as prescribed by the
study conducted in the 90s entitled as (1) “Obedience” (2) “Loyalty” (3) “participation”.
“Obedience in terms of organizational contexts refers to the abidance of the rules regulations and
the task completion directives and all concerned organizational standards. Whereas, the term
“loyalty” denotes the realization or the evaluation of the employees' behavior as the thinking for
the organizations' policies and practices either these are well line up with the set standards or not
as evaluated by the leaders. And term “participation” here in the context of organization means the
additional activities as provided to the employees to participate in it and the good indulgence of
the human and individual factor for the performance in the organization option allows him/her to
possess (Graham, 1991). Organizational citizenship behavior (OCB) was also divided into two
parsimonious types as defined in a study. Which argued that the behaviors all associated with the
Organizational citizenship behavior (OCB) have been fused into two major categories based on
their behavior and the dynamics of work one was OCB related to the individual and the other was
the OCB related to the organization which the study call as “OCB-I and OCB-O”. Hence the
testimony of OCB-I is the “altruism and the courtesy” and the “civic- virtue” was associated by
the OCB-O (Williams & Anderson, 1991). In the near past, a study was conducted to evaluate the
various organizational citizenship behaviors (OCB) and determined more than thirty various
behaviors. Hence the identified OCB behaviors were summed up in seven different dimensions
based on their relation ability and gave the title to them such as “(1) Helping behavior (2)

Sportsmanship, (3) Organizational loyalty (4) Organizational compliance (5) Individual initiative
(6) Civic virtue (7) Self-development”(Podsakoff et al., 2000).
2.4.1.1

Conscientiousness
Conscientiousness being the dimension of organizational citizenship behavior has been

elucidated as the attitude of an individual. This may not be required by him/her for acquiring the
standard objectives of the organization these deliberate behaviors of employees include the waive
of additional or the routine breaks to give maximum time to the organizations for doing the job
(Podsakoff et al., 1990). This term has been defined as the gathering of the various behaviors and
attitudes that are put forth by the employees regardless of their job description (Law, 2005).
Conscientious in the public services sector has been defined as the attitude of an individual for the
task and the perception toward his/her counterparts (Kim, 2006).
2.4.1.2

Sportsmanship
Sportsmanship as the dimension of organizational citizenship behavior OCB regarded as

the behavior of an individual. This positive behavior of individuals in the organization displays a
sense of tolerance in which the small issues have been taken for granted that may raise as the
treatment for the organization (Podsakoff et al., 1990). This was further defined in a study that
sportsmanship as “a willingness to tolerate the inevitable inconveniences and impositions of work
without complaining” (Organ, 1990). The term sportsmanship incorporates that one who is in the
arena must follow the rules of the game and take the game as the game only with true spirit one
must not, therefore, indulge in the fear of losing the contest. Hence when coming to the
organization that employees even there suggestions were not entertained yet they always are
cheerful in the organization. This dimension of OCB has been regarded as a positive inclination

of employees for the smooth conduct of the tasks irrespective of the working conditions witnessed
in a study (Organ, 2006). Since the latest study has concluded the positive effect of this dimension
of OCB on the task performance through discouraging the negative impact in the organization
(Demeroutia & Cropanzanob, 2017).
2.4.1.3 Civic virtue
The term civic-virtue affiliated to OCB. This dimension fortifies employee behavior for
making a positive behavior which enables them to create and boost up the positive image of the
organization (Podsakoff, 1990). This dimension is determined by the study that the employees
within the organization deemed as the citizens associated with the organization. Further, the study
stated that civic virtue signifies the promise and the oath as a whole for the organization. Those
employees who share a high level of civic- virtue actively participate in the discussion, and the
analysis of the situation of the organization (Graham, 1991). A study in this direction positively
predicted that organizations most vehemently acquiring the advantage from this dimension of OCB
(Lee & Allen, 2002). Hence civic virtue has been held as the willingness of an individual in the
organization and the determination for acquiring the tasks (Law, 2005). The positive association
between organizational efficiency and the civil-virtue has been validated (Romle et al., 2016).
2.4.1.4 Courtesy
This dimension of OCB relates to the behavior of an employee while he/she interacting
with others. This includes the politeness in the organizations by providing or receiving the
guidance and suggestions from their counterparts or the supervisors positively (Podsakoff et al.,
1990). Courtesy as the dimension of OCB also considers as the restrictive attitude of the employees

in the working environment. In other words the restriction or avoidance from the indulgence in
conflicts arising in the working environment. (Law et al., 2005).
2.4.1.5 Altruism
Altruism being the dimension of OCB deals with the attitude and the behavior of an
individual. Which they exhibit while doing the work in consultation with the others. This
dimension offers the employees to provide the helping hand if any one of them encounters any
problem to solve the issues in the specific organization (Podsakoff et al., 1990). Altruism has the
potential to develop the sterility environment for the workers in the organization which resulting
in the motivational factor for the individuals to perform well in the organization (Hodson, 2002) .

2.4.2 Organizational Citizenship behavior (OCB) and Leader-Member- Exchange Theory
(LMX)
Organizational citizenship behavior (OCB) and leader-member exchange theory (LMX)
share a positive relationship as unveiled by the multiple studies in the field of social sciences (Ilies,
Nahrgang, & Morgeson, 2007; Podsakoff, MacKenzie, Paine, & Bachrach, 2000; Rockstuhl,
Dulebohn, Ang, & Shore, 2012). A study has also identified a correlation between organizational
citizenship behavior (OCB) and leader-member exchange theory (LMX), in which the results of
the study declared a difference in the magnitude of correlation among the Western and Asian
countries (Rockstuhl et al., 2012). A contextual study of Organizational citizenship behavior
(OCB) and leader-member exchange theory (LMX) showed a positive influence of leader-member
exchange (LMX) on employee Organizational citizenship behavior (OCB) behavior among the
Malaysian government employees (Ibrahim et al., 2013). Another study conducted by Yang, Ding,
and Wen Lo (2015) on the topic entitled “Ethical Leadership and Multidimensional Organizational

Citizenship Behaviours: The Mediating Effects of Self-Efficacy, Respect, and Leader-Member
Exchange” has found out a significant relationship between employee behavior and organizational
citizenship behavior (OCB) within the organizations. The Study titled “The Effect of Workplace
Friendship, Team-Member Exchange and Leader-Member Exchange on Organizational
Citizenship Behaviour” revealed that organizational citizenship behavior (OCB) was more related
to the organizations and the individuals however the study revealed a positive link and a significant
relationship between organizational citizenship behavior (OCB) and leader Member exchange
(LMX) was established ( (Nougarou, 2017).

2.5. Theoretical Foundations and Hypothesis Development
2.5.1. Definition of Theory
Defining the theory has remained the main focus since all the time for the scientists. This
course of interpreting and defining theory has been encompassed from various definitions.
However, a renewed scholar in his research defined the theory as the collection of four essentials
that were dealing with the basic questions to be answered such as “what”, “how”, “where” and for
whom related to a particular thing or the situation to define. From these fo2.5ur essentials the first
one related to the variables of interest and the conceptions, ideas that are to be explored or
examined in a theory. Secondly, the other essential defines the nature of the variables of interest
that how they are related to each other. This essential theory attempts to explore or explain
association among the variable related to the particular study. Further, this essential determine the
causal relationship between the variables in terms of cause and effect. The third essential of the
theory as stated by “Whetton” in his study that how the constructs or the ideas linked with one and
another .it is an important essential of the theory which determines the basics and dynamics of the

connections among the constructs and ideas of the study. He further argued that the terms “what”
and “who” are the essentials that have the opportunity to analyses and describe the inquired
question or the interested research in. whereas, the “why “essential elaborates association among
the ideas and the variable of interests. It was also revealed that a theory must not only answer the
question “what”, “why” for analyzing and defining the concept of the variables and the ideas but
also answering the “why” essential for the provision of the scientific relationship of these variables
considered in a study. Hence it was revealed that a scientifically proved theory has certain
associated limitations. Which gives the direction that when to apply theory in which conditions.
Precisely a theory is a scientific method that determines the causal relationship among the variables
and the ideas which could be framed in a context-based theme where timeline and generalization
focused as the limited parameters (Whetten, 1989) .
2.5.2

Importance of a theory
The theory is considered as the basis for scientific research in any field. The theory is like

the founding stone in building a study based on the early established or prevailing concepts
regarding a certain concept or idea. These available concepts furthering the new dimension or
adding up the available knowledge these theories may be authenticated in the new context and
fashioned with the novel advancements in the field. So far the importance of the theory has been
inferred from the curiousness of the scientists in the fields and use this a first step in the darkness.
The importance of theory was authenticated, while a study has argued that individuals always trace
the same footprints that have been left over by the earlier scientist when they were searching the
alternatives to solve their problems. These scientists had developed the hypothesis based on their
observations and experiments to make the amendments in the ideas and conceptions. It was further
argued that these experiences have been summed up and collectively developing a theory. These

theories according to the study must be considered in guiding the complexities of one’s life. If not
than the life in the world would be difficult to live as a human being (Kelley , 1955).

2.5.3. Association between a Theory and Research Objectives
The theory being the founding block for the building up of a research study. Provide the
directions and guide the researchers to develop and determine the course of action for performing
their research smoothly. The theory always provides the basic theoretical support to the questions
to be answered in the research ahead. Except for this, the theory incorporates and undergoes the
explanations and gives an in-depth description of the questions regarding a problem to be
researched. This phenomenon provides the window of opportunity to the researches. That how the
researches in the same field have responded to the same problems and what were the similarities
and the difficulties in the way. In this way, a scientist has plenty of concepts, ideas, and constructs
to be tested empirically. To define their nature and their compatibility with the study. Hence the
availability of theory provides the importance level of the research which was being carried out
for a scientist. This is very important for a researcher to validate the findings of the study with a
theory in the same field and context. This also guides in the way of research and tells about the
collection of data for specific research.
2.5.4.

Leader Member-Exchange (LMX) Theory
Leader-member- exchange theory has been traced from the work of Graen which insisted

on social interaction and exchange (Graen, 1976). This theory holds the concept of leaders
behavior towards the employee in which a leader provides the recognitions, compensation and the
reward system for the performances .this system defines the required goals and the rules how to
achieve the goals, Nevertheless of the compensation and rewards that were also declared on the

successful completion of these tasks (Avolio et al, 1990). Moreover, the subordinates which
undecidedly establishes a relationship between the attitude and the parallel awards. Likely to
develop a crystal and clear thinking regarding the pre-requisites of the job. These clear thoughts
influence performance in the long run (Waldman et al, 1990). Leader member-exchange theory
was defined as the form of relationship among the leader and the subordinate. This is a “dyadic
relation “where the worth of the association depends upon the “leader and member” attributes. An
efficient and effective leadership according to a study is determined when both ends leader and the
subordinates/follower share a credible and common understanding among them. This theory in its
early stages pointed out that the follower has been selected by their supervisors /leaders reading to
one's capabilities, skills and the satisfaction for consistency in completing the tasks. It was further
defined that by the social scientist that leader-member- exchange largely relies upon multiple
factors such as the belief of the leader reading the employee’s capabilities accompanied by the
follower’s successful task completions (Wayne & Green, 1993). It was also defined the Leader
member-exchange theory (LMX) as the role of a leader in understanding an employee based on
his/her capabilities and the leader may opt to reach that in a specific way differently. Essentially
the employees which develop a quality relationship and maintain interaction with the leaders likely
to gain the maximum amount of focus and consideration that results in the high performance in
achieving a good analysis from the supervisors. Moreover, the employees who display a raised
satisfaction level for the work and the leader has a low intention for swathing over the job and high
morals or commitment and loyalty for the organization. It was reported that a durable and neat
relation of leader and the subordinates shares a positive influence on the performance, motivation
level and the prevailing sense of ownership for the organization (Liden & Maslyn, 1998).Another
study unveiled the importance of the subordinates for the leaders, insisting on the performance of

the employees. So, therefore, the leader tries to provide individual attention to every subordinate
in the organization. Hence the very important thing in the evaluation of these relations was that
how the counterpart thinks of the other (Snodgrass et al., 1998). One of the important features of
leader member-exchange theory was the perception of a leader regarding his subordinates. Hence
this perception induced the proper concentration of the leader for the follower to get the
performance from the employee in a set of sharing knowledge. This type of relationship between
subordinate and the leader requires a focused and indulgence of the leading efforts in the way of
provisions for the employee to get the set goals. Moreover, the leader extends the helping hand
towards the followers while determining the performance. I order to inspect the required sources
for the job done on what and whom basis at the starting phase of the job (McNatt & Judge, 2004).
It was also revealed that the Leader-member exchange depends upon multiple factors such as the
startup work performance, code of conduct, capabilities, and the internal focus from the leader side
to determine the workload and decision power. Hence the entire performance of a follower which
has been satisfied with the job yield a high verge of (LMX). Whereas on the contrary subordinates
enjoy high morals and (LMX) when they receive quality in relationship with the leader (Harris et
al, 2007).
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CHAPTER - 3
THEORETICAL FRAMEWORK
This chapter of the theoretical framework has focused on the framing and formation of the
theoretical model. Based on the earlier analysis and the discussions that have been done in the
previous chapter the review of available literature on the research constructs of this study such as
organizational culture, motivation, leadership styles and the organizational citizenship behavior
(OCB). And intended to establish the link between the theoretical model and the basis on which
the model has been determined as backed by the theory leader member-exchange (LMX) theory.
Further, this chapter also put efforts on the development of the hypothesis for the study based on
the intensive literature on the related variables of interest.

3.1. Current Study
The current study attempted to analyze and substantiate the variables empirically
associated with the Motivation among the employees working in public sector universities of Sindh
province. Further, the current study spotted the light over the organizational culture, motivation,
leadership styles and organizational citizenship behavior (OCB). Hence the significant relationship
between the organizational culture and the motivation has been validated by the previous studies
(Giri, 2017). The current study, therefore, attempted to evaluate and analyses the influence of
organizational culture on motivation among the employees working in general public sector
universities of Sindh. A positive and significant relationship between the organizational culture
and leadership styles has also been determined by the study conducted in the contextual sensitive
(Bowers et al., 2017). So far the current study inclined to understand this relationship of leadership
and the organizational culture among the employees working in general public sector universities

of Sindh.it was further argued by the studies and revealed that the leadership predicts the positive
influence on the motivation in a significant direction (Roya, 2016). Hence the present study in a
specific way devised the direction to take up the meaning and the dynamics of this relationship of
leadership and the motivation level among the employees working in public sector universities in
Sindh. Organizational culture in its most comparative form influences the behavior of an employee
in the shape of organizational citizenship behavior as the positive behavior exerted by the
employees within the organization due to the positive association of the organizational culture
witnessed by the study (Rukmini et al., 2017). The current study indulged in this direction to
determining this relationship of organizational culture and the organizational citizenship behavior
(OCB) among the employees working public sector universities of Sindh. Organizational
citizenship behavior (OCB) behavior of employees as the study revealed has a positive and
significant impact on the motivation level of the workers within the organizations (Romle et al.,
2016). Moreover, the available literature on leadership, organizational culture, and motivation
unleash the mediating relationship of leadership between the organizational culture and the
motivation in the organization (Masood and Afsar, 2017). Therefore this study tried to explore the
mediating influence of leadership between the organizational culture and the employees working
in public sector universities of Sindh.in order to make the addition in the literature of organizational
culture, motivation and set the directions for the future research. The robust studies in social
science on the organizational citizenship behavior (OCB) also determine the moderating influence
of organizational citizenship behavior (OCB) on the organizational culture and the
motivation(Demeroutia & Cropanzanob, 2017). The purpose of this study was also included to
determine and check the influence of organizational citizenship behavior (OCB) while assessing

the relationship of organizational culture and the motivation among the employees working in
public sector universities of Sindh.

3.2. Theoretical Model

The theoretical model provides the graphical representation to the researchers. This
graphical representation enables scientists to understand the various concepts and their relation to
each other. This theoretical model fashioned the various ideas and relationships in a compact form
for the understanding based on the previous literature available to back the model and make it
simple.
Figure 3
Theoretical Model of the Study

This theoretical model comprises the multiple variables that interact with each other and
exerted different influences. These variables include exogenous, intervening, endogenous and
interactive. The organizational culture represented as the exogenous variable in this model having
the four dimensions namely competitive, bureaucratic, community and innovative. Motivation
acted as the endogenous variable in this theoretical model which has employee performance, job
satisfaction and organizational performance as the outcome of motivation. However, the leadership
styles provide the mediating role of having the transactional and transformational types of
leadership as its dimensions. Organization citizenship in the last of this model with his five
dimensions consciousness, sportsmanship, civic-virtue, courtesy, and altruism plays an interactive
role in this model. Moreover, the exogenous variable organizational culture predicts motivation as
the endogenous variable. Leadership styles being the intervening variable mediates between the
organizational culture and motivation. Organizational citizenship behavior (OCB) as the
interactive variable moderates the relationship of organizational culture and the motivation in this
theoretical model.
3.2.1. Theoretical Model and Leader-Member -Exchange Theory

The leader member-exchange (LMX) theory was proposed by Graen et al, (1987. This
study has taken this theory aa a source of inspiration to conduct this research work. Moreover, the
theoretical model of the current study could link up with the stated variables and the relations as
proposed in the (LMX) theory. This theory defines the nature of the relationship between the leader
and his/her followers this theory determines the two-way communication and the reciprocal
between the workers and the leader in the organization. Further, this theory incorporates the
contextual variables which influence this relationship of the leader and the follower in the atwo-

way system. Where the leader has been considered as the influencer who exerted the influence
over the subordinates to get the required performance as the result of his/her efforts. This theory
further elaborated on the relationship of leader and the employee in which one factor is known as
the “antecedents” as the influencer and the interpersonal relationship among the employee and the
leader. Whereas the second factor incorporates the “consequences” as the outcomes such as
performance, motivation, and satisfaction. Likewise, the “contextual variables” are those variables
related to the culture of the organization's working conditions. Thus the theoretical model of this
study if one compares or examines would easily be inferred that the organizational culture directly
influences the motivation. This relationship when comes to the theory of LMX and gets full support
from the theory. The theory holds that when the organizational culture influences the motivation
level positively when the culture within the organization is positive means sharing the positive
proportionate relationship. Additionally, the organizational culture and the leadership styles share
a positive relationship as evident in this model. This obvious relationship between the leadership
and the organizational culture has been fully supported by the LMX theory which determines a
positive relation such as lead character and the contextual variable explain the positive
relationship. In the same way, the leadership styles and the motivation in the model have a
significant relationship. This significant relationship as determined in this model has been
authenticated by the LMX theory. According to this theory, leadership as the character of the leader
influence the motivation and the satisfaction level as the outcome of the leadership. This can also
be understood through analyzing the model that the leadership styles mediate between the
organization's culture and the motivation. This means that any of the discrepancies in the positive
organizational culture may have a negative influence on motivation. This may be catered and
change the magnitude of this negative relation of organizational culture being the mediator

between the employee and the culture of the organization. In the last, it can be analyzed that the
organizational citizenship behavior (OCB) influence the motivation positively and performing as
the moderates the relationship of organizational culture and motivation. This relationship of
organizational culture and motivation and the OCB as the moderator has been recognized and
appreciated by the LMX theory. This theory recognizes OCB as the outcome of the leadership or
the contextual variables such as the organizational culture which develops the sense of ownership
among the employees for the organization rather than not required by them. Hence the negativity
in the relationship if any will be moderated by this behavior of the employee (OCB) and don’t let
them de-motivated. Thus the stated theoretical model has been lined up with the leader memberexchange theory which supports the theory as well. And this can be used in this study to take up
the research process along with the justification and this theoretical background in the support of
this model.

3.3. Hypotheses Development
Based on an extensive literature review of the variables to develop a solid literature
background for the hypothesis development. Hence following hypotheses are likely to be tested in
this research.
3.3.1. Organizational Culture and Motivation
Weerasinghe (2017) has carried out research entitled as “Organization culture impacts on
employee motivation: A case study on an apparel company in Sri Lanka” to understand the
influence of organizational culture on the motivation level of employees and to determine the ways
how organizations find the ways to make their employees as motivated. Hence the study argued

that the various motivational strategies such as delegation of authority .develop team performance
concept can motivate the employees.in the end, the study pointed out that the motivation of
employees lies in the organizations' culture as the future spark for further studies. Flisak &
Bjerkhage (2015) argued while analyzing the motivation of the public sector employees in terms
of organizational culture and comparative analysis were performed to evaluate variances between
the Swedish employees and the Chinese public sector employees. This study concluded that the
variation in the motivation level among the Chinese and the Sweden employees vary greatly. As
the Chinese workers are get motivated by the fulfillment of the very basic needs such as high
compensation and a good working environment. Whereas on the contrary, the Swedish workers
tend to be recognized and appreciated by their supervisors for the task they completed will make
them motivated. Hence the results suggested that motivation has been largely defined by the
organizational culture. The culture has been acting as the main character in motivating the
employees. Panagiotis et al, (2014) in his study conducted to know what are the factors that
motivate the workers in public sector organizations and their association with the organizational
culture to determine. Where the results of the study revealed that the clan as the organizational
culture positively influence the motivational level accompanied to the innovative culture .whereas
the study further argued that the bureaucratic culture produces a lower level in motivating the
employees. Moreover, the study insisted that future studies must be taken to re-analyze the
prevailing organizational culture at the local level.
H1: There is a significant and positive relationship between Organizational Culture and
Motivation among the employees working in public sector universities in Sindh.
H1 (a): There is a significant and positive relationship between Community and
among the employees working in public sector universities in Sindh

Motivation

H1 (b): There is a significant and positive relationship between Innovative culture and
Motivation among the employees working in public sector universities in Sindh
H1(c): There is a significant and positive relationship between Bureaucratic and Motivation
among the employees working in public sector universities in Sindh
H1 (d): There is a significant and positive relationship between Competitive and Motivation
among the employees working in public sector universities in Sindh

3.3.2. Organizational Culture and Leadership Styles

Bowers et al, (2017) conducted the study to analyze the relationship between the leadership
styles and the organizational culture. They carried out their research on the various cases consisting
of Taiwan and the United States (US). In which they consider the organizational culture and the
leadership styles as the research variables to evaluate the influence of them in the time of crises.
Hence the study concluded that a system of organizational culture integrated with the leadership
considering a suitable style of leadership can be quite influencing in the time of crisis and help to
get the enhanced performance. A study has also conducted having the objective of analyzing the
relationship between the organizational culture and leadership styles. This study was developed in
the context of privately running institutes. This study made efforts to know the organizational
development by applying different models such as organizational culture and leadership styles.
Thus the results of the study revealed that the organization culture provides the guidance and the
rules to the leaders for implementing across the organization. The information and the guideline
provided by the cultural dimensions eventually lead to the better performance of the organization.

Hence the positive and significant influence of organizational culture on the leadership collectively
enhance the performance of the organization and employee performance (MIMINOSHVILI,
2016). This direction as pointed out by this study determined the way to future development in
other sectors. The relationship between organizational culture and leadership has been determined
in a study conducted by Mappamiring (2015) in which the subject of the study was the Islamic
banks. The purpose of this study was to empirically investigate the influence of culture within the
organization and the leadership. The results of the study indicated that the culture and the
leadership styles determine the better performance in the organization based on the good culture
and the skilled leadership in the organization to evaluate the performance. The above studies set
the direction for further development to investigate the relationship between organizational culture
and leadership.
H2: There is a significant and positive relationship between organizational culture and
leadership styles among the employees working in public sector universities in Sindh.

3.3.3. Leadership Styles and Motivation
Lopez (2019) developed research to determine the most suitable leadership style which
influences the motivation level in the organization. This study intends that what are the leadership
styles that can be used in the way to enhance the motivation level. Further, the sample was taken
from the public sector consists of six hundred individuals working in those organizations. This
study attempted to analyze the impact of transactional and transformational leadership styles on
the motivation of the employees in these organizations. Moreover, the findings of the study
stipulated upon the variability of the leadership styles depending upon the situation. Hence the
study suggested that the selection of appropriate leadership styles will define the motivation level

among the employees. Asrar-ul-Haq & Kuchinke (2016) have conducted a study titled “Impact of
leadership styles on employees’ attitude towards their leader and performance: Empirical evidence
from Pakistani banks” on the banks of Pakistan to evaluate the relationship and the impact of
leadership styles on the performance. Hence the respondents of the study were two hundred and
twenty-four workers that work in these banks of Pakistan. Moreover, the study concluded that
transactional and transformational leadership styles have a significant association and a positive
influence on employee satisfaction and performance. Whereas on the other hand, the laissez-faire
as the leadership styles produced a negative effect on the employee motivation in the banks of
Pakistan.it was argued in the study that a plan like this study will enable the leaders to devise the
strategy to motivate and reduce the turnover intention among the employees.it may also be advised
that the consistent research will provide the opportunity to the organizations to select the
appropriate leadership styles which can affect the employee motivational level. Elena (2015) has
also evaluated what type of leadership is distinctive and its influence on the different fronts of
organizations such as economic and human development. Hence the objective of this study was to
study the various types of leadership and their influence on the performance of the employees in
the organization. Moreover, the transformational leadership style was the major variable that this
study has considered to evaluate its influence over employee performance and motivation. Thus
this study concluded that transformational leadership as the style of leadership defines the
performance in a positive direction and significant manner. This study has also pointed out the
direction for the future analysis that why these causal relationships exist between the
transformational leadership style and the performance in the organization.
H2 (a): There is a significant and positive relationship between leadership styles and motivation
among the employees working in public sector universities in Sindh.

3.3.4. Mediating relationship of Leadership Styles between Organizational Culture and Motivation

A Study in the Iranian context has witnessed the mediating influence of the leadership
styles and the culture concerning the organizational culture and the size among the employees of
public sector organizations. The research was conducted to analyze the mediating influence of
leadership style on the organizational culture with its types and to determine the effectiveness of
the culture and the motivation level. Hence the data was collected from the employees working in
forty institutions of the private sector. Whereas the research concluded that leadership styles
partially mediates between the organizational culture and organizational performance. It has also
considered that leadership styles significantly influence organizational performance ( Nazarian,
2013). Another study also validated the mediating relationship between transformational
leadership styles and motivation. This study was carried out to analyze the influence of
transformational leadership styles on the motivational level. This study concluded a positive
relationship between the leadership style (transformational) and the motivation level among the
employees in Libyan organizations (Abu Baker Akeel et al., 2013).
H2 (b): leadership styles mediate the positive relationship between organizational culture and
employee motivation among the employees working in public sector universities in Sindh
3.3.5. Organizational Citizenship Behaviour (OCB) and Organizational Culture

Rukmini et al, (2017) in their research study conducted in the background of organizational
culture and organizational citizenship behavior (OCB). This study was conducted in the view to
recognize the unique relationship among the organizational culture, leadership and organizational
citizenship behavior (OCB). the research was carried out in the public sector employee and the
sample was drawn from the high standard school employees to be the respondents for the study.

A comprehensive stoical technique was used to analyze the data on a quantitative and qualitative
basis. Hence the study authenticated a positive and a significant relationship between the
organizational culture and the organizational citizenship behavior (OCB). further, the study incited
further research in the field of organizational dynamics with the OCB and the organizational
culture in the different fields.
H3: There is a significant and positive relationship between Organizational Citizenship
Behaviour (OCB) and organizational culture among the employees working in public sector
universities in Sindh.
3.3.6. Organizational Citizenship Behaviour (OCB) and Motivation

A study conducted by Ibrahim (2014) in the telecom sector of Indonesia. This study was
conducted to analyze and to understand the empirical relationship of the motivation with its two
dimensions intrinsic and extrinsic in consideration of organizational citizenship behavior (OCB).
It was argued that a sufficient size of the sample has responded to the survey to get the data from
the telecom sector of Indonesia. Further, the empirical results of the study determined a positive
and significant association of the two dimensions of motivation intrinsic and extrinsic with the
organizational citizenship behavior (OCB). this study has also provided the window for the
upcoming researchers in the fields of social science that this study may be conducted with the other
dimensions of motivation in other service sectors.
H3 (a): There is a significant and positive relationship between Organizational Citizenship
Behaviour (OCB) and motivation among the employees working in public sector universities in
Sindh.

3.3.7

OCB as the moderator of Organizational culture and Motivation

Rita et al. (2018) in their research title as “Moderating effect of organizational citizenship
behavior on the effect of organizational commitment, transformational leadership and work
motivation on employee performance” intended to evaluate the moderating influence of
organizational citizenship behavior on multiple variables.so far this study was done to analyze the
transformational leadership style, motivation and employee performance having the OCB.this
study was conducted in the public sector by using the structural modeling test the results were
interpreted. Hence the results of the study authenticated that the moderating impact of the
organizational citizenship behavior influences the motivation level among the employees.
Furthermore, this study provided the basis for future development in the other fields as the future
direction as the speculations

H3 (b): Organizational Citizenship Behaviour (OCB) moderates the relationship of
organizational culture and employee motivation among the employees working in public
sector universities in Sindh

3.4.

Hypotheses of the Study

H1: There is a significant and positive relationship between Organizational Culture and
Motivation among the employees working in public sector universities in Sindh
H1 (a): There is a significant and positive relationship between Community and
among the employees working in public sector universities in Sindh

Motivation

H1 (b): There is a significant and positive relationship between Innovative culture and
Motivation among the employees working in public sector universities in Sindh
H1(c): There is a significant and positive relationship between Bureaucratic and Motivation
among the employees working in public sector universities in Sindh

H1 (d): There is a significant and positive relationship between Competitive and Motivation
among the employees working in public sector universities in Sindh
H2: There is a significant and positive relationship between organizational culture and
leadership styles among the employees working in public sector universities in Sindh
H2 (a): There is a significant and positive relationship between leadership styles and
Motivation among the employees working in public sector universities in Sindh
H2 (b): Leadership styles mediate the positive relationship between organizational culture and
employee motivation among the employees working in public sector universities in Sindh
H3: There is a significant and positive relationship between Organizational Citizenship
Behaviour (OCB) and organizational culture among the employees working in public sector
universities in Sindh
H3 (a): There is a significant and positive relationship between Organizational Citizenship
Behaviour (OCB) and motivation among the employees working in public sector universities
in Sindh
H3 (b): Organizational Citizenship Behaviour (OCB) moderates the relationship of
organizational culture and employee motivation among the employees working in public
sector universities in Sind

CHAPTER- 4
RESEARCH PHILOSOPHY AND METHODOLOGY
This chapter of the dissertation involves the discussion of various research philosophies
and approaches. It also contains the philosophy and the approach used in the current study. Further,
this part of the study incorporates the research design and the discussions upon the results gathered
from the analysis for this study.

4.1.

Research Philosophy
Research philosophy is predominantly related to advancement in the knowledge and the

type of that specific study in terms of research.it is the like first mark while one intends to
embarrass to research in this field. Yet one should acquire what he/she was intending to do in the
specific direction for doing such research and enhance the literature of the particular faculty of
knowledge. The development and the increment in the field associated with the specific direction
did not elicit the new and the additional difference of the subject. Hence the main objective of this
effort was to respond to the inquired questions in terms of a specific organization oriented. The
philosophy of research as one obtains has certain assumptions relating to the specific glasses
through which one may observe the globe. The underlying assumptions of the research unearth the
strategy for the conduction of the study. It was also defined by the assumption that has been choose
and based on that it had been decided that what type method was suitable for the study to be
conducted. Moreover, the research philosophy determines the way and get influence from the
concrete on-ground reality. Moreover, the basic focus of the philosophy has been on the dynamics
and the relation between the established knowledge and the way through which it was acquired.
The philosophy of research largely depends upon the intention and the objectives of the research.

In which he/she determines what is to gather and how to gather from the research. Hence based on
these basic questions a researcher decides the philosophy of research to chalk out the process
techniques and the analysis for researching the specific field of interests. It was further argued that
a research philosophy could be defined or determined by the main three types one is epistemology
second is ontology and the last one is axiology. These different philosophies have the potential to
affect the research and lead a way for its conduction ( Saunders et al., 2007).
4.1.1. Epistemology
Epistemology is a very important type of research philosophy. This type of research
philosophy concerned with the basic type and the nature of the specific knowledge to define the
prerequisites of that knowledge that what makes the knowledge as fit for the research in a certain
field. Further, it was determined that the prevailing difference of the opinion as pointed out by the
researchers regarding how the researcher feels about the data he/she gathered and determine the
subjectivity and the bias because they penetrate more on the resource. Whereas the other one which
Resources and feelings researchers. The researcher who is related to the “Resources” which he
deals only with the related facts and the data he/she may gather. They gather data by these
researchers and don’t offer any opinion or the personal feel of the researcher, this philosophy has
been known as the “positivist” characteristic in explaining or development of the specific
information and knowledge. However, on the contrary, the other type of research which provides
the input as he/she feels while conducting the research is considered as the

“interpretive” (

Saunders et al., 2007).
4.1.2. Positivism Philosophy
Positivistic is the type of epistemology that determines the epistemological situation of a
given condition which is considered as the practice one. This type considers the high standards for

the specific methodology to add the option of replication and the ease of the generalizability of the
research conducted. The positivist philosophy endeavors the concept of reality and the practical
reality based on the facts. This philosophy offers the researchers to analyze the realities prevailing
in the social setup, however, the findings of the research in this philosophy can be generalized to
the alike studies in the fields (Remenyi et al., 1998). The positivist research philosophy entrenched
with the existing developed theory to develop the schema for the collection of data and
development of hypotheses based on this theory. Further, this philosophy allows the researchers
to test the developed hypothesis and based on the results decide either to validate or refute any of
the segment or the whole theory in the futuristic vision for the development of that theory. The
pieces of evidence and the factuality has been considered as pivotal rather than the imitations in
the positivistic philosophy. These result enabling the researcher to analyze and witness the social
phenomena and its real picture as like the studies in the natural sciences. Nevertheless, a positivist
philosophy has an important feature is to research a free atmosphere rather than a conducive
environment. This freedom of the research based on the positivistic assumption that the researcher
must not get influenced by the topic of the study which was to carry in the due course. Whereas
the complete freedom of the researcher being the positivist has been regarded as the mere
assumption. Yet the main and the only function of the researcher is to be more focused on the data
collection in a comparatively free environment. The positivist researchers often use the most
comparative and structured research methodology to provide the opportunity for reproduction.
(Gill and Johnson, 2002). However, the focus in this philosophy has been on reliable results which
maybe yield fruitful and useable data for the. These quantitative results have been determined from
the static analysis. Thus the current study has opted for the positivist philosophy as this theory has
the feature to test the existing or the pre-existing theory.

4.1.3. Realism Philosophy

This is the epistemology that relates to scientific observation. Realism as the attribute of
research unveils the reality which has been perceived in common sense. These realities already
exist in the faculty of the mind. The concept of realism has contradicted the concept of idealism
which insists on the things which are in the concept mind. Whereas, Realism being the type of
epistemology considers and focuses on the scientific part to get the knowledge and further
increment in the field. Hence the basic principles and rules in realism hold that the collection of
responses and to analyses the data must be comprehensively understood. This type of epistemology
resembles positivism both focuses on the development of knowledge-based on scientific and
statically oriented rules. More realism has two main kinds such as “Direct realism” that focuses on
the individuality and perception in which it was considered reality as one perceives the reality from
the observation with the sensory systems. And the “critical realism” as the second dimension of
realism considers and talks about the observation and the experiments that an individual feels in
reality, yet these are not those things in a direct association. This holds the concept that often the
senses on which to deceive ( Saunders et al., 2007).

4.1.4. Interpretivism Philosophy
This type of research philosophy incorporates the human role and to develop the
understanding for analyzing the variations and differences among the individuals and their societal
role in the society the play. This philosophy insists on the direction of the research as to conduct

on the humans other than the substances for instance vehicles, accessories and the equipment.
Hence being the human being individuals interpreted and perceive the thing based on observation
and preoccupied concepts to resemble the things in a related behavior. This interpretation provides
us to analyses and perceives the thing in one’s diameter. This epistemological concern of this
philosophy argued that the things around a scientist in the social field must take an assumed
statement. Thus the challenge in understanding and perceived the global phenomenon has been the
major concern for the researchers to think in different points of view and analyses from the goggles
of one thinking of interoperating the conditions. Hence the generalizability in this philosophy
according to the researchers has no par for the study. And the scientist of the interpretivist view
argued human behavior is consistently changing from time to time and organization to
organizations. So, therefore, the generalizability elicits no value for the studies in social sciences
where the behavior was to be analyzed ( Saunders et al., 2007).
4.1.5. Ontology Philosophy
Ontology is associated with the basic essence of truth and reality of the specific situation.
This association of the ontologies the research philosophy which investigates reality and
determines the truth. Hence many questions are satisfied by the researchers to fulfill the basic
assumptions regarding the applicability of certain studies. Moreover, this philosophy has been
divided into broader categories such as “objectivism” and “subjectivism” and “pragmatism”.
Where the term objectivism relates to enquire about the multiple societal objects that are prevailed
in the true spirit irrespective of the outer influence and social activist’s role. Whereas, the
“subjectivism” states that the societal occurrences are the results of the different observations and
the associated steps taken by the socially expected roles of the individuals. This category of
ontology refers to the ongoing procedure and process of societal interfaces. Which in conclusion

as the permanent and repletion occurred. Hence the pragmatism contested in the debate of having
either the subjectivism or the objectivism this discussion in which the researcher unable to finalize
the decision to opt which technique or the category. Hence the pragmatism in that time come to
rescue the researcher and offer the best combination of both studies to suit in for study in that place
despite both the philosophies ( Saunders et al., 2007).
4.1.6. Axiology Philosophy
This is the type of philosophy that deals with the evaluation of the results regarding the
values. This philosophy also incorporates the social and moral values which are related to the
society. It was a very valuable consideration when a researcher researches than he/she must be
aware of his/her morals and the values possessed. These values ascribed by the researchers are
highly influencing the results of the study to be reliable across the whole research conducted in
each phase. Axiology is the research philosophy that provides the freedom to the researchers to
introduce their plans and procedures in black and white accompanied to the title of the research.
This philosophy more often related to the research title and the associated value for the specific
topics to be investigated. Moreover, the declarations of various values have multiple purpose
usages such as the scientist that intend to investigate it and the stack holders of the study (Heron,
1996). This philosophy deals with the ethics and the values of the researcher for the research that
has been carried out by a scientist for the pacific purpose. Hence the ethical code of the researcher
must be full filled. This may allow the research to associate his/her values attached to that research.
4.2.

Research Philosophy of Current the Study
After analyzing the multiple philosophies of the research. The positivism as the research

philosophy suits the purpose of the current study which tests the theory already existed to evaluate
the hypothesis as developed in the study. Hence the current study is checking the influence of

leadership, Motivation and the contextual variable as the organizational culture. In addition to the
organizational citizenship behavior (OCB) being the consequence of this concept. Which shares
the same line as the theory of leader member-exchange LMX theory holds. So far the positivistic
philosophy has been used for this study to check the validity of the theory and the hypothesis has
been developed to evaluate statically. This study has been conducted on the employees working in
the public sector universities of Sindh province.

4.3.

Research Approach
The research approach depends upon the type of investigation either to verify the theory or

to develop the new theory to enhance the existent body of knowledge. Whereas the deductive
research approach focuses on the prevailing theory to validate based on tests of hypothesis these
tests provide the basis to the employees to refuse or accept the theory in fell or partially. On the
other had the inductive research approach deals with the development of the novel theory. In which
the data has been collected and the interpreting of the result for accepting the theory to add up in
the literature. As the positivist philosophy requires the deduction approach and on the contrary,
the deductive approach considers the interpretation ( Saunders et al., 2007). Hence the current
study chooses the deductive approach to analyses the existing theory of the LMX and then
consequently develop the strategy for carrying out the research.
4.3.1. Deductive Approach

Deduction approach in the research test the theory scientifically. This holds that the
development of a theory underlying the multiple tests. This approach has an exalted position in the
research fields. That provides the basic rules, permits the prediction for their happenings and
allows them to provide the descriptions so therefor control has been granted to them (Collis and

Hussey, 2003). Moreover, a list of a series as pointed out in a study from which the deductive
approach passes(Robson, 2002) these stages are enlisted below.
(1) Inferring from the theory a hypothesis (a relationship among or between the variables and
the ideas which can be tested).
(2) Articulating the inferred hypothesis in an operative form to develop a relationship among
the ideas and the variables (which incorporates and defining the guideline through which
the variable of interest could be evaluated).
(3) This stage involves the testing of the operative hypothesis which was operationalized at an
earlier stage (a variety of mix strategies have been utilized in this stage).
(4) Evaluating the certain results of the study (based on these results the decision of validating
or amendments has been taken
(5) Amendments or the modifications if considered as indispensable based on the results.
This deductive procedure incorporates multiple essentials. Such as a researcher has to
determine and provide the explanation of the relationship either the causal between the variables.
This approach has multiple essentials such as the “control” over the hypotheses to let them tested.
This type of control enables the researcher to alter the dimensions of the study. A structured
research methodology was also used in the deduction method to provide ease in the imitation of
the study (Gill and Johnson, 2002). Further, the principle of operationalization in the deductive
approach provides a basis to analyze the data statically. Hence the last essential of this approach
is the generalization. Which offers generalizability in the particular area on the small sample data
gathered of sufficient size.

4.4.

Research Strategy
A research strategy is considered one of the critical factors in the research. This is the most

important question which a researcher must answer based on the nature and the purpose of his/her
research. The strategy helps the researcher in data collection and determining the plan according
to the type of the study. Whereas these strategies mainly include. Case study based, experimental
strategy, survey and action research are the main strategies used in the social sciences. Thus the
survey has been selected as the strategy for this study based on the nature of the study which is
deductive and the primary data collection method has been used to gather the responses ( Saunders
et al., 2007).
4.4.1. Survey
The strategy in research plays a crucial role. Which decides how research is being carried
out in a specific direction. This strategy often reacted with the deductive research approach. This
strategy has been regarded as the most important research strategy in the circle of social scientists.
Which took this strategy as one of the pivotal tools to respond to the question like where, what
whom and who. Hence that’s why it is conveniently used in the descriptive and exploratory
researches. This strategy of research is very much convenient and affordable which takes the
response from the represented sample size of the population. Hence the data in the survey strategy
most probably gathered by distributing the questionnaires to the defined sample. The collected
data has been organized in ascending and standardized format which provides the opportunity to
make the assessment. This strategy has been considered influential in general and specific to
apprehend and elucidate. This strategy has the characteristics to gather data on the quantitative
basis and analyze the data with the help of stoical tools and techniques to determine the descriptive
and the inferential results inferred from the data. Furthermore, this strategy enables the researchers

to deduce a certain relationship among the variable of interests and determine the strength of the
relationship. This strategy provides the opportunities to the researchers to accumulated the
responses from the small sample size which represents the whole population comparatively
economical and reliable as enjoyed by the researcher to control the sampling. The tool for the data
collection is not merely in the questioner’s survey filling but the other techniques are also equally
important such as observation, interviews and the structured mixed approaches survey (Saunders
et al., 2007). So far this study has considered the survey strategy in a collection the data having
the predesigned questioner have been filled by the determined sample size for this study.

4.5.

Nature and Type of Research
This study is causal in design and quantitative in its nature that investigates the causal

relationship between organizational culture and employee motivation. The mediating effect of
leadership styles and the moderating influence of organizational citizenship behavior is also part
of the study. Since the causal relationship is attempted to be explored, therefore the nature of the
study causal. The study is applied research that investigates the causal relationship between
organizational culture and employee motivation. This study further quantifiably investigates the
relationship Using structural equation modeling therefore the research is quantitative.

4.6.

Research Design
The outline and the sequential steps as devised in a more sophisticated form to conduct

research are considered as the research strategy. This strategy in research has a pivotal position
while carrying out any research or the study to find out the responses of any question (Cooper &
Schindler, 2001). Moreover the cross-sectional has been adopted as the research design for the
present study. This research design has been preferred by the social scientist while conducting the

causal study. This research design which gathers and analyses the data of distinct constructs at the
identical point in the same time (Cassel & Symon, 2004).

4.7.

Methodology
The methodology for the present study is based on the quantitative method primarily,

whereas the qualitative methodology has been used as relatively on the requirement if any.
Moreover, the research that encompasses from the more sophisticated way to deal with the results
and the tests to validate or rejection of the hypothesis quantitatively or numerically are indulged
in this kind of methodology (Khalil & Kabir, 2014). social sciences are more associated with this
kind of methodology because it provides exact and real results either any kind of causality of
relation may be checked. The reason behind the adaptation of this methodology for the researchers
is its authenticity and simplification either testing cause and effect associations. (Cassel & Symon,
2004).

4.8.

Data Collection
Data collection has been conceded as a crucial and critical phase in the conduction of any

research. This involves determining and point out all the possible methods which can be suitably
put in the process of collection of the responses from the defined respondents for the study (Cassel
& Symon, 2004). This study is survey-based so the use of a questionnaire to collect the data has
been taken as a suitable option. Moreover, due to the nature of the study, the primary data
collection method has been used for the current study. The application of this data collection
method has also been opted by the renewed scientist earlier to this study as well and infer the
reliable responses (Frenkel et al., 2012; Khalil & Kabir, 2014).

4.9.

Population
The population has been known in the research as the entire individuals which may be

regarded and considered as the subject of the study from any scientist to conduct the study upon
.it was also argued that tall those individuals of the study that can respond to the input data for the
study are considered as the population of the study (Collins et al., 2003). hence the population for
the current study was the faculty members engaged in public sector general universities which
constitute the population for this study. Hence according to the official website of HEC (2017),
the total number of faculty members working in these universities was 1809.more over this
population was further segregated based on target and the accessible population.
4.9.1. Target Population
The target population for the current study was 1530 faculty members. That we're doing
the job in all the public sector general universities of Sindh. Which offers the Ph.D. program and
offering Business Education, having at least 5 years of job experience. This target of the population
was done by the inclusion and exclusion criteria that determine the criteria of the university and
the respondent for being involved in the data acquisition process for this study as the population
for the study.
4.9.2. Accessible Population
The accessible population of the study was 1350 faculty members. That was traced out
while accessing the target population as some of them were out of the country, some of them had
an incomplete record and some of them switched over the job.

Table 2
The population of the Study

1

Institute of Business Administration Karachi

117

Target
population
107

2

Shah Abdul Latif University Khairpur

173

160

147

3

Sindh Madresat ul Islam University Karachi

64

___

----

4

Sukkur Institute of Business Administration

137

128

110

5

University of Karachi

701

645

600

6

University of Sindh

536

490

400

7

Benazir Bhutto Shaheed University Lyari

40

___

___

8

Shaheed Benazir Bhutto University Shaheed
Benazirabad

41

___

___

1809

1530

1350

S. No University

Total

N

Accessible
population
93

4.10. Sample Size
The sample size for this study has been affirmed by the application of the thumb rule
presented by Roscoe (1975). Which states that the sample size must be 30 times to the variables
of the study can be shown in the numbers as (1*30). Which was 540 but instead of this 594
questionnaires were distributed that included the 10% more sample incorporated. To
accommodate the sampling error and bias ness.
4.11. Sampling technique
The sampling technique for the current study was the proportionate stratified random
sampling (Since the population frame was made available). Moreover this sampling technique
offers suitability for the current study as the population for the current study was comprised of
different strata. So, therefore, this technique of sampling has enabled to provide the equal chance

of being selected to each stratum to give a true representation of every stratum in the data
collection. The studies like the current study have also used this technique in collecting the
responses (Ashraf et al., 2018)
Table 3
Sample size allocation based on Proportionate stratified random Sampling (Respondents)
(n=540)
S. No.
Category
N
% of Sample n
1
2
3
4

Lecturers
Assistant Professors
Associate Professors
Professors

405
580
135
216

30
43
10
16

162
232
54
86

5

Meritorious

14

1

6

1350

100

540

Total

Assistant
Professor

Associate
Professor

Professor

Meritorious
Professor

40

38

8

7

__

93

7

37

47

51

11

37

1

147

11

59

47

41

11

11

__

110

8

44

4

Institute of Business
Administration Karachi
Shah Abdul Latif
University Khairpur
Sukkur Institute of Business
Administration
University of Karachi

174

260

57

102

7

600

44

238

5

University of Sindh

97

187

51

59

6

400

30

162

405

580

135

216

14

1350

100

540

1
2
3

Total

%
Of Sample

Lecturer

Table 4
Sample size allocation based on Proportionate stratified random Sampling (Universities)
(n=540)
S. No. University
N
N

5
Total

16
(3%)

16
(3%)

3
(0.6%)

2
(0.4%)

__

93

7

37

16
(3%)

16
(3%)

4
(0.1%)

16
(3%)

147

11

59

16
(3%)

11
(2.6%)

4
(0.1%)

4
(0.1%)

1
(0.01
%)
__

110

8

44

77
(13%)
37
(7%)
162

103
(19%)
81
(14%)
232

22
(4%)
22
(4%)
54

40
(7.5%)
23
(4.3%)
86

2
(0.5%)
3
(0.5%)
6

600

44

238

400

30

162

1350

100

540

Meritorious
Professor

%
Of Sample

4

Professor

3

Associate
Professor

2

Institute of
Business
Administration
Karachi
Shah Abdul Latif
University
Khairpur
Sukkur Institute of
Business
Administration
University of
Karachi
University of
Sindh

Assistant
Professor

1

N

Lecturer

S.
No.

Table 5
Sample size allocation based on Proportionate stratified random Sampling
(Intra-University) (n=540)
University
N

4.12. Procedures
A comprehensive procedure was chalked out while gathering the responses from the
respondents. This procedure included a variety of steps that were taken to remove the ambiguity
if any and provide a clear picture of the research to the respondents. So in this regard, the faculty
members of the universities who were given the questionnaire to fill up have been briefed in detail.
This detail information includes the clarification of the research constructs and the context of the
study was also defended comprehensively.it was also assured to the respondents that the secrecy
must be followed and the data which they provide will solely for the academic purpose.

4.13. Data Collection Instrument
Following predesigned five-point Likert scale closed-ended questionnaires were used for the
current study to collect the data from the respondents.
a) Transformational & Transactional leadership Styles (Beverena et al., 2017;Wu, 2010)

b) Organizational Culture

(Cameron & Quinn, 2006; Ogbonna & Harris, 2000)

c) Motivation

(Ololube & ERIC, 2006)

d) OCB

(Podsakoff & Organ, 1990; MacKenzie, Podsakoff, & Fetter, 1991)

4.14. Data Preparation
The preparation of data to analyze it statically is always considered as pivotal in the
research as this is a very sensitive step in the research. So it must be deal with great concentration
and delegation. So that any error or mistake must be detected earlier to get the accuracy in the
results (Cooper & Schindler, 2001).

4.15. Data Coding
Data coding is the next step after the preparation of data has finalized. This step involved
in the specific coding for the variables of the research and record the responses accordingly. So
that the accuracy and ease may be acquired while analyzing the identification of the data and
variables. Moreover, this study has selected the statically package for the encoding of the data this
software includes SPSS and Microsoft Excel as the utility provided by Microsoft.

4.16. Data Analysis
This step involves the analysis of the data to determine the various results and relationships.
This analysis has been used by adopting different software that provides the reliable results. So far
the inferential and descriptive statistics of this study have been done through applying statically
software packages. Such as statically package for social sciences (SPSS) used to perform the
structural equation modeling (SEM) technique which is a robust technique for the analysis of the
causal relationships and AMOS to display the graphical representation of the relationships.

4.17. Hypotheses Testing
Hypothesis testing for the current study has been done by the application of structural
equation modeling (SEM). This is quite justifiable while considering it as the technique for the
data analyzing and hypotheses testing for the current study. As it was evident from the researches
like the current study have applied the same technique. It was further perceived in the field of
social sciences that the structural equation modeling (SEM) technique is the best option available
to the researchers while conducting the test for the hypotheses (Kline, 2011).

CHAPTER - 5
DATA ANALYSIS AND RESULTS

This part of the current study incorporates the analysis of data and a comprehensive
interpretation of the results inferred from the analysis based on the data collected for the study.
The inception point for this chapter in a sequence is the descriptive statistics. The reliability test
is followed by descriptive statistics. Consequently followed the Pearson correlation analysis.
Further, this chapter contains the hypothesis testing individually and collectively by applying
structural equation modeling (SEM). This chapter also deals with the validities and ends at the
summary of the tested hypotheses.

5.1 Descriptive statistics
Descriptive statistics is the way that provides the purposive information about the
demographic variables in a condensed form. The following table contains the five variables related
to the demographic profile of the respondents such as age, gender, qualification, designation and
job experience.

Table - 6
Frequencies and Percentages of Demographic variables

Demographics
Gender

Age
Designation

Education

Job Experience

Description

Male
Female
Up to 35 years
Above 35 years
Lecturers
Assistant Professors
Associate Professors
Professors
Meritorious
Masters
M.Phil./MS
PhD
5_10 years
11_15 years
Above 15

N

Percentage

335
205

62
38

290
250
162
227
55
86
10
227
210
103
223
203
114

54
46
30
42.1
10.1
16
1.9
42
39
19
41.3
37.7
21

The above table of descriptive statistics contains the demographic profile of the
respondents. Gender being the first demographic variable in the table states two categories male
and female. Whereas the frequencies of both categories are 335 and 205. Which may be read in
the percentage as 62% for males and 38% for females. That means the respondents of the study
were 62% consist of males and 38% female. Age as the second item in this table describes the
respondents in two age groups one is up to 35 and the second is above 35. These two groups share
290 and 250 as the frequencies for them. Hence the percentage for both the groups are 54% and
46% respectively. The designation of the respondents for this study has been divided into five
categories as lecturers, assistant Professors, Associate Professors, Professors, and Meritorious
Professors. Where the frequencies of these categories were 162, 227, 55, 86 and 10 and the

percentages of these categories were 30%, 42.1%, 10.1%, 16.1%, and 9.1% respectively. Apart
from these demographic variables Education as the demographic variable in the table is at the
second last position comprises of main three divides one is Masters second is M.Phil./M.S and the
third is Ph.D. However the frequencies and the percentage of the different level of education was
227, 210 and 103 as the respective frequencies. Moreover, the percentage of these divides was
42%, 39%, and 19% respectively. The last item in the table is job experience which was also
divided into three subcategories up to ten years, up to 15 years and above fifteen years. These
intervals have frequencies like 223, 203 and 114. Whereas the percentage of these intervals of
experience was 41.3%, 37.7% and 21% according to the sequence of the table.

5.2

Reliability analysis
Reliability analysis is a comprehensive method in which researchers intend to quantify the

inter stability and the consistency of the research constructs. The prime objective of the reliability
test in the research is to predict the consistency among the variables of interest. The measurement
of reliability can be done by the Cronbach's alpha to understand the reliability among the variables.
Moreover, the threshold for Cronbach alpha as determined by the study must not be less than 0.70
or it must be above the .70 (Pallant, 2005). It was further argued that the standard range of
acceptance of reliability must fall into .60 to .89 to consider good reliability (Nunnally, 1978).
Hence the table below shows the values of the reliability statics for the constructs of this study.

Table 7
Cronbach’s Alpha Reliability values for the Study variables
S.NO

1
2
3
4
1
2
3
4
5
1
2
1
2
3

Variables of interest

Organizational culture
Innovative
Community
Bureaucratic
Competitive
Organizational citizenship behavior (OCB)
Consciousness
Sportsmanship
Civic-virtue
Courtesy
Altruism
Leadership style
Transformational
Transactional
Motivation
Employee Performance
Job satisfaction
Organizational Performance

Cronbach’s
Alpha

Number
of Items

.931
.718
.772
.866

5
5
3
4

.830
.937
.916
.767
.810

4
4
5
3
6

.866
.905

6
9

.785
.777
.874

4
4
4

The above Cronbach alpha values for the constructs of the study depicts that organizational
culture as the study constructs for the current research. This construct has been analyzed through
four dimensions of organizational culture namely innovative, community, bureaucratic and
competitive. Whereas the score for these dimensions was .931, .718, .772 and .866 respectively in
the sequence as mentioned in the table for the construct organizational culture. Moreover based on
these values for measuring this construct have been validated and considered as these values have
been compared with the cut-off values as stated <.70 & .60 to .89 by Pallant, (2005) and Nunnally
(1978) and found these values are following these guidelines. Organizational citizenship behavior
as the research construct for the current study placed in the table above after the organizational
culture. This construct of this research study was measured through five different dimensions of

organizational citizenship behavior such as consciousness, sportsmanship, civic-virtue, courtesy,
and altruism. Where the values of Cronbach alpha for this construct were .830 for consciousness,
.937 for sportsmanship, .916 for civic-virtue, .767 for courtesy and .810 for altruism. Moreover
based on these values for measuring this construct have been validated and considered as these
values have been compared with the cut-off values as stated <.70 & .60 to .89 by Pallant, (2005)
and Nunnally (1978) and found these values are following these guidelines. The leadership styles
the construct for the current study was measured via its two dimensions such as transactional and
transformational. However, the values of Cronbach's alpha as depicted in the table above were
.866 and .905 respectively for the dimensions of leadership. Thus based on these values for
measuring this construct have been validated and considered as these values have been compared
with the cut-off values as stated <.70 & .60 to .89 by Pallant, (2005) and Nunnally (1978) and
found these values are following these guidelines. The last item the above Cronbach alpha values
were the motivation as the research construct for the present study. This construct was measured
through three outcome dimensions such as employee performance, job satisfaction, and
organizational performance. Moreover, the Cronbach reliability score for these were .785, .777
and .874 respectively. Hence based on these values for measuring this construct have been
validated and considered as these values have been compared with the cutoff values as stated <.70
& .60 to .89 by Pallant, (2005) and Nunnally (1978) and found these values are under these
guidelines.

5.3 Correlation analysis

Correlation analysis in the field of research has been used as the way through which the
researchers want to know about the relationship between the different variables and know the
extent of the relationship in these variables. Thus, in the same manner, this study has applied the
correlation analysis to develop an understanding of the relationship and the strength among the
constructs of the study and their dimensions.so far following is the table that demonstrates the
correlation results for this study and defines the basis of association among these variables of
interests.

.269**
.298**
.339**
.255**
.189*
.249**
1

.254**
.194**
.193**
.209**
.218**
.373**
.833**
.193*
1

.190**
.438**
.189**
.308**
.229**
.228**
.317**
.326**
.266**
1

.421**
.386**
.201**
.246**
.190*
.266**
.414**
.214**
.208**
.518**
1

Motivation

.338**
.345**
.272**
.310**
.410**
.261**
.193*
1

Transactional

Altruism

.373**
.509**
.198*
.198*
.591**
1

Courtesy

.397**
.290**
.249**
.197*
1

Civic-virtue

Sportsmanship

Innovative
1 .395** -.480** -.239**
Community
1
-.274** -.128*
Bureaucratic
1
.183*
Competitive
1
Consciousness
Sportsmanship
Civic-virtue
Courtesy
Altruism
Transformational
Transactional
Motivation
**Correlation is significant at the 0.01 level (2-tailed).
*Correlation is significant at the 0.05 level (2-tailed).

Consciousness

Competitive

Bureaucratic

Community

Innovative

Variables

Transformational

Table 8
Pearson Correlation Analysis

.309**
.426**
-.397**
-.173**
.434**
.234**
.798**
.341**
.656**
.430**
.256**
1

A correlation analysis has been performed using the constructs of the study in order to
develop the understanding regarding the relationship and association among these variables. The
results incurred from this correlation analysis of this study have been explained thoroughly.
Further the above correlation analysis table contains the statics for the constructs of the study. The
correlation table above shows that innovative correlates with community in a significant and
positive manner (r= .395, p< .01). Innovative correlates significantly and negatively with
bureaucratic (r= -.480, p< .01). Innovative and competitive correlates negatively in a significant
manner with each other (r= -.239, p< .01). Innovative correlates positively and significantly with
consciousness (r= .397, p< .01). Innovative and sportsmanship positively in a significant direction
correlated with each other (r= .373, p< .01).Innovative also correlates with courtesy in a significant
and positive style (r= .338, p< .01).Innovative and altruism correlates in a positive and significant
way (r= .254, p<.01). Innovative correlates with transformational leadership styles in positive and
significant way (r= .190, p< .01). Innovative and transactional leadership style correlates
significant and positive with each other(r= .421, p< .01). Innovative with motivation in a
significant and positive manner (r= .309, p< .01). Moreover the community being the dimension
of organizational culture correlates negatively and significantly with bureaucratic (r= -.274, p<
.01). Community also negatively correlates with the competitive in a significant manner (r= -.128,
p< .01). Community and consciousness correlates each other in a positive and significant direction
(r= .290, p<.01).Community correlates with sportsmanship positive and significant way(r= .509,
p< .01). Community and civic-virtue also correlates in positive and significant (r= .398,
p<.01).Community and courtesy correlates positive and significant way (r= .345, p<
.01).Community also exhibit a positive and significant correlation with altruism (r= .194, p<
.01).Communication correlates with transformational leadership style positive and significant way

(r= .438, p<.01).Community also correlates with transactional leadership style positively and in
significant manner(r= .386, p< .01).Community correlates with motivation in a positive and
significant manner(r= .426, p< .01).Bureaucratic being the dimension of organizational culture for
this study correlates with positively and significantly with competitive, consciousness,
sportsmanship, and civic-virtue, and courtesy, altruism, transactional and transformational. Hence
the correlation values for them were (r = .183, p< .01), (r = .249, p< .01), (r = .198, p< .01), (r =
.339, p< .01),

(r = .272, p< .01), (r = .193, p< .01), (r = .189, p< .01), (r = .201, p< .01). Whereas

the bureaucratic correlates with the motivation in negative and significant direction(r = -.397, p<
.01).Competitive as the dimension of organizational culture for this study correlates positively and
significantly with consciousness, sportsmanship, and civic-virtue, and courtesy, altruism,
transactional and transformational. Hence the correlation values for them were (r = .197, p< .01),
(r = .198, p< .01), (r = .225, p< .01), (r = .310, p< .01), (r = .209, p< .01), (r = .308, p< .01), (r =
.246, p< .01). Moreover competitive correlates with the motivation in negative and significant
manner (r = -.173, p< .01). Consciousness the dimension of organizational citizenship behavior
(OCB) for this study correlates positively and significantly with sportsmanship, and civic-virtue,
and courtesy, altruism, transactional and transformational and motivation. Hence the correlation
values for them in the table above were (r = .591, p< .01), (r = .189, p< .01), (r = .410, p< .01), (r
= .218, p< .01), (r = .229, p< .01), (r = 190, p< .01), (r = .434, p< .01). Consequently sportsmanship
as the dimension of organizational citizenship behavior (OCB) for this study correlates positively
and significantly with civic-virtue, courtesy, altruism, transactional, transformational and with
motivation. Hence the correlation values for them in the table above mentioned were (r = .249, p<
.01), (r = .261, p<.01), (r = .373, p< .01), (r = .228, p< .01), (r = .266, p< .01), (r = .234, p< .01).
Civic-virtue being the dimension of organizational citizenship behavior (OCB) as the construct for

this study correlates positively and significantly with courtesy, altruism, transactional,
transformational and with motivation. Hence the correlation values for them in the table above
mentioned were (r = .193, p< .01), (r = .833, p< .01), (r = .317, p< .01), (r = .414, p< .01), (r =
.798, p< .01). Whereas the second last dimension of organizational citizenship behavior (OCB) in
the above table was courtesy as the construct for this study. Which correlates positively and
significantly with altruism, transactional, transformational and motivation. Hence the correlation
values for them in the table above mentioned were (r = .193, p< .01), (r = .326, p< .01), (r = .214,
p< .01), (r = .341, p< .01). Whereas the last dimension of organizational citizenship behavior
(OCB) in the above table was courtesy as the construct for this study. Which correlates positively
and significantly with transactional, transformational and motivation. Hence the correlation values
for them in the table above mentioned were (r = .266, p< .01), (r = .208, p< .01), (r = .656, p< .01).
Transformational being the dimensions of leadership styles in the above table was taken as the
construct for this study. That correlates positively and significantly with transformational and
motivation. Hence the correlation values for them in the table above mentioned were (r = .518,
p<.01), (r = .430, p< .01). Whereas the transactional being the dimensions of leadership styles in
the above table was taken as the construct for this study. That correlates positively and significantly
with motivation. Hence the correlation values for this relation in the table above mentioned was
(r = .256, p< .01).Thus the organizational culture correlates with all the constructs of the study
such as leadership styles, organizational citizenship behavior (OCB) and motivation in positive
manner except the bureaucratic and competitive cultures. More over the correlation analysis
showed a positive correlation among the motivation, leadership styles and organizational
citizenship behavior (OCB) in this current study. It was further analyzed from the statistics for
Pearson correlation analysis that there was no multi co-linearity exit.

5.4

Structural Equation Modeling
Structural equation modeling is a technique through which the data has been evaluated in a

condensed and comprehensive way. This is the robust method that statically evaluates the
relationships and the data. This technique is sample sensitive where the sample of 200 or above
considers being the potential respondents for any study conduction. This technique is mostly
preferable for the research conducted in the field of social sciences and analyses the causality of
relations (Snoj, Korda, & Mumel, 2004). Thus this study used structural equation modeling as the
technique to evaluate the causal relationship of motivation and organizational culture among the
employees working in public sector universities of Sindh.
5.4.1. Confirmatory Factor Analysis
This is the technique to which the structure of the factors has been validated. Therefore, it
was urged to analyze the constructs independently to maintain the accuracy and the exclusion of
low loading items could be done. Thus the confirmatory factor analysis has been applied for this
study to measure the constructs as the measurement model for this study (Fatima, 2018).

5.4.1.1

Confirmatory Factor Analysis for Measurement Model of organizational culture,
motivation, leadership styles and organizational citizenship behavior (OCB)
Figure 4

Confirmatory Factor Analysis (CFA)

The above confirmatory factor analysis model of the study. This model measures the
constructs of the study and their factor loading .these constructs include the organizational culture,
motivation, organizational citizenship behavior (OCB) and leadership styles. Moreover, the fitness
of the model was compared by the various fit indices. So the above model of this study has the

various fit indices as the result of CMIN/DF for this model was 2.67 having significant PVALUE
at (p<.001). This positively in corresponding to the cutoff values CMIN/DF<3, as provided by
SCHREIBER et al. (2006). Besides the fit indices for this model indicate various indices as
GFI=.965, AGFI =.946, CFI =.956. These values of fit indices are in the line up with the standard
cutoff values GFI, AGFI, CFI must be equal or greater than .9 (Jackson et al., 2009). whereas the
RMSEA as another fit index criteria for this model has the value RMSEA =.67 at insignificant
PClOSE .this is also under the standard threshold as RMSEA<.05, having the Pclose >.05(Jackson
et al., 2009). thus the model has been fit to process the CFA function. Whereas the factor loading
of each item in the above confirmatory factor analysis model (CFA) shows the construct with its
dimension regarding their items as associated with them. Hence the comparison of each item
loading was analyzed with the cut off values (>.5 and p<.05) (Jackson et al., 2009). Thus the
transformational being the first dimension of leadership styles in the above model. Which consists
of three items TRF 5, TRF 2, and TRF 4 having the factor loadings as .86, .78 and .80 consequently
and found that these loadings are significant at the (p<.01). Transactional being the other
dimension of leadership styles as mentioned in the above model. That incorporates five items TRS
9, TRS 5, TRS 4, TRS 3 and TRS1 and having the factor loadings of .88, .67,.76, .70 and .70
accordingly and found that these loadings are significant at the (p<.01).Community as the first
dimension of organizational culture in the confirmatory factor analysis model (CFA) above. This
consists of three items COMU 5, COMU 3, and COMU 2 having the factor loadings as .57, .79
and .60 parallel to these items and found that these loadings are significant at the
(p<.01).Innovative the second dimension of organizational culture accompanied by three items
such as INOV 2, INOV 1 and INOV 3. The results of items loading as shown by the model above
against these items are .84, .93 and .95. Whereas the bureaucratic dimension of organizational

culture has two items BUR 2 and BUR 3 having the loading .78 and .74 as shown in the model.
That is significant the significance level of (p<.01). Competitive as the last dimension of
organizational culture as studied in this study. There are two associated items for measuring this
dimension such as COMP 2 and COMP 4 with the .77 and .58 as the item loadings. Which are
significant at (p<.01). Moreover, the motivation as the research construct for this study has been
measured through three-dimension job satisfaction, employee motivation, and organizational
performance. Thus the employee performance is the first dimension in the series presented by the
above model has been measured by the two items EP 3 and EP 1 with the item loading of .96 and
.59. These loadings have been significantly evaluated with the cut off value (p<.01) and consider
these as significant. Likewise, job satisfaction as the second dimension of motivation comprises
the two items JS 2 and JS 3. However, the loadings of these items as shown in the above model
are .94 and 89 and consider as the sign at the (p<.01) level. Organizational performance is the last
dimension that evaluates the motivation level of the employees in this study. This dimension of
motivation was measured by three items OP 4, OP 2 and OP3 having the loading of .90, .78 and
.85. These loadings have been significantly evaluated with the cut off value (p<.01) and consider
these as significant. Organizational citizenship behavior in this study has been measured through
five dimensions as the research constructs. These dimensions contain civic-virtue, consciousness,
sportsmanship, altruism, and courtesy. Hence the civic-virtue the first dimension of OCB for this
study consists of three items coded as CV 1, CV 2 and CV 5 and the associated item loadings for
these items are .55, .84 and .94 mentioned in the above model. These loadings have been within
the guidelines provided as the value (p<.01). Consciousness the second dimension of OCB for this
study has been analyzed via two items encoded as CONS 3 and CONS 2. The loadings of these
items showed in the model were .87 and .91 significant at the level (p<.01). sportsmanship, on the

other hand, is the dimension of OCB that has been evaluated through two items SP 1 and SP 2
which share .93 and .83 as their loading. Which is significant at the (p<.01) level. Altruism the
second last dimension of OCB in the sequence followed by the above model has been measured
through five items coded as ALTR 4, ALTR 3, ALTR 2, ALTR 1 and ALTR 5 and their loading
as shown in the model above .88, .71, .93, and .83. These loadings are significant at the level
(p<.01). Whereas the loading of item ALTR 5 was insignificant at (p>.05) level. Hence the last
dimension in the model sequence for measuring OCB, as shown above, has been evaluated via
three items. These items coded as COT 2, COT 3 and COT 1 and the loading for them were as .54,
.82, .80 which are significant at the (p<.01)level.

5.4.2 Convergent & Discriminant validity

Convergent and discriminant validities have been computed for this study. Following is
the comprehensive and compact table to demonstrate the convergent and discriminant validity .in
order to validate the constructs for this study.

Table 9
Convergent & Discriminant validity

The above table of convergent and discriminant table provides the values for the validation of
the dimensions of the current study. This table measures the dimensions through composite reliability
(CR), Average variance extract (AVE) and Maximum shared variance (MSV). Moreover the standard
thresh holds and the comparison ranges as provided by Malhotra & Dash (2011) and Black et al.
(2010) are the guidelines for the this study in analysis of these assumptions such as number one (1)
the Composite reliability (CR >0.7), number two (2) Average variance extract (AVE >0.5).Whereas
the discriminant validity should be measured as the maximum shared variance (MSV) must be less
than the average variance extracted (AVE), (MSV) < AVE). So far the altruism as the dimension of
OCB in the above table has CR=.871, AVE=.579 and MSV=.469. Which are according to the
provided ranges for the acceptance of these results. Hence based on these results the validity and
reliability of the dimension have been enough to consider it as valid and reliable. Transformational

being the dimension of leadership style as the construct for this study has the validation statics such
as CR=.767, AVE=.623, and MSV=.065.These statics are according to the provided ranges for the
acceptance of these results. Hence based on these results the validity and reliability of the dimension
have been enough to consider it as valid and reliable. The table above showed the transactional as the
other dimension of leadership styles studied in this study shared the validation criteria as CR=.859,
AVE=.553, and MSV=.473.Which are according to the provided ranges for the acceptance of these
results. Hence based on these results the validity and reliability of the dimension have been enough
to consider it as valid and reliable. Community as the dimension of organizational culture displayed
in the above table portrayed the results of the validations such that CR=.795, AVE=.537 and
MSV=.314.These statics are according to the provided ranges for the acceptance of these results.
Hence based on these results the validity and reliability of the dimension have been enough to
consider it as valid and reliable. Innovative being the dimension of the organizational culture depicts
the multiple validation criteria in the above table to analyze the reliability and validity of this
dimension these criteria are CR=.934, AVE=.875, and MSV=.156.These statics are according to the
provided ranges for the acceptance of these results. Hence based on these results the validity and
reliability of the dimension have been enough to consider it as valid and reliable. Moreover, the above
table displayed the bureaucratic as the dimension of organizational culture ascribed the various
assumptions for the validation are CR=.878, AVE=.786, and MSV=.314.These statics are according
to the provided ranges for the acceptance of these results. Hence based on these results the validity
and reliability of the dimension have been enough to consider it as valid and reliable. Competitive
the dimension of organizational culture shares the statics for the validation are CR=.725, AVE=.558,
and MSV=.078 as mentioned in the above table. These statics are according to the provided ranges
for the acceptance of these results. Hence based on these results the validity and reliability of the

dimension have been enough to consider it as valid and reliable. However, the employee performance
the dimension of motivation which is the study construct for this research has a certain criterion for
the validation and reliability included in the above table were CR=.766, AVE=.634 and
MSV=.473.These statics are according to the provided ranges for the acceptance of these results.
Hence based on these results the validity and reliability of the dimension have been enough to
consider it as valid and reliable for the study. Job satisfaction the dimension of motivation has the
CR=.907, AVE=.831 and MSV=.656 as mentioned in the above table. These statics are according to
the provided ranges for the acceptance of these results. Hence based on these results the validity and
reliability of the dimension have been enough to consider it as valid and reliable. Organizational
performance as the last dimension of motivation for this study has been given the results in the above
table CR=.881, AVE=.712 and MSV=.362.These statics are according to the provided ranges for the
acceptance of these results. Hence based on these results the validity and reliability of the dimension
have been enough to consider it as valid and reliable for the study. Civic-virtue the dimension of OCB
showed the various results of validity CR=.828, AVE=.627and MSV=.255.These statics are
according to the provided ranges for the acceptance of these results. Hence based on these results the
validity and reliability of the dimension have been enough to consider it as valid and reliable for the
study. Consciousness being the dimension of OCB showed the various results of validity CR=.885,
AVE=.793 and MSV=.462.These statics are according to the provided ranges for the acceptance of
these results. Hence based on these results the validity and reliability of the dimension have been
enough to consider it as valid and reliable for the study. Sportsmanship being the dimension of OCB
revealed the various results of validity CR=.925, AVE=.861 and MSV=.244. As mentioned in the
above table. These statics are according to the provided ranges for the acceptance of these results.
Hence based on these results the validity and reliability of the dimension have been enough to

consider it as valid and reliable for the study. In the last, the table above consisted of the courtesy as
the dimension of OCB unleashed various results of validity CR=.768, AVE=.532 and MSV=.269. As
mentioned in the above table. These statics are according to the provided ranges for the acceptance
of these results. Hence based on these results the validity and reliability of the dimension have been
enough to consider it as valid and reliable for the study.
5.4.3 Hypotheses Test
A various hypothesis has been tested for this study are portrayed in this section. Hence the
hypotheses were tested by using the structural equation modeling (SEM). This procedure of testing
hypotheses has been done through individual and collective hypotheses testing in a single SEMbased model for this study.
5.4.3.1

Hypotheses Test models (individually)

This study has tested the hypotheses separately/individually using different models for
each hypothesis of the study to be tested. This separate treatment of hypotheses has been also
witnessed by the study conducted (Fatima, 2018).

H1: there is a significant and positive relationship between Organizational Culture and
Motivation among the employees working in public sector universities in Sindh (β=.56, p.0.00)
(Hypothesis retained)
Figure 5
Motivation Organizational Culture

The above figure of the hypothesis testing model represents the influence of organizational
culture on motivation among the employees working in public sector universities of Sindh.
Whereas the fit indices of for the model states that CMIN/DF= 2.47 at a significant level of
(p<.000) that indicates that the model was fit enough to analyze the relationship though the values
are quite in line with a minimum threshold (CMIN< 3) (Jackson et al., 2009). The other fit indices
for this model reveals that CFI=.952, GFI=.968, and AGFI=.949. These values were also in line
with the recommended range where the (GFI, AGFI, and CFI=> .9). Additionally the RMSEA=.07
at PCLOSE=.63 (Jackson et al., 2009). Hence based on these results the above model has been
considered as fit enough. Moreover the relation of organizational culture with its dimension
community, innovative, bureaucratic and competitive has been determined by the results as
declared in the above model .58, .59, .55and .57 Consecutively. Hence the community as the

dimension of organization culture has the three items COMU 5, COMU 3, and COMU 2 having
the factor loadings as .57, .79 and .60 parallel to these items and found that these loadings are
significant at the (p<.01).Innovative the second dimension of organizational culture accompanied
by three items such as INOV 2, INOV 1 and INOV 3. The results of items loading as shown by
the model above against these items are .84, .93 and .95. Whereas the bureaucratic dimension of
organizational culture has two items BUR 2 and BUR 3 having the loading .78 and .74 as shown
in the model. That is significant the significance level of (p<.01). Competitive as the last dimension
of organizational culture as studied in this study. There are two associated items for measuring this
dimension such as COMP 2 and COMP 4 with the .77 and .58 as the item loadings. Which are
significant at (p<.01).On the other side the relationship of motivation with its dimension employee
performance, job satisfaction and organizational performance defined by the values incorporated
by the model above. Since the employee performance is the first dimension in the series presented
by the above model has been measured by the two items EP 3 and EP 1 with the item loading of
.96 and .59. These loadings have been significantly evaluated with the cut off value (p<.01) and
consider these as significant. Likewise, job satisfaction as the second dimension of motivation
comprises the two items JS 2 and JS 3. However, the loadings of these items as shown in the above
model are .94 and 89 and consider as the sign at the (p<.01) level. Organizational performance is
the last dimension that evaluates the motivation level of the employees in this study. This
dimension of motivation was measured by three items OP 4, OP 2 and OP3 having the loading of
.90, .78 and .85. These loadings have been significantly evaluated with the cut off value (p<.01)
and consider these as significant. Thus the result authenticated that the organizational culture has
a significant and positive influence on the motivation as (.56, p<.01). This signifies that a change

of 56% in motivation level is due to a change in organizational culture. Hence based on these
findings the hypothesis is retained /accepted.
H1 (a): there is a significant and positive relationship between Community and Motivation
among the employees working in public sector universities in Sindh
H1 (b): there is a significant and positive relationship between Innovative culture and
Motivation among the employees working in public sector universities in Sindh
H1(c): there is a significant and positive relationship between Bureaucratic and Motivation
among the employees working in public sector universities in Sindh
H1 (d): there is a significant and positive relationship between Competitive and Motivation
among the employees working in public sector universities in Sindh
Figure 6

Motivation Organizational Culture Dimensions

The figure above persistent hypothesis testing model determines the influence of
community, innovative, bureaucratic and competitive culture on motivation among the employees
working in public sector universities of Sindh. Whereas the fit indices of for the model states that
CMIN/DF= 2.65 at a significant level of (p<.000) that indicates that the model was fit enough to
analyze the relationship though the values are quite in line with a minimum threshold (CMIN< 3)

(Jackson et al., 2009). The other fit indices for this model reveals that CFI=.952, GFI=.965, and
AGFI=.955. These values were also in line with the recommended range where the (GFI, AGFI,
and CFI=> .9). Additionally the RMSEA=.063 at PCLOSE=.059 (Jackson et al., 2009).Hence
based on these above statically results the above model has been considered as fit enough and
good. As the community organization culture has three items COMU 2, COMU 3, and COMU 5
having the factor loadings as .60, .66 and .70 parallel to these items and found that these loadings
are significant at the (p<.01).Innovative organizational culture accompanied by three items such
as INOV 2, INOV 1 and INOV 3. The results of items loading as shown by the model above
against these items are .86, .93 and .56. Whereas the bureaucratic dimension of organizational
culture has two items BUR 2 and BUR 3 having the loading .94 and .84 as shown in the model.
That is significant the significance level of (p<.01). Competitive as the last dimension of
organizational culture as studied in this study. There are two associated items for measuring this
dimension such as COMP 2 and COMP 4 with the .57 and .62 as the item loadings. Which are
significant at (p<.01).On the other side the relationship of motivation with its dimension employee
performance, job satisfaction and organizational performance defined by the values incorporated
by the model above. Assuming the related values of these dimensions with motivation .51, .53 and
.63. Since the employee performance is the first dimension in the series presented by the above
model has been measured by the two items EP 3 and EP 1 with the item loading of .61 and .79.
These loadings have been significantly evaluated with the cut off value (p<.01) and consider these
as significant. Likewise, job satisfaction as the second dimension of motivation comprises the two
items JS 2 and JS 3. However, the loadings of these items as shown in the above model are .81 and
85 and consider as the sign at the (p<.01) level. Organizational performance is the last dimension
that evaluates the motivation level of the employees in this study. This dimension of motivation

was measured by three items OP 4, OP 2 and OP3 having the loading of .80, .72 and .91. These
loadings have been significantly evaluated with the cut off value (p<.01) and consider these as
significant. Thus the result authenticated that the community and innovative organizational culture
have a significant and positive influence on the motivation (.94, p<.01 and 76, p<.01) respectively.
This signifies that a change of 94% in motivation level is due to change in community culture and
a change of 76% in motivation level is due to change in an innovative culture. These loadings have
been significantly evaluated with the cut off value (p<.01) and consider these as significant. On
the contrary, the bureaucratic and competitive organizational culture has a significant but negative
influence on motivation (-.57, p<.01 and -.51, p<.01) respectively. This signifies that a negative
change of .57% in motivation level is due to bureaucratic culture and a negative change of 51% in
motivation level is due to competitive culture. Hence based on these results the two hypotheses
1(a) and 1(b) have been accepted/rejected and the two hypotheses 1 (c) and 1 (d) have been
accepted/retained.

H2: there is a significant and positive relationship between organizational culture and
leadership styles among the employees working in public sector universities in Sindh (β=.62,
p.0.00) (Hypothesis retained)

Figure: 7
Leadership Styles Organizational Culture
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The above model portrayed the study hypothesis and the model which determined the
influence of the organizational culture on leadership styles among the employees working in public
sector universities of Sindh. Whereas the fit indices of for the model showed that CMIN/DF= 2.77
at a significant level of (p<.000) that indicates that the model was fit enough to analyze the
relationship though the values are quite in line with a minimum threshold (CMIN< 3) (Jackson et
al., 2009). The other fit indices for this model reveals that CFI=.943, GFI=.959, and AGFI=.943.
These values were in line with the recommended ranges where the (GFI, AGFI, and CFI=> .9).
Additionally the RMSEA=.068 at insignificant PCLOSE=.059 (Jackson et al., 2009).Hence based
on these results the above model has been considered as fit enough. Moreover, the relation of
organizational culture with its dimension community, innovative, bureaucratic and competitive

has been determined by the results as declared in the above model .58, .59, .55 and .57
consecutively. Hence the community as the dimension of organization culture has the three items
COMU 5, COMU 3, and COMU 2 having the factor loadings as .57, .79 and .60 parallel to these
items and found that these loadings are significant at the (p<.01).Innovative the second dimension
of organizational culture accompanied by three items such as INOV 2, INOV 1 and INOV 3. The
results of items loading as shown by the model above against these items are .84, .93 and .95.
Whereas the bureaucratic dimension of organizational culture has two items BUR 2 and BUR 3
having the loading .78 and .74 as shown in the model. That is significant the significance level of
(p<.01). Competitive as the last dimension of organizational culture as studied in this study. There
are two associated items for measuring this dimension such as COMP 2 and COMP 4 with the .77
and .58 as the item loadings. Which are significant at (p<.01). Leadership styles on the other hand
with its two dimensions transformational and transactional. Hence the association of Leadership
styles with its two dimensions transformational and transactional having the values of association
as .53, .63. Where the transformational being the first dimension of leadership styles in the above
model consisted of three items TRF 5, TRF 2, and TRF 4 having the factor loadings as .86, .78
and .80 consequently and found that these loadings are significant at the (p<.01). Transactional
being the other dimension of leadership styles as mentioned in the above model. That incorporates
five items TRS 9, TRS 5, TRS 4, TRS 3 and TRS1 and having the factor loadings of .92, .65,.83,
.69 and .64 accordingly and found that these loadings are significant at the (p<.01). Thus the result
authenticated that the organizational culture has a significant and positive influence on the
leadership styles (.62, p<.01). This signifies that a change of 62% ineffective leadership skills is
due to a change in organizational culture. Hence based on these findings the hypothesis is retained
/accepted.

H2 (a): there is a significant and positive relationship between leadership ship styles and
motivation among the employees working in public sector universities in Sindh (β=.61, p.0.00)
(Hypothesis retained)
Figure 8
Motivation Leadership Style

The model above depicted the influence of the leadership styles on motivation among the
employees working in public sector universities of Sindh. Meanwhile, the fit indices of for the
model showed that CMIN/DF= 2.6 at the significant level of (p<.000) that indicates that the model
was fit enough to analyze the relationship though the values are quite in line with minimum
threshold (CMIN< 3) (Jackson et al., 2009). The other fit indices for this model reveals that

CFI=.943, GFI=.959, and AGFI=.943. These values were in line with the recommended ranges
where the (GFI, AGFI, and CFI=> .9). Additionally the RMSEA=.068 at insignificant
PCLOSE=.059 (Jackson et al., 2009).Hence based on these results the above model has been
considered as fit enough. Whereas the association of Leadership styles with its two dimensions
transformational and transactional having the values of association as .53, .63.Where the
transformational being the first dimension of leadership styles in the above model consisted of
three items TRF 5, TRF 2, and TRF 4 having the factor loadings as .86, .78 and .80 consequently
and found that these loadings are significant at the (p<.01). Transactional being the other
dimension of leadership styles as mentioned in the above model. That incorporates five items TRS
9, TRS 5, TRS 4, TRS 3 and TRS1 and having the factor loadings of .92, .65,.83, .69 and .64
accordingly and found that these loadings are significant at the (p<.01). Thus the result
authenticated that the organizational culture has a significant and positive influence on the
leadership styles (.61, p<.01). This signifies that a change of 61% in motivation has been
determined due to the change in leadership styles. However, the relationship of motivation on the
other hand with its three-dimension for this study such as employee performance, job satisfaction,
and organizational performance has been defined by the values incorporated by the model above.
Assuming the related values of these dimensions with motivation .51, .53 and .63. Since the
employee performance is the first dimension in the series presented by the above model has been
measured by the two items EP 3 and EP 1 with the item loading of .61 and .79. These loadings
have been significantly evaluated with the cut off value (p<.01) and consider these as significant.
Likewise, job satisfaction as the second dimension of motivation comprises the two items JS 2 and
JS 3. However, the loadings of these items as shown in the above model are .81 and 85 and consider
as the sign at the (p<.01) level. Organizational performance is the last dimension that evaluates the

motivation level of the employees in this study. This dimension of motivation was measured by
three items OP 4, OP 2 and OP3 having the loading of .80, .72 and .91. These loadings have been
significantly evaluated with the cut off value (p<.01) and consider these as significant. Thus the
result authenticated that leadership styles have a significant and positive influence on motivation
(.61, p<.01). This signifies that a change of 61% in motivation is due to the change in leadership
styles. Hence based on these findings the hypothesis has been retained /accepted.

H2 (b): leadership styles mediates the relationship between organizational culture and employee
motivation among the employees working in public sector universities in Sindh (β=.31, p.0.03)
(Hypothesis retained)

Figure: 9
Motivation leadership stylesOrganizational Culture

The above-portrayed model of the study intended to analyze the hypothesized model to
evaluate the mediating influence of leadership styles between the organizational culture and

motivation among the employees working in public sector universities of Sindh. Where the fit
indices for the model showed that CMIN/DF= 2.25 at the significant level of (p<.000) that
indicates that the model was fit enough to analyze the relationship though the values are quite in
line with the minimum threshold (CMIN< 3) (Jackson et al., 2009). The other fit indices for this
model reveled CFI=.951, GFI=.964, and AGFI=.95. These values were in line with the
recommended ranges where the (GFI, AGFI, and CFI=> .9). Additionally the RMSEA=.068 at
insignificant PCLOSE=.061 (Jackson et al., 2009).Hence based on these results the above model
has been considered as good and fit enough. Moreover, the relation of organizational culture with
its dimension community, innovative, bureaucratic and competitive has been determined by the
results as declared in the above model .58, .59, .55 and .57 consecutively. Hence the community
as the dimension of organization culture has the three items COMU 5, COMU 3, and COMU 2
having the factor loadings as .51, .84 and .61 parallel to these items and found that these loadings
are significant at the (p<.01).Innovative the second dimension of organizational culture
accompanied by three items such as INOV 2, INOV 1 and INOV 3. The results of items loading
as shown by the model above against these items are .67, .64 and .65. Whereas the bureaucratic
dimension of organizational culture has two items BUR 2 and BUR 3 having the loading .73 and
.75 as shown in the model. That is significant the significance level of (p<.01). Competitive as the
last dimension of organizational culture as studied in this study. There are two associated items for
measuring this dimension such as COMP 2 and COMP 4 with the .52 and .44 as the item loadings.
Which are significant at (p<.01) except the COMP 4 was insignificant (p<.05). Leadership styles
as the mediating variable for this study had two dimensions transformational and transactional.
Hence the association of Leadership styles with its two dimensions transformational and
transactional having the values of association as.56 and.62. Where the transformational being the

first dimension of leadership styles in the above model consisted of three items TRF 5, TRF 2, and
TRF 4 having the factor loadings as .85, .79 and .79 consequently and found that these loadings
are significant at the (p<.01). Transactional being the other dimension of leadership styles as
mentioned in the above model. That incorporates five items TRS 9, TRS 5, TRS 4, TRS 3 and
TRS1 and having the factor loadings of .91, .64,.80, .70 and .66 accordingly and found that these
loadings are significant at the (p<.01). Motivation being the outcome variable for this study
represents three dimensions such as employee performance, job satisfaction, and organizational
performance. Their relation with the motivation has been defined by the values which have been
incorporated by the model above. Assuming the related values of these dimensions with motivation
.51, .53 and .64. Since the employee performance is the first dimension in the series presented by
the above model has been measured by the two items EP 3 and EP 1 with the item loading of .99
and .57. These loadings have been significantly evaluated with the cut off value (p<.01) and
consider these as significant. Likewise, job satisfaction as the second dimension of motivation
comprises the two items JS 2 and JS 3. However, the loadings of these items as shown in the above
model are .86 and 83 and consider as the sign at the (p<.01) level. Organizational performance is
the last dimension that evaluates the motivation level of the employees in this study. This
dimension of motivation was measured by three items OP 4, OP 2 and OP3 having the loading of
.89, .71 and .91. These loadings have been significantly evaluated with the cut off value (p<.01)
and consider these as significant. Thus the result authenticated that the positive and significant
influence of organizational culture on motivation (.56, p<.01) as evident from (H1) of this study.
Besides the organizational culture has a positive and significant influence on leadership style (.62,
p<.01) as evident from (H2) of this study. Leadership styles enjoy a positive and significant
influence on motivation (.62, p<.01) as evident from (H2 (a)) of this study. Yet after the introduction

of leadership styles as the mediator between the organizational culture and the motivation. Hence
the extent of organizational culture has been reduced from (.56, p<.01 to, .31, p<.01) and partial
mediation was argued in the relationship (Baron & Kenny, 1986). Thus based on these findings
the hypothesis is retained /accepted.
H3: There is a significant and positive relationship between Organizational Citizenship
Behavior (OCB) and organizational culture among the employees working in public sector
universities in Sindh (β=.95, p.0.00) (Hypotheses retained)
H3 (a): There is a significant and positive relationship between Organizational Citizenship
Behavior (OCB) and motivation among the employees working in public sector universities in
Sindh (β=.65, p.0.00) (Hypotheses retained)
H3 (b): Organizational Citizenship Behavior (OCB) moderates the relationship of
organizational culture and employee motivation among the employees working in public sector
universities in Sindh (β=.30, p.0.00) (Hypotheses retained)
Figure 10
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Organizational culture

The above comprehensive model of the study intended to analyze the hypothesized relationship to
analyze the influence of organizational citizenship behavior (OCB) being the moderator of
organizational culture and motivation among the employees working in public sector universities
of Sindh. Where the fit indices for the model showed that CMIN/DF= 2.93 at the significant level
of (p<.000) that indicates that the model was fit enough to analyze the relationship. Though the
values are quite in line with minimum threshold (CMIN< 3) (Jackson et al., 2009). The other fit
indices for this model reveled CFI=.957, GFI=.968, and AGFI=.953. These values were in line
with the recommended ranges where the (GFI, AGFI, and CFI=> .9).Further the RMSEA=.070 at
insignificant PCLOSE=.061 (Jackson et al., 2009).Hence based on these results the above model
has been considered as good and fit enough. Moreover the relation of organizational culture with
its dimension community, innovative, bureaucratic and competitive has been determined by the
results as declared in the above model .58, .59, .55 and .57 consecutively. Hence the community
as the dimension of organization culture has the three items COMU 5, COMU 3, and COMU 2
having the factor loadings as .51, .82 and .63 in contrast to these items and this model found that
these loadings are significant at the (p<.01).Innovative the second dimension of organizational
culture accompanied with three items such as INOV 2, INOV 1 and INOV 3. The results of items
loading as showed by the model above against these items are .67, .64 and .65.Whereas the
bureaucratic dimension of organizational culture has two items BUR 2 and BUR 3 having the
loading .73 and .75 as shown in the model. That are significant the significance level of
(p<.01).Competitive as the last one dimension of organizational culture as studied in this study.
There are two associate items for measuring this dimension such as COMP 2 and COMP 4 with
the .52 and .44 as the item loadings. Which are significant at (p<.01) except the COMP 4 was
insignificant (p<.05). Further the relation of Organizational citizenship behavior (OCB) in the

above study model has been measured through five dimensions as the research constructs. These
dimensions include civic-virtue, consciousness, sportsmanship, altruism and courtesy. Hence
consciousness as the first dimension of OCB for this study has been analyzed via two items
encoded as CONS 3 and CONS2. The loadings of these items showed in the model were .87 and
.91 significant at the level (p<.01). Sportsmanship being the second dimension of OCB has been
evaluated through two items SP 1 and SP 2 which share .93 and .83 as the their loading. Which is
significant at the (p<.01) level. Civic-virtue the third dimension of OCB for this study consists of
three items coded as CV 1, CV2 and CV 5 and the associated item loadings for these items are .55,
.99 and .99 mentioned in the above model. These loadings have been within the guidelines
provided as the value (p<.01). . Hence courtesy the second last dimension in the model as sequence
for measuring OCB as shown above has been evaluated via three items. These items coded as COT
2, COT 3 and COT 1 and the loading for them were as .54, .85, .77, which are significant at the
(p<.01)level. Altruism the last dimension of OCB in the sequence followed by the above model
has been measured through five items coded as ALTR 4, ALTR 3, ALTR 2, ALTR 1 and ALTR
5 and their loading as shown in the model above .58, .60, .88, and .96 and .49.All of These loadings
are significant at the level (p<.01) except the loading of item ALTR 5 which is insignificant at
(p>.05) level. Thus the result validate a positive and significant influence of organizational culture
on motivation (.56, p<.01) as evident from (H1) of this study. In addition the organizational culture
has positive and significant influence on OCB as evidenced from the above model significant at
(.65, p<.01). OCB as shown in the above model and displayed a positive and significant influence
on motivation (.95, p<.01).Yet after the introduction of OC&OCB as the moderator in the relation
of organizational culture and the motivation .Hence the magnitude of organizational culture has

been reduced from (.56, p<.01 to, .30, p<.01) (Baron & Kenny, 1986). So far based on these
findings the hypotheses were retained /accepted.

Organizational citizenship behavior strengthens the positive relationship between organizational
culture and Motivation
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5.4.3.2. Hypotheses test (Collectively)
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This study has also tested the hypotheses collectively by using a single model for all the
hypotheses of the study to be tested. This collective treatment of hypotheses has been also
witnessed by the study conducted (Fatima, 2018).

Figure 11
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5.5 Hypotheses Summary and Justifications
JUSTIFICATION
(Nora, 2016)

H1

Significant & positive

(Retained)

H1 (a)

Significant & positive

(Retained)

(Esra et al., 2011)

H1 (b)

Significant & positive

(Retained)

(Giri, 2017)

H1(c)

Significant & negative

(Failed to Retain)

(Massaras et al., 2014)

H1 (d)

Significant & negative

(Failed to Retain)

(Esra et al., 2011)

H2

Significant & positive

(Retained)

(Lok & Crawford, 2004)

H2 (a)

Significant & positive

(Retained)

(Girma, 2016)

H2 (b)

Significant & positive

(Retained)

(Zafer Acar, 2012)

(Retained)

(Harwiki, 2016)

(Retained)

( Romle et al, 2016)

(Retained)

(Priyono et al., 2016

H3

Significant & positive

H3 (a)

Significant & positive

H3 (b)

Significant & positive

CHAPTER 6
DISCUSSIONS AND CONCLUSION
This section consists of a comprehensive discussion based on the results of the current
study. This chapter encompasses the general discussion of the experimental results. Followed by
a discussion specifically about the hypothesized relationships of the research. This chapter ends
with the conclusions, implications, limitations, suggestions, and insights for the forthcoming
researches.

6.1

General discussion
It has been observed that human behavior is the most complicated and difficult to perceive

easily. This changeability in attitudes of individuals has been witnessed in the organization. Hence
the organizations attempted to cater to this unpredictability of the individual behavior of the
employees within the organizations. It is one of the pivotal issues for the organizations to retain
their employees as motivated which eventually affects the performance of the employees. So far
in this proposition mentioned above, this study also attempted to analyze organizational culture
with the potential dimensions of that which may influence the motivation level, leadership styles
and the influence of OCB among the employees working public sector universities of Sindh. This
study also conducted comprehensive research to analyze the mediating influence of leadership
styles such as the transactional and transformational among the employees working public service
universities of Sindh. Moreover, the moderating influence of organizational citizenship behavior
(OCB) has been analyzed for the organizational culture and the motivation level among the
employees working in public sector universities of Sindh. This study validated that organizational
culture is the predictor of motivation in public sector universities of Sindh. Moreover, the

leadership styles with its dimensions significantly mediate the relationship between the
organization culture and employee motivation in the public sector universities of Sindh. This study
also supported that OCB acts as the mediator in the public sector universities of Sindh which
suggests that the negative influence of organizational culture has been mitigated by this mediator
variable and boost up the motivation level

6.2.Hypotheses Discussion
This study was conducted to evaluate the causal relationship between Organizational Culture
and Motivation, with the mediating influence of leadership styles and the moderating influence of
OCB. Hence the Hypotheses were formulated to test the relationship by using covariance-based
SEM technique and data were analyzed collected from the faculty members of public sector
universities of Sindh. It was revealed that nine hypotheses have been retained and two have been
failed to retain. The results of this study tell about Organizational Culture (OC) and Motivation
that significantly positively relate with each other directly, that means an increment in
organizational culture increases the motivation level (Nora, 2016). Moreover, the findings of this
study reveal that community and innovative as the dimensions of Organizational Culture (OC)
have a positive and significant relationship with the Motivation, which states that the more
Community and innovative as an organizational culture the more motivation among the employees
(Esra et al., 2011; Giri , 2017).On the contrary Competitive and Bureaucratic being the dimensions
of Organizational Culture (OC) have significant but a negative influence on Motivation, unlike the
former ones, which means the increase in competitive and Bureaucratic culture the decline in
Motivation level (Massaras et al., 2014). Further, the findings of this study unveiled a positive and

significant relationship between Organizational Culture (OC) and leadership Styles (LS) (Lok &
Crawford, 2004). Leadership Styles (LS) and Motivation share a direct positive and significant
relationship as determined by this study ( Girma, 2016). It is also disclosed by the findings of this
study that the leadership styles (LS) mediate between the organizational culture(OC) and
Motivation, which strengthened the positive relationship between the organizational culture and
motivation level (Zafer Acar, 2012). Besides, the results of this study supported that
Organizational Citizenship Behaviour (OCB) moderates the relationship of Organizational Culture
(OC) and Motivation (Priyono et al., 2016). And cause an enhancement in the positive influence
of predictor (IV) on the dependent variable (DV) Motivation. The results of this study also defined
a positive and significant relationship between Organizational Citizenship Behaviour (OCB) and
organizational culture (OC) in a positive direction. Organizational Citizenship Behaviour (OCB)
and Motivation also share a positive and significant relationship. Hence the organizational culture
(OC) is a predictor and independent variable of Motivation in the public sector universities of
Sindh.

6.3 Suggestions
 The public sector general universities of Sindh must boost up the innovation and
Community as an Organizational Culture among their employees to make them Motivate.
 This study suggested that public sector general universities of Sindh should minimize the
bureaucratic Organizational Culture to enhance the Motivation level among the employees.

 This study suggested public sector general universities of Sindh should discourage the
Competitive environment as an Organizational Culture to enhance the Motivation the level
among the employees.
 This study concluded that public sector general universities of Sindh must spread the
concept of ownership among their employees.
 It is also advised by this study public sector general universities of Sindh to establish a
capable and eligible leadership readily available for the employees to facilitate and
encouragement
 The sense of citizenship within the public sector general universities of Sindh ought to be
applauded

6.4

Limitations of the Study

Like other studies in this field following are the certain limitations of this study that has to be
considered while interpreting the results
 This study has a limitation regarding the generalizability of the results in any sectors other
than the public sector educational institutions.
 This study is quantitative therefore the inherent limitation of the quantitative approach may
also be one of the limitations of this study.

 The current study only studies the specific dimensions of the organizational culture.
However other dimensions of organizational culture might influence the dependent
variable significantly in the educational or any other sector within Pakistan.

6.5

Future Research
 A comparative study may be conducted to evaluate the effects of organizational culture on
employee motivation in private and public sector universities of Pakistan.
 A blend of multiple theories (integrated approach) can be applied to empirically test the
causal relationship of the objectives like this study.
 The scope of this study can be expended to include another knowledge-based organization
to be part of a study like the health care sector.
 A mixed-method of research design can also be applied to investigate the impact of
organizational culture on motivation.
 Besides transactional and transformational leadership styles other leadership styles can also
be studied as a mediating variable.
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