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The Influence of Leadership Styles and Emotional Intelligence 

on Decision-making in Local Government System: 

A Case Study of District D. I. Khan, KP, Pakistan 
 

 

Abstract 

 

Every leadership position uses a ‘Mix’ of different leadership-styles as per situation or the 

type of issues handling at a particular point of time across the trajectory of working as 

administrator or manager in public sector organization like ‘local-government-system’ in 

Khyber-Pakhtunkhwa, Pakistan. Further, every type of ‘Decision-making’ requires a 

particular leadership-style, for instance, when organizations consider people-oriented-

decision-making’ only a transformational-leader can do this job. Likewise, ‘task-oriented’ 

work environment demands task-oriented-decision-making, which is possible only by 

those trained in ‘transactional-leadership-style.’ 

 

What mix of these leadership and decision-making styles are in practice among the officers 

and elected members in performing their functions, which obviously has duties undertaken 

precisely as per ‘rule-n-regulations’ however, ensuring community participation and 

satisfaction thereof from services is also equally critical performance indicator. Thus, they 

are supposed to keep the required balance between different leadership and decision-

making styles in the sense that which combination will the best in a particular work 

situation.  

 

The study is based on ‘Positivism’ as research-philosophy and ‘survey’ as approach to 

conduct literature and field surveys for data collection. Qualitative data has been analyzed 

using ‘Thematic-analysis,’ which actually begins with the first primary-theme collected 

from the existing research. Field data was processed with statistical procedures according 

to the nature of research-hypotheses (or questions) including Correlations, Regressions, 

Mediations, and Tests of Significance. 
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The field results come up with expected (hypothesized) as well as surprising findings about 

the exact existence and weight of the variables and relationships as operating in the local 

government system work environment. Most of the hypotheses extracted from the existing-

knowledge have been positively supported by the analysis of field data from the sample 

respondents. There are signification associations, causes-n-effect relations, mediation of 

EI in three out of four X-Y models in the theoretical-framework. EI has partially mediated 

between TFLS-PDMS. Surprisingly, there is no mediation of EI in the three models 

including TFLS-TDMS, TSLS-PDMS, and TSLS-TDMS. Another surprising finding is 

that respondents have no difference-of-opinion regarding TSLS and TDMS, while have 

striking differences of viewing TFLS, TDMS and EI. May be, it is because of the existence 

of human elements in these variables. 

 

Findings of this study are useful for the stakeholders of research including officers, elected-

representatives, and general public in different ways. They can get insights about the state-

of-affairs going on in the real-world work environment thereby looking at the leadership, 

decision making, emotional-issues and their impacts on the overall performance of the 

system. Further, the future researchers can take-on the same or enhanced research models 

to apply on the similar and different situations for expanded knowhow of organizational-

behavior. 
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Chapter 1 INTRODUCTION 

 

This chapter introduces the background, problem-statement, objectives, significance, 

research hypotheses, and a brief organization of whole thesis coming afore. This section 

sets the stage for the whole research reported in this document. All the variables included 

in the theoretical framework have been introduced as the players in the research process. 

Chapter#1 prepares the reader to understand and follow the findings of study presented in 

the forthcoming chapters. 

 

1.1 Background of Study 

It is an established fact that a human being is the most important factor of production. There 

is a common saying that how effective a system may be but it cannot bear fruit unless the 

individuals responsible for its implementation are effective (Van-Loveren, 2007). Among 

the individuals in an organization the manager or the leader occupies the most crucial 

position because he is the one who makes decisions about all other factors of production 

and organizational success/ failure depends on managerial decisions (Malliaris & Guder, 

2015). Therefore, it is imperative that decision of the leaders must be rational. Among the 

factors making the managerial decisions rational emotional intelligence (EI) has recently 

been recognized as crucial one. This research explores the relationship between Leadership 

Styles, EI, and Decision Making Styles. It’s also about studying mediation among the 

variables.  

 

In Pakistan where public sector is still flourishing, it is mandatory to have better leaders 

who could influence the followers, get the job done and decide in time that what is best for 

the organization, eventually leading the country towards success (Alam Zeb et al. 2015; 

Miao et al, 2018). In every developing country there is need of change on macro levels. 

Current traditional leadership styles, which exist in developing nations require change 

because performance of the organization totally depends on leadership (Caligiuri & 

Tarique, 2012). The unseen force responsible for the success of any organization is a group 

of honest, intelligent, qualified and motivated people who make decisions, which are 

effected by social influence, leadership and self-efficacy (Buggy, 2016). 
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A leader should adopt the current international trends of public and private sector 

management and the transformations in leadership styles taking place in developed 

countries (Robbins & Coulter, 2007). Development of the developed countries is a proof 

that their adaptation to the new trends was fruitful and need of today’s era and that 

adaptation brought them extraordinary outcomes. A leader makes his followers achieve a 

remarkably good result by inspiring and encouraging those (Malliaris & Guder, 2015). 

 

A leader as a human being possesses a component, called emotion, which needs to be kept 

in check because otherwise the whole setup of which he is responsible will be disturbed 

(Van-Loveren, 2007). A leader has to do public dealings and many times he/she has to 

control his/her own emotions (Roberts, 1984) and emotions of colleague and subordinates 

(Muhammad et al. 2018). Leader has to make decisions on every step of managing the 

organization (Clinton, 2018). To control his emotions he needs to be intelligent that is why 

he has to evaluate, express and regulate his emotions intelligently that would make ease 

for him in decision making.  

 

The focus on the leadership styles and emotional intelligence rose when the more personal 

qualities of leaders were studied. Before that other qualities of leaders were emphasized. 

There remained a scholarly debate on the topic that the leaders are born or made. 

Meanwhile, later in 20th century, Goleman (1998) talks about neglected qualities of leader. 

He states that often left off the list are softer, more personal qualities – these qualities have 

been reveled highly important in the recent studies. Though successful performance 

requires analytical skill of some degree but to differentiate between normal and outstanding 

performance emotional intelligence is the key attribute (Aqqad et al, 2019). 

 

It is an accepted phenomenon all over the world that people’s participation in decision 

making assures more effective achievement of developmental objectives. While effective 

participation can best be guaranteed by having an effective system of local government. 

The history of Local Government system in Pakistan started during 1959 in the era of 

General Ayub Khan. The constitution of 1973 of Pakistan provides for holding regular 
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elections of local government in the country. Zia-ul-Haq reviewed the system by 

establishing it on strong footings (Jalal et al.1995). Local Government Ordinance (2001) 

of Gen. Pervez Musharraf, Devolution Plan provided setting up of the National 

Reconstruction Bureau with the objective of establishing a sound system of basic 

democracy in the country by helping in the reconstruction of state institutions. Under this 

system the District Government, Town Councils, Village/Neighborhood councils, Village 

Councils and Citizen Community Boards were established (Rafi Khan, 2004).In the recent 

past Nawaz Sharif Government on the pressure of Supreme Court of Pakistan held the local 

government election but introduced several changes of minimizing the powers and 

privileges of the councilors as envisaged in the system introduced by Gen. Pervez 

Musharraf. However, in spite of curtailing the role of local government members, 

importance of the system still prevails. These members can still play significant role in 

decision making. 

 

Current study is the analysis of data from the decision-makers in Local Government system 

as applied in Khyber-Pakhtunkhwa using a sample of officers and representatives from 

District Dera Ismail Khan to test the hypothesis (generated from the relevant literary data-

analysis) about the relationships of Leadership-styles [TFLS & TSLS] with Decision-

making styles [PDMS & TDMS] as mediated by the EI of leaders/decision-makers.  

 

1.2 Statement of the Problem 

 

Existing knowledge suggests that transformational leaders use people-oriented decision-

making model, while transactional leaders prefer task-oriented style in decision-making. 

Further, a leader’s emotional intelligence is a powerful mediator in TFLS-PDMS 

relationships. ‘How far these links of leadership and decision-making-styles are mediated 

by leaders’ competence in EI?’ is the leading research question of current study to explore 

the network of relationships and the statistical-value thereof in the local government system 

of Khyber-Pakhtunkhwa.  
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1.3 Objectives of the Study 

 

Every research has several objectives or levels of objectives to achieve at different stages 

or phases of an academic nature like PhD in Management Studies. Following are the 

leading objectives, which were set forth in the beginning of the study and were tried to be 

achieved across the trajectory of the research project: 

 

1. To record empirical data on the leadership-styles, levels of emotional-

intelligence, people-oriented and task-oriented decision making styles of the 

government servants and people representatives in the local government system 

in Khyber Pakhtunkhwa. (Descriptive-results).  

 

2. To explore relations of leadership-styles & emotional intelligence with decision 

making styles of the subjects in the sample. (Testing of hypotheses).  

 

3. To compute the direct statistical impacts of predictor variables on the test 

variables. (Testing of hypotheses).  

 

4. To measure the role of EI as mediator in all FOUR relationships of TFLS-

PDMS & TFLS-TDMS and TSLS-PDMS & TSLS-TDMS. (Testing of 

hypotheses).  

 

5. To identify and test the ‘group-mean-differences’ in the sample using all six 

demographic diversities relevant to the topic under study regarding 

organizational behavior. (Testing of hypotheses).   
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1.4 Significance of the Study 

The study has critical importance for the stakeholders including government officers, 

elected representatives of the citizens and the citizens themselves. Following points of 

significance are worth mentioning to signify the study in hand: 

 

1. All stakeholders can have a fresh-account or narrative of the situation to 

understand the current scenario of leadership and decision-making styles being 

practiced in the local government system of the province. 

 

2. The stakeholders can compare the theoretical-models of leadership and decision 

making styles with what is happening in their system with a view addressing 

the weaknesses in the system as and when possible. 

 

3. They can also develop a reality-based view of the emotional issues within the 

work environment of local government system in terms of their positive and 

negative contributions towards workers performance. 

 

4. The decision makers in local government system can capitalize on the findings 

of this study extract guidelines applicable in work environment by working on 

creating the required balance between leadership and decision making styles in 

the context of situations where they should be applied or avoided. For example, 

when PDMS is the need of the time, the leaders must adopt transformational 

roles to successfully capitalize on the collective intelligence of people involved 

in the organizational performance. Local government system demands people 

participation even beyond the organizational boundaries. 

 

5. The research model used in this study can be a spadework for the future 

researchers who can use it for investigating similar issues in different public 

and private sector organizations to measure the gaps between which of 

leadership-decision making models are needed and what are being used 

practically. 
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1.5 Research Questions 

 

1. Are the predictors (TFLS, TSLS & EI) ‘associated’ with the test-variables 

(PDMS & TDMS)? H1.  

2. Do predictors ‘explain variation’ in the PDMS? H2.  

3. Do predictors ‘bring change’ in TDMS? H3.  

4. Is EI mediating between TFLS & PDMS? H4.  

5. Is the relation between TFLS & TDMS mediated by EI? H5.  

6. How far EI is mediating in TSLS-PDMS relationships? H6.  

7. Is there any mediatory role of EI between TSLS & TDMS? H7.  

8. Whether or not ‘demographic-attributes’ are changing on the opinion of the 

respondents in the sample based on respondent-type, qualification, domicile, 

marital-status, experience and age of the subject? H8a to H8f.  

 

1.6 List of Hypotheses 

 

1. H1. Predictors are associated (sig.) with test-variables (PDMS & TDMS). 

2. H2. Predictors (sig.) explain variation in PDMS. 

3. H3. The second test variable ‘TDMS’ is predicted (sig.) by predictors. 

4. H4. EI (sig.) mediates between TFLS and PDMS. 

5. H5. The relations of TFLS and TDMS are mediated (sig.) by EI. 

6. H6. EI is mediating (sig.) the relations between TSLS and PDMS. 

7. H7. The connection of TSLS with TDMS is mediated (sig.) by EI. 

8. H8a. Government-servants are scoring higher (sig.) on TFLS, EI, & PDMS. 

9. H8b. Graduates are scoring higher (sig.) on TFLS, EI & PDMS. 

10. H8c. Non-Locals are scoring lower (sig.) than the Locals on all variables. 

11. H8d. The score of Married respondents is higher (sig.) than the singles on all 

variables. 

12. H8e. Seniors are scoring higher (sig.) juniors on all the variables. 

13. H8f. The group (>40) is scoring higher (sig.) than the youngsters on all 

variables.  
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1.7 Organization of Thesis 

 

All contents of the thesis have been presented in the form of chapters placed in logical 

sequence for reading purposes thereby making it easy for the readers.  

 

1. Chapter 1 INTRODUCTION: This section presents the introduction of the topic 

with background, problem statement, objectives, significance, and research 

hypotheses. Introduction sets the stage for research questions, objectives to be 

achieved through answering these questions and the set of hypotheses tested for 

this purpose. Introduction, thus, prepares the reader for expecting what is coming 

in the forthcoming sections of the thesis.  

 

2. Chapter 2 LITERATURE REVIEW: Chapter 2 sets forth the review of literature 

on the topic discussing all the variables and their interrelationships to form the 

hypotheses for testing. The literature on the predictors and criterion variables have 

been discussed thoroughly and summarized into the theoretical framework as a 

research model to be tested through field data. It is the detailed compendium of all 

the working concepts, their attributes, interrelationships and the form of questions 

that can be asked about the nature and strength of the network relations as suggested 

by the literature.  

 

3. Chapter 3 RESEAERCH METHODOLOGY: This chapter discusses the tools and 

techniques used in the thesis for data collection and analysis. Positivist philosophy 

and survey approach have been discussed along with related methods and tools for 

the conduct of study. Both qualitative and quantitative methods have been 

elaborated as used in the preparation of this document. 

 

4. Chapter 4 EMPIRICAL RESULTS: The empirical findings of the study are 

presented in Chapter 4 including descriptive and inferential analysis for testing of 
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hypotheses. The results of correlation, regression and tests of significance are 

mentioned in this section which has been used to test different hypotheses. 

 

5. Chapter 5 DISCUSSIONS: Positioning of the findings from this study in 

comparison to existing research outputs have been given in this section. There are 

several similar results as well as variations in some answers to the research 

questions and hypotheses. Discussions have been undertaken under the sub-

headings of ‘theoretical-discussions’ and ‘empirical-discussion’ to highlight the 

theoretical and practical links of the current study.   

 

6. Chapter 6 CONCLSUIONS, RECOMMENDATIONS, & IMPLICATIONS: The 

conclusions drawn from the discussions and the recommendations emerging from 

conclusions are given in this chapter. Conclusions are the judgements or 

evaluations of the findings from library and field work. The conclusions relate to 

the answers, a researcher gets with the help of data collected from different sources 

that are related with the topic. At the end of thesis conclusions are given to let the 

reader know about what happened to the research questions set forth in the 

inception of document. Finally, this section presents the implications of this study 

for the stakeholders and the future researchers.  

 

7. References: It is the list of all sources used in the thesis as embedded references 

across different sections of the thesis. The references have been used according to 

the instructions of Higher Education Commission, which APA (American 

Psychological Association) Editorial-style.  

 

8. Annexure 

 

a. Questionnaire 
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Chapter 2 LITERATURE REVIEW 

 

Chapter # 2 presents the results of literature survey on all the variables included in the 

research model of current thesis. The outputs of literature review on emotional intelligence, 

leadership styles and decision making styles have been presented after thorough analysis 

of the contents using tools of thematic analysis and argumentation schemes to create the 

dialogues and discourses. This chapter ends with a theoretical framework generated with 

the help of selected variables and their interrelationships established in the literature. 

 

2.1 Existing Research 

 

  

2.1.1 Leadership in the Organizations  

 

Managers/administrators in the organization lead their workforce as one of their functions 

as head of an organizational group (organizational-section or sub-section). In every 

organization, administrators/ managers are responsible to make diversity of decisions and 

implement them through organizational resources particularly team members. Unlike non-

human resources, which need technical hands to handle, the team-members are the critical 

resource and need leader-managers or administrators. 

 

a. Organizational Leader 

A person who can influence a group of people is a leader. People get impressed from any 

person on certain reasons like personality, charisma, communicativeness or as a visionary. 

A leader can take advantage of his learnt or innate qualities for the achievement of any 

goal. A leader can ensure in time the achievement of organizational objectives very easily 

with the help of his followers.  

 

Similarly (Robbins &Coulter, 2009) consider leadership as a function of management 

because management has taken many vital and difficult decisions along with taking the 

subordinates in to confidence so that the time may not be wasted in controversies and 
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failure may be avoided in the attainment of desired objectives. It shows that ability of 

decision making is also one of the qualities of a leader.  

 

According to Tatum et al., (2003), a successful leader is one who can make and implement 

his decisions effectively. Many theories emerged on the bases of leadership qualities and 

many scholars appeared with strong arguments to justify their opinions (Robbins & 

Coulter, 2008) extended this idea by pointing out different approaches given by 

contemporary theories of leadership. Such approaches towards leadership include Team 

Leadership, transactional, transformational and charismatic leadership. Rehman & 

Waheed, (2012) further explored these approaches and divide leadership into three 

categories i.e. transformational, decision making and emotional intelligence. This 

categorization is based on a leader’s qualities of his behavior and style. 

 

The achievement of objectives is everything for a leader. He guides and facilitates his 

followers for the attainment of goal and provides the opportunity to learn as well. Guidance 

is an essential quality of a leader. Rigio (2009) says that people acknowledge a person as 

their leader on the basis of such qualities. He also mentions effective communication, high 

quality decision-making, delegation and leadership self-efficacy as characteristics of 

leadership. It is not important that a leader should be appointed formally. Possibly, people 

select a leader informally keeping these qualities in view.  

 

b. Organizational Leadership 

Leadership is an organizational resource needed for the effective and efficient performance 

of organizational functions and achievement of the desired objectives through its different 

styles (Lester, 1975). Leadership is a universal phenomenon and every state, country, 

nation or community is always looking for improved leadership that is compatible with the 

contemporary requirements of the work environment. Leadership is a process of motivating 

the followers for the accomplishment of organizational objectives and directing the 

organization in a more coherent and cohesive way. The leaders achieve their targets by 

exploiting multiple attributes of leadership.FM 6-22, 2006, also agrees that leadership is a 
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process through which people are given a goal, they are provided direction and are 

motivated to contribute more and more in the achievement of organizational objective. 

 

• Yukl in 1981 &Vroom &Jago, 2007 held the view that leadership is a cohesive and 

coherent process of motivating others to achieve an objective. 

• “Leadership is a function of knowing yourself, having a vision that is well 

communicated, building trust among colleagues, and taking effective action to 

realize your own leadership potential.” Warren Bennis (2015) 

• Leadership has an important effect on other organizational processes as well. It also 

affects social and personal processes. Through leadership attributes people are 

influenced and motivated to work with full devotion for the fulfillment of a 

common objective. In the process people are hardly coerced (Bolden, 2004). 

• “Leadership over human beings is exercised when persons with certain motives and 

purposes mobilize, in competition or conflict with others, institutional, political, 

psychological, and other resources so as to arouse, engage, and satisfy the motives 

of followers.” (Burns, 1978) 

• The scope of leadership extends to the broadening of an individual’s vision, 

increasing his efficiency and building his personality traits beyond normal 

limitations (Peter Drucker). 

• Leadership is an ability of making a group and preparing that group for higher 

performance in competitive environment (Hogan & Kaiser, 2005, p. 172). 

• Leadership is a skill of getting others work hard for the achievement of a common 

objective (Kouzes & Posner, 1995:30). 

• Northouse, (2010) & Rost, (1997) defined leadership as influencing the others to 

work hard for their shared objective. 

• Stogdill in 1974 took leadership as devising a structure of the common expectations 

of a group and developing agreed upon interaction among them. 

• Stogdill & Shartle in 1948 had regarded leadership as process of interaction 

between members of a group having common objective. 

• “(a) Influencing individuals to contribute to group goals and (b) Coordinating the 

pursuit of those goals (Van Vugt, Hogan, & Kaiser, 2008: 182).” 
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• “Leadership inevitably requires using power to influence the thoughts and actions 

of other people (Zaleznik, 1977).”  

 

In 1990 Yukl and Van Fleet suggested that leadership is a process through which the 

followers are influenced to understand and agree on the objective and its achievement 

strategy, its proper implementation, organizational culture and identification of the group. 

In 2010 Yukl reiterated that leadership is a process by which the followers are motivated 

not only to understand the goal but agree to it, as well. They are also convinced to agree on 

the way of achieving that goal through influencing them and the process facilitates their 

efforts of achieving that goal (Rehman, &Waheed, 2012). 

 

Leaders are found in multiple capacities like leader of a family, religious leader, 

organizational leader and leader of voluntary associations. It is true that charisma and 

personality have a great role in leadership but most of the leaders are required to function 

within the sphere of their supporters and executives’ class who are supposed to follow the 

directives of their leader. Therefore class of the followers should not be neglected. In 

bureaucracy, individuals with common personalities sometimes produces as effective 

leaders but at the same time there are also evidences that certain incompetent personalities 

are raised to the level of leader (Odumeru & Ifeanyi. 2013). 

 

Thus, organizational leaders have to ‘influence’ the workforce to think and behave in a 

manner that is good for both the employees and organization simultaneously. Leader has 

to consider both human and non-human organizational resources as per their qualities and 

capacities while influencing them to perform in the required manner.   
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c. Theories of Leadership 

 

All the theories of leadership are different views of the same reality. This reality occurs in 

varying contexts or settings therefore requires different theory of leadership to fix and 

match with the context. All of the existing theories including one-man theory, charismatic 

theory, attribute theories, transactional and transformational theories are good when are in 

tune with the environmental, contextual and human work environments with their 

diversities embraced.   

 

About leadership styles, there is abundance of leadership theories that tell us about the 

leadership styles and their attributes. These theories even tell us about how a person will 

make decision in future if he falls under certain leadership style. Lewin’s (1935) statement 

“There is nothing as practical as a good theory” is very true because there are many theories 

of leadership which influence the world and are in practice. Many traditional theories of 

leadership are in practice and have a strong hold over organizations.  

 

There are four basic leadership styles: autocratic, bureaucratic, laisses-faire and democratic 

style of leadership. Nowadays, world has changed and it needs a leader who could respond 

to the dynamic environment, get the job done and can inspire people in a more unique way 

(Van-Loveren, 2007). Though many other styles of leadership like Servant Leadership 

Style, Change Leadership Style etc. may be included but for the purpose of this study we 

have selected two main styles of leadership for being most commonly agreed upon by the 

eminent scholars:- 

 

James MacGregor introduced Transformational Leadership in 1978 as a concept of 

transforming leadership. According to him in transforming leadership “leaders and 

followers help each other to advance to a higher level of morale and motivation”. A 

transformational leader encourages and inspires his followers for the achievement of 

incredible results (Robbins and Coulter, 2007).Transactional Leadership: Transactional 

Leadership’s mainly emphasizes on the organizational performance, role of supervision 
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and keeps the things in check. Leader with the transactional leadership style uses stick and 

carrot rule (Khan, 2017). It means he believes on both the reward and punishment. It is 

more of a managerial leadership and doesn’t go out of the box to change the future like 

leaders with transformational leadership style would want. Moreover, in the times of 

emergency and crises this kind of leadership is very effective (Odumeru et al. 2013). 

 

According to Elsass and Graves (1997) Leadership is all about decision making. There are 

multiple sources of power which a leader can exploit to get his policies / decisions followed 

in letter and spirit. A leader makes much utilization of the source which best suits to his 

style. Difference of style necessitates the use of different source of power. Similarly, when 

the style of leadership becomes different its effect on the perception of the followers’ 

contribution in decision making also becomes different (Felix Maringe et al. 2007).It 

means that if a different style of leadership is applied the decision making style will also 

be a different one because decision making is to select the best suited option among the 

available alternatives (T. Gopinath. 2015). Whereas, emotional intelligence improves the 

ability of a leader in making the decisions more effective (Zin Mar Win, 2012). 

 

There are many leadership theories as per the Psychology practices. The primary and 

simplest examples are laid in the Universalist theories, which have determined a specific 

or group of traits that distinguishes the leaders from the rest of people.  However, the 

essential traits needed to differentiate great leader from others couldn’t being decided as a 

point of agreement among the researchers, thus making this theory less evident (Riggio, 

2009:343; Baron et. al. p. 449). 

 

The creation of ambiguousness due to no evidence supporting the Universalist theories, led 

the researches to further interrogate the effective leaders’ behaviors, thus making possible 

the introduction of Behavioral Theories of Leadership established as a consequence 

(Riggio, 2009, p. 345; Baron et. al. p. 451). These Behavioral Theories of Leadership 

mainly investigate the performance of effective leaders through two dimensions while 

emphasizing on common behaviors of effective leaders; firstly on task, that shows the 

ability of a leader to get the job done and secondly on people, which advocate for the 
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development of good working relationship with subordinates leading to mutual respect, 

trust and effectiveness in achieving the objectives (Buggy, 2016). 

 

Furthermore, types of leadership theories are extended in the form of Charismatic, 

Transformational and Transactional leadership theories (Riggio, 2009, p.361). Leaders 

with Charismatic characters enjoy vital traits that among the followers led the development 

of loyalty and enthusiasm (Baron et. al., 2009, p. 452). On the other hand, the values, 

attitudes and beliefs of followers are influenced by a Transformational leader for 

developing a common vision towards the objectives. Similarly, Transactional leaders value 

more on tangible return between the leader and followers, e.g. monetary return or praise 

for target achievement or behavior (Riggio, 2009, p. 363). 

 

Taking the context of promptly changing indeterminate environments, Baron et. al. (2009) 

while citing Waldman et. al. (2001), declared the Charismatic or Transformational leaders 

more effective as compared to others, describing the possibility of Transactional leaders 

effectiveness in a comparably stable environment as opposed to Transformational. 

 

The examination of military leadership style of light infantry platoon leaders and sergeants 

numbering 72,operating under high stress and uncertainty, was done by Bass, Avolio and 

Jung (2003) to investigate through the parameter of leadership ratings predicting the unit 

performance. According to earlier researches, the performance of transactional leadership 

is positively improved by transformational leadership. Moreover, it is further justified 

although in disparity of previous studies, that the unit performance is equally anticipated 

by both transactional and transformational leadership styles (Buggy, 2016). 

 

Digging further, the theories for leadership envisaged so far can be categorized as trait 

theories and process theories, in which the outcome of the earliest studies of leadership can 

be declared as trait leadership. The primary among these were called the “great man” 

theories, in which the essential factor revolved around finding the traits which leads to 

effective leadership, is somehow still the central aspect of modern studies in this area of 

research (Northouse 2013). 
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Over the decades, the emphases of researchers have also been on leaders’ behaviors which 

also resulted in the development of different leadership styles. Initially the division of 

leadership styles was made by comparing task with people-oriented approach, autocratic 

against democratic and directive comparing with participative leadership (Bass & Riggio 

2006; Bass 1985). The addition of contingency theories and situational approaches further 

supplement this setting and interrogated the fitness of a leader’s style in a given state 

(Fiedler & Garcia 1987; Reddin 1970). Currently, there are some 66 domains of theoretical 

leadership in practice (Dinh et al. 2014). Nevertheless, still the most explored leadership 

theory in literature for the past 3 decades has been the transformational leadership (Díaz-

Sáenz 2011) which was presented to the vast existence of literature by Burns (1978).  

 

It was the suggestion of Burn (1978) to amalgamate the leadership and followership 

theories and concepts, as the phenomenon of leadership cannot be only dedicated to the 

fulfillment of the leaders’ wants by the subordinates. Leadership is more about the 

influence of subordinates by leaders through motivation and values’ induction for 

achieving certain goals- including the agreed fulfilling the wants & needs on both sides, 

the expectations and the aspirations that flows along in this process (1978: 19). This way 

the significance of leader-follower association is demonstrated, depicting the vital 

contribution of subordinates in leadership. The path-goal theory is among the primary 

contingency theories that explore followers’ performance, motivations and tasks with 

regards to the leadership style (Evans 1970; House 1996) 

 

According to Graen & Uhl-Bien 1995, the development of leader-member exchange 

(LMX) theory helped to extend the subordinate’s role with a focus on interactions. This 

LMX theory is considered unique due to its emphasis on relations while explaining 

leadership, but it failed to explain the effective relationship building among the leaders and 

their subordinates, (Anand, Hu, Liden, & Vidyarthi 2011). Consequently, it can be 

suggested that in order to overcome the shortness of such factors in theories, while 

examining individual performance outcomes, the transformational leadership and LMX 

theories can be used together (Anand et al. 2011), however, the findings of the studies 
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conducted later (Boer, Deinert, Homan, &Voelpel 2016), revealed that for effective 

leadership the transformational leadership is regarded as more essential than maintaining 

or developing good relationships between leaders and subordinates. 

 

 

d. Leadership-Styles 

 

Decision style of leaders is developed on the basis of value orientation, which shows four 

combinations thus making four styles namely directive style, analytical style, conceptual 

style and behavioral style. The Cognitive Complexity Model made by Rowe & Mason 

(1987) consist of these four styles. This model explains the character of the people while 

arriving at a decision they make. The knowledge used by the Cognitive Complexity Model 

is widely derived from the subject areas of organization behavior, social psychology, 

information systems, cognitive psychology, and structural engineering.  

 

This model consist of four styles, firstly the style featuring having low cognitive 

complexity and low tolerance for ambiguity, called as The Directive style. In this style the 

emphasis is on technical aspects of the task done. Second is the style that considers high 

tolerance for ambiguity, known as the Analytical Style. Third is the Conceptual style, 

which is featured by high cognitive complexity and characterized high ambiguity tolerance.  

Fourth style is known as behavioral, where both tolerance for ambiguity and cognitive 

complexity is low (Boulgarides & Cohen, 2001; Connor & Becker, 2003). 

 

By identifying a person’s decision making style let us predict his behavior. His reactions 

during stress, level of self-motivation, ability to address the problem and generic way of 

thinking (Rowe & Boulgarides, 1992). Every individual possesses a combination of all 

styles of decision making. But there are chances of greater or lower strengths of any of the 

styles present in a personality. The dominant style is identified and person is characterized 

with it. There is a possibility that all styles are present in a personality with equal strength. 
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Human psyche has been the interest of numerous scholars. Researchers showed keen 

interest in studying leaders’ behavior and styles and kept digging since ages. Leadership 

Styles have been analyzed and reevaluated again and again. Therefore, various speculations 

have developed. Over the time these speculations changed to theories because of large 

number of scholars and researchers come to drawing same conclusion. Discussion between 

the individuals who fight that there is one best style of leadership and those who believe 

that every style is present in an individual but it is used according to need and time has 

continued since long (Burke, 1982). 

 

Expanded Bass’s leadership model of transformational and transactional style also 

identifies three components of transactional style namely Contingent Reward, Laissez-faire 

and active and passive management by exception (Bass & Riggio, 2006; Bass, 1985). 

Contingent reward is given upon completion of a task to subordinate on which leader and 

subordinate both are mutually agreed. The type of reward identifies the style as well. If 

subordinate is rewarded in monetary terms or with material thing then leader is 

transactional and if the leader appreciates and praises then his style is transformational.  

 

If leader is a keen observer of his subordinates and corrects where they are doing mistakes 

then he is performing active management-by- exception. It is very important in times where 

safety of employees is a concern. In passive management-by-exception leader reacts when 

he hears a complaint about any of the subordinates and it is helpful in organizations where 

number of employees are in large number. Bass and Riggio (2006) found laissez-faire an 

ineffective style because in this style of leadership decision making, responsibility and 

action is avoided. Bass (1985) argues that these form of leadership lie in the same 

continuum (Northouse 2013; Uusi-Kakkuri, Piia, 2017). 

 

i. Transactional Leadership Style TSLS 

In the transactional leadership leader is clear enough about the goal to be achieved by the 

subordinate and also makes it clear to them. At the same time he is careful about the 

subordinates’ needs and assures them about the fulfillment of their needs on the satisfactory 

performance of work (Bass 1985). And thus the things of value to each other are exchanged 
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without a common interwoven purpose (Burns, 1978). The leader’s commitment and 

clarification of reward to the employees develop a confidence among them and motivate 

them to perform well. Reward in form of cash or promotion for better performance is a 

norm in corporate culture (Bass & Riggio 2006; Uusi-Kakkuri, Piia, 2017). 

 

A transactional leadership applies the weapon of reward and punishment to get the 

compliance of his directives (Hater & Bass, 1998). This type of leadership is called 

managerial leadership and it focuses on supervision, organization and general performance. 

Opposite to transformational transactional leader prefers to maintain status quo. They 

hardly favour the change. Their main focus is to find out any flaws or weakness in the 

following work and then to guide them for remedial steps. This approach is suitable in 

emergency situation or when the work is to be carried out in a specific style. (Odumeru & 

Ifeanyi. 2013). 

 

Transactional leadership emphasizes supervision, organization, and performance. In this 

style along with reward punishment is also used to seek abidance by the subordinates 

(Hater & Bass, 1998). Transactional leaders are not interested in introducing any change 

or innovation but they rely on status quo. They only focus on subordinates’ work and take 

corrective measures if there is any fault or mistake. This type of leadership is effective in 

crisis and emergency situations as well as for projects that need to be carried out in a 

specific way. Transactional leaders are supposed to act as following:  

 

• Setting the goal and stating a clear agreement about the leader’s expectations 

from subordinates and rewarding them for successful completion of their task 

and also provide constructive feedback to keep everybody on task. 

• Increasing efficiency of daily work routine by following the prevailing rules 

rather than changing them even if needed. 

• Thus, they work most viably in associations that have advanced past the 

tumultuous, no-rules phase of pioneering improvement that portrays such a 

large number of new organizations.  
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• Helping to take organization to maturity, emphasizing setting of goals, 

efficiency of operation and increase in productivity by standardizing rules. 

 

 

Major Characteristics of Transactional Leadership are: 

 

1. Transactional leaders use reward and punishments to promote abidance from 

subordinates. They are extrinsic motivators that bring minimal compliance from 

followers. Transactional leaders tend to be directive and action-oriented. 

 

2. Transactional leaders hardly accept any change from outside. They work within 

the prevailing system and negotiate to achieve organizational objective. For 

solving their problems they rely on their internal sources. 

 

3. Transactional leadership is primarily passive. The behaviors most associated 

with this type of leadership are to have set criteria for the reward of employees 

and maintain status quo (Sarros & Santora, 2001). 

 

4. Within transactional leadership, there are two factors, contingent reward and 

passive management-by-exception. Contingent reward is given upon 

completion of a task to subordinate on which leader and subordinate both are 

mutually agreed. If leader is a keen observer of his subordinates and corrects 

where they are doing mistakes then he is performing active management-by- 

exception. It is very important in times where safety of employees is a concern. 

In passive management-by-exception leader reacts when he hears a complaint 

about any of the subordinates and it is helpful in organizations where number 

of employees are in large number. 

 

5. Transactional leadership is on the reciprocal basis. Reward for good 

performance and punishment for bad performance. 

 



21 

 

Leader who has transactional leadership style can work best in well-defined organizational 

structure where there is organizational culture that favors routine work, well defined roles 

with specific tasks that need to be accomplished on time. Subordinates are expected to 

work effectively producing measurable results efficiently (Sarros & Santora, 2001). On the 

basis of results subordinate is evaluated by a transactional leader. Thus, transactional 

leaders appeal to the self-interest of their subordinates in order to keep them on track. 

 

ii. Transformational Leadership Style TFLS 

In transformational leadership style concentration of followers towards achievement and 

growth is attained by invoking interest and awareness in them by leader (Bass & Avolio, 

2000). Transformational leaders are visionary, inspirational and charismatic (Bass & 

Avolio, 1994).They think out of the box and often challenges the status quo. They are 

naturally creative and are admired by followers. The authors further elaborates the 

leadership style by defining five aspects of it. They identified the aspects due to the traits 

a transformational leader shows. The characteristic of being visionary and imparting goal 

to followers effectively is named as Idealized Influence (Attributed) due to which followers 

trust their leader.  

 

Another characteristic of being a role model is called Idealized Influence (Behavior) (Hoy 

& Miskle, 1996). Transformational leaders guide the followers in achieving objectives by 

clarifying paths and communicating their vision of future in an understandable way and 

become Inspirational Motivation for his followers/subordinates. Creativity is encouraged 

by transformational leader whenever an employee comes with a new solution to an old 

problem. This helps employee to gain confidence and to trust his leader. This happens 

because of Intellectual Stimulation (leader).  

 

Transformational leader is people-oriented he takes care of his followers/subordinates by 

considering their needs and giving them attention (Hoy & Miskle, 1996). This 

characteristic shows the aspect Individualized Consideration (Rehman, & Waheed, 

2012).Bass and Riggio (2006), modified the model and described four components of 

transformational leadership i.e. idealized influence, inspirational motivation, intellectual 
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stimulation, and individualized consideration. This model of transformational leadership 

has similarities with Kouzes and Posner’ (1988; 2002) five component model. The five 

components are; modeling the way, inspiring a shared vision, challenging the process, 

enabling others to act, and encouraging the heart. 

 

Northhouse (2013) considers Idealized Influence as charisma because a leader acts and he 

is viewed like a role model and that is why he is followed, obeyed, admired and trusted. 

This charisma or idealized influence is the concept of inspiring a Shared Vision (Kouzes 

& Posner 2002; Posner & Kouzes 1988). 

 

Inspirational motivation refers to enthusiastically optimistic personality. It means that the 

leader behaves passionately and positively. Positive future visions is shared by the leader 

that would portray confidence and communicates expectations among subordinates (Bass 

&Riggio 2006; Bass1985.) These motivational behavior give positive gestures or whatever 

boosts the team spirit and moral (Northouse 2013). Such leader leads by example by 

translating his values, beliefs and concern to employees through actions. Leading by 

example also tells that a leader is putting efforts to reach to desired objective. He is 

spending his time while doing that and in response followers are supposed to learn and put 

trust in their leader (Kouzes & Posner 2002; Posner & Kouzes 1988). Idealistically, a leader 

is one who proves himself exemplary to their followers by their behavior (Northouse 

2013:198; Uusi-Kakkuri, 2017). 

 

Intellectual stimulation is particularly centered on animating subordinates' inventiveness 

and imagination. Such subordinates convey the suspicions and estimations of themselves, 

their pioneers, and their associations. They try to reframe issues, approach old 

circumstances in new ways, and attempt imaginative arrangements, and they don't criticize 

others for committing errors or having varying conclusions (Bass &R iggio 2006). At lower 

levels, in an assortment of enterprises, it has been discovered that intellectual stimulation 

was drilled as a rule in a participative style (rather than a mandate style). This was done by 

having gatherings in which individuals were urged to see things with open-minded 

perspectives, question settled choices, and feature the significance of everybody's 
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information regardless of their position or the nature of their thoughts. The other practice 

is to address, to urge others to address, and to challenge everything and this occurs in 

exchanges (Arnold & Loughlin 2013). 

 

This is the equivalent as trying the procedure, which was characterized as, the pioneer is 

the "early adopter of innovation", which implies perceiving and supporting smart thoughts, 

driving for change, tolerating dangers, failures and mix-ups, and learning from these 

mishaps (Kouzes & Posner2002). From here on, just the term intellectual stimulation is 

utilized for two reasons despite the fact that in a few articles it is classified "challenging". 

The main reason is to keep things as straightforward as could be allowed and the second 

reason is that the expression "testing" is frequently seen as negative; testing somebody may 

intend to provoke them to an opposition or to legitimize themselves. Intellectual 

stimulation is a more exact depiction to avoid perplexity (Uusi-Kakkuri, Piia, 2017). 

 

In individualized consideration, the leader acknowledges and contemplates subordinates' 

contrasting requirements. The pioneer goes about as a guide or mentor, empowering two-

way correspondence and rehearsing undivided attention (Bass &Riggio 2006). 

Individualized consideration incorporates the leader recognizing effectiveness of 

performance or giving productive criticism after seeing a shortcoming. Coaching is the best 

case of individualized thought, yet not all transformational leaders need to exceed 

expectations at individualized consideration (Bass, 1985). A few likenesses can be seen 

when leaders are empowering others to act, they are confiding in their subordinates and 

engaging them, sharing initiative, and underlining the collaboration. Practically, they are 

incredible audience, conscious of others and their choices, and ready to make a domain 

where individuals feel recognized (Northouse 2013; Uusi-Kakkuri, Piia, 2017). 

 

Another view on transformational leadership and its components is that of Bennis and 

Nanus (1986). Results of a research tells, transformational leaders have a precise, clear and 

practical vision, shape social personalities, build trust by being dependable and 

unsurprising, and center around their qualities rather than their shortcomings, which at that 

point appears in their inspiration and viability (Northouse 2013). Rafferty &Griffin (2004a) 
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have identified five sub-dimensions: vision, inspirational communication, intellectual 

stimulation, supportive leadership, and personal recognition (Uusi-Kakkuri, Piia. 2017). 

 

In transformational leadership theory, the leaders and subordinates both are occupied with 

a typical reason and lift each other's inspirations higher than they thought was possible 

(Bass &Riggio 2006; Burns 1978; Bass 1985). This is done in three different ways: 

"growing the subordinate's needs, by spotlight on supernatural interests, as well as 

modifying or enlarging the subordinate's dimension of necessities on Maslow’s hierarchy 

that is needs of self-actualization” (Bass 1985: 22). In this way, the leader influences the 

subordinate to comprehend the estimation of the coveted result or extends the conceivable 

methods for achieving the objective. Besides, the pioneer can make a culture or 

circumstance in which everybody contributes for the group and forfeits their personal 

interests. Lastly, the leaders can energize the subordinate to satisfy his or her potential 

through working procedures as opposed to concentrating on wellbeing, alliance, or 

acknowledgment (Bass 1985; Uusi-Kakkuri, Piia, August 2017). 

 

Moreover, leaders themselves learn in the process “by responding to individual followers’ 

needs by empowering them and by aligning the objectives and goals of the individual 

followers, the leader, the group, and the larger organization” (Bass &Riggio 2006: 3). 

According to Tichy and Devanna (1986), transformational leaders need to recognize the 

requirement for change, make another vision, and after that regulate that change by 

inspiring individuals and utilizing imaginative decimation. The required change may 

manage new objectives and key headings, yet in addition with expanded exertion or 

changes in states of mind. These change advancing administration styles have also been 

called democratic and relationship orientated leadership (Bass 1985.) 

 

The concept of this style was first put forward by James MacGregor Burns. He referred it 

to the elevation of the followers as leaders and of leaders as moral agents. He also regarded 

it as a relationship of mutual stimulation (Burns, 1978).In this style the followers are given 

individual consideration and they are influenced and motivated through intellectual 

stimulation (Bass, 1985, 1998; Bass & Avolio, 1994, p. 88).The transformational leader 
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has a tendency to create motivated and inspiring workers by the challenge to the people of 

the organization (Maher et al. 2015).Since the transformational leaders provides 

participation opportunities on equitable relations bases, therefore, the followers have 

effects on the outcome of the decisions (Krafft et al. 2004).  

 

Under Transformational leadership style performance of the employees, their moral and 

motivation to work hard is promoted by applying different techniques. Due to participatory 

approach they feel their selves connected with the project or organization, the leader as a 

role model plays important role in promoting their inspiration and interest, they are 

convinced to take their work as their own and by identifying strength and weakness of the 

employees the leader can better improve their performance (Odumeru & Ifeanyi. 2013).  

 

Organizational success largely depends upon the effective managerial ability of a leader; 

therefore, transformational leadership is important (Mokgolo et al. 2012). 

Transformational leader is charismatic. The leader utilizes his charisma in communicating 

and sharing organizational vision and mission with the employees. He develops feeling of 

pride, respect and trust among the employees. He inspires them and transmits them high 

hopes (Chipunza & Gwarinda, 2010; Mokgolo et al. 2012). Warrilow in 2012 (Odumeru 

& Ifeanyi. 2013) mentioned four components of transformational leadership style: 

• Charisma or idealized influence 

• Inspirational motivation 

• Intellectual stimulation 

• Personal and individual attention 

 

Socrates posed stimulating questions before people and made them create new ideas on the 

basis of already learnt facts while Plato stressed on the pleasure involved in 

experimentation instead of pressing it over someone (Torrance, 1965). Transformational 

leaders do the same when they serve as model or involve in intellectual stimulation to 

indicate that creativity is enjoyability and not inquisitiveness. 
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Ingenuity and creativity are the terms in vogue used in discussions by leaders of different 

organizations. It is to be seen whether these terms have some substance in them. Leaders 

of different organization should accept cultural change, difficulties and even see failure as 

an opportunity in order to testify themselves (Poutanen, Soliman, & Ståhle 2016). In 

corporate culture the top level manager would probably take three years to do that (Toivola 

1984).In this brief span it is easy to lower down costs to increase the efficiency as compared 

to generating something absolutely new. Creativity is thought to be an important skill by 

leaders. However, in a formal organizational structure, finances are the critical resources 

for it which may create hurdle in innovation process (Taylor 2012). To remove these 

hurdles, a leader needs to be courageous and extrovert. Behavioral changes are needed 

towards innovation and creativity. 

 

Normally, the internal controllable factors are positively affected by leaders (Hunter & 

Cushenbery 2011; Thamhain, 2003) which further influence the creative performance and 

make the organizational environment suitable for the generation of new ideas and effective 

coordination among cross-functional employees (Mumford, Scott, Gaddis, & Strange 

2002a). Creativity is beyond restrictions of recourses. It is a God’s gift which enables a 

creative mind utilize the scarce recourses to achieve his desired objective (Sonenshein 

2014). This type of culture and environment can be created by the managers (Leavy, 2005; 

Leonard & Swap 2011). This increases the performance of business as a whole (Kyrgidou 

& Spyropoulou 2013). Although the appropriate culture of an organization precedes 

creativity (Amabile et al. 1996) but emphasis of this research will only be restricted to 

transformational leadership.  

 

The quality to handle change and innovation is believed to be a vital component of 

transformational leadership (Walck, 1996). Organizational innovativeness and 

transformational leadership are positively interlinked with each other (Jung et al. 2003; 

Khan, Sarwar, Malik, & Ahmad 2014; Shin & Zhou 2003). Transformational leaders stand 

up to the societal or organizational needs on the basis of such traits as Intellectualism, 

innovativeness and entrepreneurship (Burns 1978; Tichy & Devanna 1986). 

Transformational leaders can go beyond their vested interest for the betterment of the 
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community or organization (Bass 1985: 15). Leaders are not bound to be on the top of an 

organization with formal authority (Bass & Riggio 2006). They can be found at all levels 

of management and the quality of leadership can be acquired (Sashkin, Rosenbach, Deal, 

& Peterson 1992; Tichy & Devanna, 1986). 

  

Earlier researches show that Myers-Briggs Personality model is related to transformational 

leadership and creativity (Brandt 2011; Brandt & Laiho 2013; Brown & Reilly 2009; 

Carroll 2010; Gryskiewicz & Tullar 1995; Hautala 2006; Houtz et al. 2003; Lee & Min 

2016). The understanding of workers personalities in an organization can be beneficial for 

effectiveness and understanding in organizations (Fleenor 1997; Gallén 2009; Hautamäki 

2016; Routamaa & Hautala 2015; Routamaa, Honkonen, Asikainen, & Pollari 1997). This 

research concentrates Myers-Briggs personality type as model that precedes 

transformational leadership and creativity. The Myers-Briggs type indicator (MBTI) is a 

tool used by organizations and other stakeholders for better understanding of management 

and leadership processes and those involved in it (Walck 1996: 55). 

 

Following table presents the differences of attributes and actions between TFLS and TSLA. 

Transactional VS. Transformational  

Leadership is responsive 
 

Leadership is proactive 

Works within the organizational 

culture 

 
Works to change the organizational culture 

by implementing new ideas 

Employees achieve objectives 

through rewards and punishments 

set by leader 

 
Employees achieve objectives through 

higher ideals and moral values 

Motivates followers by appealing to 

their own self-interest 

 
Motivates followers by encouraging them 

to put group interests first 

Management-by-exception: 

maintain the status quo; stress 

correct actions to improve 

performance. 

 
Individualized consideration: Each 

behavior is directed to each individual to 

express consideration and support.9 

Intellectual stimulation: Promote creative 

and innovative ideas to solve problems. 

Source: (Odumeru & Ogbonna, 2013) 

 

https://en.wikipedia.org/wiki/Transactional_leadership#cite_note-Textbook-9
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2.1.2 Emotional-Intelligence 

 

Emotional intelligence has recently gained popularity in social sciences and the writers are 

taking continuous interest in this field (Alavi et al. 2013; Karimi, 2012; Srivastava, 2013). 

As a result several definitions of EI have been developed by all those working on this 

subject. It is also since recent past that social scientists have been taking emotion as area 

of intelligence and are focusing on the role of emotional intelligence in decision making 

(Boyatzis et al. 2000).  

 

Emotional intelligence means to know the feelings of one’s own and of the others 

concerned (Boyatzis et al. 2000). It enables the leader to segregate different people and 

improve their thinking and behavior by making effective use of available information 

(Salovy& Mayer, 1990). In this definition three types of abilities are identified. These 

categories include expressing and regulating the emotions, their evaluation and making 

their effective utilization in decision making. Goleman (1998:317) supported this 

definition by saying that EI is to understand and manage the feelings of oneself and also of 

the colleagues and subordinates for successful performance. It seems that EI enhances the 

capacity of an individual for dealing with different environmental factors by improving his 

abilities, strengthening his non-cognitive skills and knowledge competencies (Patel, 2012: 

Baesu& Bejinaru, 2013). 

 

The concept of EI has been derived from two different concepts of emotion and intelligence 

(Henry Noble Day, 1877; EI 2). According to Leeper, (1948) emotion is to motivate and 

organize the individuals by influencing them in a natural way and it is not a disorganized 

interference in the behavior of others.  Thorndike, (1920) a pioneer theorist defined social 

intelligence as an ability of understanding the behavior, motives and emotional conditions 

of the others and of one’s self and exploiting this understanding to act favorably (Taylor, 

1990; Ayranci, 2011: Kashif, M. et al, 2016).  

 

Combining two different concepts of interpersonal and intrapersonal intelligence, Gardner 

(1983) named it as personal intelligence which also includes the concept of social 
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intelligence. In fact he has suggested multi-dimensional view of EI. Whereas, according to 

Salovey & Mayer (1990) EI is the combination of social intelligence with constructive 

thinking. They regarded EI as an ability of accurately perceiving and expressing the 

emotions, correct understanding, proper management of emotion and emotional facilitation 

of thoughts (Fayombo, 2012: Baesu & Bejinaru, 2013). 

 

Bar-On (1997:14) holding the similar view suggested that EI is a sequential arrangement 

of emotional, personal and social abilities and skills of an individual which enables him to 

respond demands of the environment more effectively and to handle its pressure in a better 

way. Emotional intelligence is the exact perception and true understanding of the emotion, 

proper regulation and absorption of emotions in ones’ own thoughts and in the others 

(Mayer et al., 2000:396). However (Baczyńska, 2016) has added a third ability of making 

effective use of the foresaid abilities in the process of decision making.  

 

Goleman (1998:93) declared emotional intelligence as an essential element of leadership. 

He further went on saying that how well trained an individual may be, how intelligently 

analytical he may be and he may have endless smart ideas but he can hardly be a good 

leader without emotional intelligence. He added that distinguishing great leaders from 

normal leaders doesn’t depend upon their IQ. However, a great leader can be differentiated 

from a normal leader on the basis of emotional quotient (Goleman, 1998). Therefore, EI 

can rightly be characterized as right perception and understanding of emotions, regulation 

and organization of emotions and the ability of effectively managing the emotions, so that 

the thoughts are improved and intellectual growth is promoted (Baesu & Bejinaru, 2013). 

 

The importance of emotional intelligence for the advancement of organizational status is 

increasing day by day (McCleskey, 2015). Emotional intelligence can track progress or 

stagnation staff predicted failure. About 85% of capabilities in high-level leadership and 

management for business success depend on emotional intelligence and other cognitive 

technical skills (McCleskey, 2015).  
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According to Goleman (2006) “Person with lack of emotional intelligence, even the best 

training in the world cannot see prominent and successful, practitioners with high 

emotionally intelligent leadership work in insurance services, (life insurance, accidents 

therapy, etc.) and with comparison of their peers who are less emotional intelligence level 

was twice the average gain absorbs nearly twice customer”. Today, one of the basic 

solutions to deal with this threat arises in developing countries and emphasize on the human 

element as the most important asset and an inexhaustible source of God (Kashif, M. et al, 

2016). 

 

When we probe into someone’s more personal traits and try to see emotional intelligence 

we observe that due to these left off qualities he makes decisions differently. The effect of 

human emotion variables on decision making has recently captured attention of the eminent 

scholars (Byrnes, 2013). Emotional intelligence has certain components and the degree of 

these components may vary in person to person. Goleman (1998) mentioned self-

awareness, self-regulation, motivation, empathy and social skill as five components of 

emotional intelligence. 

 

About leadership styles, there is abundance of leadership theories that tell us about the 

leadership styles and their attributes. These theories even tell us about how a person will 

make decision in future if he falls under certain leadership style. Lewin’s (1935) statement 

“There is nothing as practical as a good theory” is very true because there are many theories 

of leadership which influence the world and are in practice. Many traditional theories of 

leadership are in practice and have a strong hold over organizations.  

 

There are four basic leadership styles: autocratic, bureaucratic, laisses-faire and democratic 

style of leadership. Nowadays, world has changed and it needs a leader who could respond 

to the dynamic environment, get the job done and can inspire people in a more unique way 

(Van-Loveren, 2007). Though many other styles of leadership like Servant Leadership 

Style, Change Leadership Style etc. may be included but for the purpose of this study we 

have selected two main styles of leadership for being most commonly agreed upon by the 

eminent scholars:- 
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James MacGregor introduced Transformational Leadership in 1978 as a concept of 

transforming leadership. According to him in transforming leadership “leaders and 

followers help each other to advance to a higher level of morale and motivation”. A 

transformational leader encourages and inspires his followers for the achievement of 

incredible results (Robbins and Coulter, 2007).Transactional Leadership: Transactional 

Leadership’s mainly emphasizes on the organizational performance, role of supervision 

and keeps the things in check. Leader with the transactional leadership style uses stick and 

carrot rule (Khan, 2017). It means he believes on both the reward and punishment. It is 

more of a managerial leadership and doesn’t go out of the box to change the future like 

leaders with transformational leadership style would want. Moreover, in the times of 

emergency and crises this kind of leadership is very effective (Odumeru et al. 2013). 

 

According to Elsass & Graves (1997) leadership is all about decision making. There are 

multiple sources of power which a leader can exploit to get his policies / decisions followed 

in letter and spirit. A leader makes much utilization of the source which best suits to his 

style. Difference of style necessitates the use of different source of power. Similarly, when 

the style of leadership becomes different its effect on the perception of the followers’ 

contribution in decision making also becomes different (Felix, et al. 2007). It means that if 

a different style of leadership is applied the decision making style will also be a different 

one because decision making is to select the best suited option among the available 

alternatives (Gopinath. 2015). Whereas, emotional intelligence improves the ability of a 

leader in making the decisions more effective (Zin Mar Win, 2012). 

 

The Mayer & Salovey in 1997 gave four mental abilities i.e. Perception of emotion, Use 

of emotion to facilitate thought, Understanding of emotion, and Management of emotion. 

Out of these abilities the second one refers to harnessing emotions to facilitate cognitive 

activities such as thinking, reasoning and decision making. Emotionally intelligent 

individuals cope with their personal and professional challenges in stressful conditions. It 

also helps them in rational decision making. Emotional intelligence stands for body of 

knowledge comprising of certain human competences and skills (Sumathy et al. 2015). 
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Previously the focus of EI research studies was confined only to the relationship of 

performance and leadership but now interest of the scholars has been expended to the 

relationship of commitment to the organization and job satisfaction (Carmeli, 2003). 

Recent studies have shown that the leaders who are emo¬tionally intelligent are found more 

committed towards their job and organization and are less likely to leave their organizations 

or their job. Many research studies have reflected that working as a team member develops 

emotional attachment among colleagues and promote good social relations among them, 

therefore, strong interpersonal relations strengthen their commitment to the organization 

and profession (Mashinchi, 2011).  

 

Dimensions of Emotional Intelligence 

When we probe into someone’s more personal traits and try to see emotional intelligence 

we observe that due to these left off qualities he makes decisions differently. The effect of 

human emotion variables on decision making has recently captured attention of the eminent 

scholars (Byrnes, 2013). Emotional intelligence has certain components and the degree of 

these components may vary in person to person. Goleman (1998) mentioned self-

awareness, self-regulation, motivation, empathy and social skill as five components of 

emotional intelligence. 

 

The Mayer & Salovey in 1997 gave four mental abilities i.e. Perception of emotion, Use 

of emotion to facilitate thought, Understanding of emotion, and Management of emotion. 

Out of these abilities the second one refers to harnessing emotions to facilitate cognitive 

activities such as thinking, reasoning and decision making. Emotionally intelligent 

individuals cope with their personal and professional challenges in stressful conditions. It 

also helps them in rational decision making. Emotional intelligence stands for body of 

knowledge comprising of certain human competences and skills (Sumathy et al. 2015). 

 

According to Goleman (1998) EI can be categorized under two broad headings as personal 

emotional intelligence having attributes self-awareness, self-regulation, and motivation 

and social emotional intelligence which includes empathy and social skills.  
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a. Personal Emotional Intelligence– PEI 

 

i. Self-awareness 

It means knowing one’s own feelings, accurate assessment of oneself and high degree of 

self-respect and self-confidence. It is an important part of PEI because awareness about 

ones’ own emotions by having the ability of its constant monitoring is imperative for 

complete understanding of oneself and for psychological insights (Goleman, 1995). Self-

awareness is to know about one’s own intrinsic condition that through what sought of 

feelings one is passing, what kind of and how much resources does he possess and what 

are his priorities. Certain credible studies of this field, for instance have pointed out certain 

tendential characteristics as its symbols. These attributes include purpose of ones’ life and 

self-consciousness (Quebbeman & Rozell, 2002). Knowing ones’ own feelings also 

includes knowing how the others can be affected by his feelings (Gabbott, Tsarenko & 

Mok, 2011; Baczyriska, 2015).  

 

Many studies have reported the problem of control over ones’ self e.g many people want 

to behave very patiently in a cool manner but when the moment comes they become 

impatient, rash and sometimes rude. It is all because they are less aware about themselves 

and it put them in problem at the nick of time. Similarly, about the resources factor the 

economists have reported problems in making consumptions and saving related decisions, 

about collecting information, decision about postponing an action and becoming habitual 

user of a product (Downey, Roberts & Stough, 2011). However, in spite of these references 

about little knowledge of people on their self-control problem. We have assumed full 

understanding of the problem by the people. 

 

ii. Self-regulation 

It is the ability of controlling ones’ own emotion and ability of taking prompt action. It 

involves the ability of properly managing the change and having innovative capability. 

This important component of PEI also includes self-monitoring, doing the job with great 

care and precision, the trust of others on him or reliability on him and ability to get adjusted 
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in the new or changed circumstances (Quebbeman & Rozell, 2002). These abilities have 

strong impact not only on the decisions but also on the reaction of an individual to conflict 

and stress arising through environment. The individuals who are handicapped in the ability 

of self-regulation are less social and their behavior on the work place is often uncivilized 

as compared to those who have high degree of self-regulation skill. 

 

The people equipped with self-regulation skill are simulative (McCleskey, 2015). They 

reconcile with the conflict situation and respond feedback positively. Therefore, for every 

manager, to respond extraneous complexities and changes in the work place self-regulation 

skill is the best weapon (Rahim, A. et al, 2002; Baesu & Bejinaru, 2013).  

 

iii. Motivation 

It is an ability of taking the objective achievement as need, readiness to take initiative and 

being positive in expecting favorable results of the efforts. The main focus is on the 

objective achievement irrespective of the internal or external complexities. The employees 

and one’s self is convinced to be committed to the achievement of goal (Goleman, 1995). 

An important determinant of motivation and performance is thought optimism which is an 

important component of self-regulation (Seligman, 1990). Certain negative events may 

happen for the attainment of certain private objectives but through self-regulation ability 

the reaction to these events can bitterly be mediated (Quebbeman & Rozell, 2002). Bacsu 

& Bejinaru, 2013 have given three characteristics of motivation i.e. focus on goal in every 

situation, hopeful for the success and no room for failure and acceptance of change for 

objective achievement. 

 

Though a clear link between motivation to work and EI has not been established so far but 

still the structural equation analysis of EI has supported the view of Mayer and Salovey 

(1997) that despite being not a structural component, EI is a relevant factor of motivation 

(Christie,Jordan, Troth and Lawrence, 2007). They concluded on the basis of motivation 

theory of McClelland's(1961) that regulating the emotion relates to the need of 

achievement while appraising the emotions of others relates to affiliation need (Christie et 

al., 2007).Since while performing on the job, the employees deal with high emotional work 
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therefore to perform well they are to manage their emotions well. The use of EI plays its 

role in motivating them to achieve better performance. Employees having higher EI are 

motivated to work hard while the employees with lower EI are little motivated. Earlier 

studies show that motivation of the employees is directly or indirectly affected by EI 

through their conduct, demeanor and result. 

 

Wong and Law (2002) held the view that performance and job satisfaction of the 

employees is affected by their EI. In addition, Schutte & colleagues (2002) holds the 

opinion that the degree of EI is responsible for changes in mood and self-esteem. Higher 

the EI higher will be the level of self-esteem and positivity in mood. Furnham & Petrides 

(2003) also found EI after 5-Factor Model responsible for bringing change in mood. The 

employees who are happy with their job are motivated more towards high work. In 2003, 

Carmeli conducted a study in public sector organizations on senior managers of high EI 

and found that EI increases positivity of working attitude, selfless conduct and achieve the 

maximum results. He also found that high EI resolves conflicts raised by work- family 

mismanagement. It lowers the effect of these issues on career commitment. A study of food 

industry also revealed that job satisfaction and job performance are positively associated 

with EI (Sy et al., 2006). 

 

The results of 25 research studies reveal that EI provide positivity in the outcome and 

conduct of the employees which promotes their motivation to high work. Emotionally 

intelligent employees are found proficient and skillful in recognizing their own emotions 

and of others as well (McCleskey, 2015). They have been found expert in regulating their 

own and of others emotions and using them to maximize performance while the employees 

having low EI can hardly do this. Moreover emotionally intelligent employees provide 

positive ideas of improving performance by achieving maximum motivation. For having 

the ability of regulating their emotions they can control and stifle their negative feelings 

like their dissatisfaction over working condition, annual increase of pay or newly 

introduced methods of performance appraisal. In case they experience a continuous 

psychological distress, the employee with high EI have the ability to get themselves 
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engaged or disengaged with such emotions which recover them from that distress. Several 

studies have established it that EI encounters the stress (Slaski and Cartwright, 2003).  

 

b. Social Emotional Intelligence - SEI 

 

i. Empathy 

It includes knowing about the thoughts/feelings of others and guiding them, satisfying 

needs of the others and the ability of coming close to the emotional conditions of others. 

Being core component of SEI empathy is considered as a fundamental ability of EI 

(Goleman, 1995). Empathy means knowing about and making others strong, developing 

the spirit to serve, having strong political awareness and having the ability of expressing 

diversity. Those who are equipped with this ability can interpret the actions of others more 

accurately and can facilitate rational decision making while ill perceived negative intents 

of others can result in irrational decision (Neuman & Baron, 1998). Many studies show 

that ill perceived hostile intents of others develop aggressive attitude but the empathetic 

persons never indulge in aggressive reaction because they have the ability to understand 

the action of others correctly (Yaghoubi et al., 2011). 

 

Empathy is compassion, the ability of communication with others at the same time 

understanding others’ feelings, opinions and thoughts. Empathy brings meaningful and 

stronger relations with success in the organization. It also brings improved health and better 

quality of life for employees. Top performers in any organization possess higher EI. It is a 

fact that those who can manage their own feelings, thoughts and emotions, can also 

understand someone else’s easily. 

 

Criminalities like larceny, drug addiction and murder often take place due to lack of 

empathy. A wide majority of prisoners lack empathy. Infect the criminals least care about 

the feelings of their victim and they cannot understand feelings of their victim. If they had 

the ability of empathy they might have been prevented from committing a criminal act. 

Empathy also leads to have trust upon others (Cherniss, 2010). When you make your 

friends realize that you care them you get their trust and in turn they become more open 
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and frank with you. They start talking to you more openly and share more and more 

information and even their private feelings and views with you.  

 

This increased sharing of feelings and information with each other broadens the base of 

our relations. Since the empathetic persons can understand the feelings and thoughts of 

others they can also understand the messages or explanations which are not being verbally 

said to them because more often some messages or explanations are conveyed through 

gestures, face expression, volume of voice and body movement. To understand nonverbal 

communication is an important part of empathy which achieves effective communication. 

Learning the understanding of nonverbal messages develops more understanding of others’ 

feelings.  

 

Close analysis of the literature on Empathy and emotional intelligence reveals that it 

follows seven attributes i.e. self-discipline, optimism, competitiveness, initiative, 

resourcefulness, determination and caring (Cherniss, 2010). Self-discipline is to regulate 

and control one’s own feelings and focus on and understand what other feel. This enables 

him to control communication and ultimately achieve success. Optimism is expecting the 

best in all things. This attribute enables an individual to turn his EI and empathy into a 

positive experience for others. Competitiveness is the willingness to compete. As the win 

lies in competition and it is the empathy and EI which create the spirit of competition. 

Initiative is introducing a new program or strategy or launching a new project. Now 

emotional intelligence and empathy is to understand others feelings before acting. 

Therefore, it enables to accommodate others’ needs and makes them all struggles for the 

success.  

 

Resourcefulness implies that it is not sufficient to have generated new ideas and strategies 

for further success but equally important is the support of those with whom the ideas are 

implemented. In turn, emotional intelligence and empathy, by having the ability of 

understanding the ideas and thoughts of others, strengthen your resourcefulness. 

Determination requires action which involves other people while emotional intelligence 

and empathy by giving you understanding of others emotions, needs and feelings make 
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them supportive to your determination. Caring is action of empathy and putting all the 

factors of emotional intelligence at work.  

 

Empathy is actually the ability to feel exactly how the other person is feeling it's the 

experience of others emotions while emotional intelligence is to manage your own 

emotions as well as the others. All those who possessed these skills are undoubtedly the 

great communicators. These two skills go hand in hand together in almost every field of 

life where communication makes huge difference. They are also a reason for strong 

foundation of trust. Emotional intelligence and empathy are also important in sales. Caring 

enables them to produce long lasting relation. 

 

For example, In case of lack of empathy it becomes difficult for a salesman to connect the 

emotions thoughts and feelings of their customers and the customers take it as lack of 

interest for them. They become doubtful whether the salesman has any record for their 

problems or not, whether he is conscious about their dissatisfaction and interested in 

addressing that or not.  

 

So the lack of empathy reveals poor analysis of needs because without empathy only 

obvious problems can be focused and the hidden problems are not addressed. In case there 

is lack of both emotional intelligence and empathy then both the verbal and physically 

communicated suggestions of customers are not picked up properly. The customers take it 

unprofessional behavior and relationship of mutual understanding cannot be achieved. In 

this situation it is very rightly assumed that the salesman is concerned only to sell and not 

to give a satisfactory outcome for the customers.  

 

Lack of emotional intelligence and empathy may also create problems within the team 

work. Due to lack of empathy and EI cross functional members cannot be engaged in work 

because of weak relationship with them. For building strong relationship with cross 

functional members of the team EI and empathy is really important otherwise it is obvious 

that desired results will not be achieved. Relationship management truly depends on EI 

skills. 
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When there is poor emotional intelligence there is poor communication choices due to 

which others’ feelings are neglected which results in negative relationship. Successful 

people are capable to have high level relationships of mutual understanding with their 

clients. They are able to connect on a very human level which is built upon their empathy 

and emotional intelligence. Jointly, these characteristics produce confidence and trust 

which are the basis of strong relationship.  People that are close to us have their own bent 

of mind. They have their own emotions and fears due to which they only focus on their 

own emotions and rarely on others. Empathy is an important skill to direct the relationships 

with great care. Though it is a lifelong skill but to practice empathy there are certain useful 

advices. Full understanding of others requires to experience their lives but it is difficult to 

experience life of everyone therefore we should listen. 

 

Listening is to allow the other fellow talk without interrupting and countering him. It means 

that for a moment you put your own opinion or even doubts about the truth on one side and 

let the others explain their feelings. Studies have shown that waiting for some extra time 

before taking part in conversation will virtually improve your relationship. Another way of 

empathizing with another’s point of view is that if someone seems to you unreasonable, try 

to defend his actions or words in your own head. Ask yourself a question that if you were 

in their place would you be able to find directions and words reasonable. Through this we 

can clarify our own doubts and start empathizing with others. Another important key to 

empathy is understanding.  

 

As explained earlier understanding is the difference between knowing and empathizing 

with it. If someone tries to tell you something about his experience, try to give him time 

and think if this happens to you, how you will feel. It is not necessary to think and 

experience the lives of others but surely it will be beneficial if some time is spent on 

understanding the lives of others. By empathy we mean getting involved in the emotions 

of another person. It is making others experiences your own and then respond accordingly. 

Giving an advice is fine but it should be at the right time with right space and the empathy 
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does that. For example if a person is sharing with you his sorrows and he is in pain deeply, 

he should not be stopped at once but he should be allowed some space and time.  

 

ii. Social skills 

It includes persuasiveness, conflict management, and leadership skills (Cadman & Brewer, 

2001).It is also called as effective management of relationship with others that how best 

the interpersonal relationships can be maintained (Salovey & Sluyter, 1997). It also 

involves managerial skill of promoting helpful relationships, the ability of gaining 

maximum cooperation of all the members by developing the spirit of together working and 

strengthening the spirit of team work (Quebbeman & Rozell, 2002). It also involves the 

methods, techniques and ways of influencing other, the ability of proper communication 

and the art of effectively managing the conflicts and changes.  

 

Parents should teach their child that how to interact with other people. They should teach 

him social skills so that a child may not become ill-mannered and should know about taking 

turns in conversation and learn to listen to others with patience without causing any 

interruption while people are talking to him (Baczyńska, 2015). If the child is receptive 

and learns quickly then these skills can be expanded to appropriate anger management. 

Mostly, children learn by observing elders that how they are responding in different 

situations (Yaghoubi et al., 2011). These children then mimic desirable reactions and very 

little thought is given to how the young became skillful at playing games etc. (Kashif, M. 

et al, 2016). 

 

In the context of EI use of ‘Social Skill’ is specific. It is a skill which enables to influence 

and deal with the emotions of others more effectively. It can be taken manipulation, but it 

can actually be as simple as understanding that offering smile to a person will make him 

sparkle giving him a positive feel. Human being learns throughout his life from cradle to 

the grave. In childhood the total stress is on getting formal education started and to learn 

different subjects. At home same is being taught in an informal environment but nowhere 

human is taught how to regulate his emotions and manage others’ as well. Nowhere is he 

taught how to survive in a society and manage his life. The importance of EI skills is 
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obvious but these skills may not get a child to school but are very necessary for a social 

successful life. 

 

In psychology EI is used as a tool that describes how much a person is able to manage his 

own emotions and react to the emotions of others. The people who are emotionally 

intelligent usually do not need any major skill to compete in their lives. They do not put 

much effort to control their emotion which can disrupt their lives. They are really good at 

conflict resolution. They can easily read others need and respond accordingly. Social skills 

may make a person able to talk fluently and can maintain interest of the audience in his 

talk but that’s not all. Social competence of EI has a larger scope. Social skills are a set of 

abilities from being understandable to great negotiator. All these skills are learnable but 

need commitment and effort for their adoption. Practicing these skills is very important. It 

can be easy if someone with these skills taken as a model. It is observed that human being 

is found many times in conflict in his day-to-day life. He can start practicing by stopping 

disagreeing at all possible points where he can show flexibility. The subject of discussion 

can be summarized into fundamental steps. These steps are: a. Identify and deal with your 

emotions and b. Addressing the problem 

 

It has been observed that during a long discussion the arguments become emotionally 

heated which are apprehended to result negatively instead of positive. On such occasions, 

prompt decisions should be taken and the discussion should be directed towards a result 

oriented and meaningful end. It is therefore pertinent to control one’s emotions and identify 

one’s emotional state for overcoming passions. The benefit of trying to comprehend 

personal sentiments is that it leads to mutual harmony instead of heated arguments and 

explosive discussions. This will consequently take us to a stage where social skills and 

competencies are needed. If you are an employee then try to convince your boss that you 

too are trying to achieve the same objectives and you are also well aware of his vision. 

Make him understand that you are sharing the same organizational goal even when you 

have difference of opinion. It is possible only when you have higher degree of social 

competencies. Every human has to experience different feelings during different times in 

life. Similarly, everybody may not be in the same emotional condition every time. 
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2.1.3 Decision-Making Styles (DMS) 

 

 

a. Decision Making in the Organizations 

 

In the world we are living has become a global village now. Decisions taken in one corner 

of the world may affect the individual at the other corner. These may result in creation or 

solution of political, economic, social, technological, environmental or legal issues 

(Andrade and Ariely, 2009). This shows how much decision making is important to be 

studied. Everyone who needs to make decision tries to be rational and logical. Information 

is often gathered from surroundings. The immediate source of information includes family 

members and friends. Internet nowadays, due to mobile technology is in everyone’s palm 

and almost every kind of information that a person seeks is available (Andrade and Ariely, 

2009).  

 

These sources are undoubtedly influential despite of the fact that their reliability and 

validity is questionable due to several reasons (Janis and Mann, 1977). But these sources 

are used according to their needs. For instance, injustice of a society gives birth to certain 

views. These views may frame an essential piece of the discernments that are passed on 

which might be significant in how this information is translated and what choices are made 

subsequently. Decision making model is not the only thing responsible for success or 

failure but certain other individual preferences also affect the decisions including emotions 

(Andrade and Ariely, 2009). 

 

Conflict model identifies differences among individuals (Janis and Mann, 1977). This 

model also tells that these differences affect the way of conflict management and how 

decisions will be made. The conflict model suggests that decision making can bring 

discomfort even mental misery sometimes to decision maker. Decision maker has to 

identify alternatives and then consider them that they may affect all the stakeholders 

including him (Janis and Mann, 1977). This can cause him damage and this stress needs to 
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manage in time so that he can save himself and make an appropriate decision at the same 

time. The way a decision maker manages his stress tells us about his decision making 

styles. Because it will be evident that which style is influencing him to act in that particular 

way to manage the stress.  

 

Along with conflict model they also identified other styles of decision making based on the 

nature and the way decision is taken. According to them vigilant DMS is one of the most 

effective. In this style while solving a problem all the possible solutions are taken into 

consideration and after a careful assessment of each one of the available option one is 

chosen.  In this style decision maker’s focus is not solely on the objective but also on the 

collection of information, makes strategies to attain goals, evaluate all the strategies 

rationally and then implement the one that has the minimal negative results but can 

effectively and deficiently achieves the desired goals/objectives. 

 

Buck- Passing and Procrastination are other styles of decision making (Mann, 2016). Each 

one of these has different characteristics and is used by different types of personalities. 

Buck-Passing is a term used when someone avoids taking responsibility may be for several 

reasons and tries to put it on someone else (Mann et al. 1998). The people who do buck-

passing is actually taking a defensive stance and are found as part of large bureaucratic 

system which possess the power of decision making. In large setup of bureaucracy they 

can easily hide themselves and put responsibility on others. By using buck-passing 

technique the decision conflict can easily be eradicated. 

 

Procrastination is different from Buck-Passing. The decision maker having this style feels 

the responsibility towards his duty and he puts his efforts towards decision making. He 

recognizes the responsibility (Mann, 2016). But decision making process makes him 

overwhelmed due to which he makes late decisions or he never makes a decision at all 

(Mann et al. 1998). The reasons that never let a decision maker make a decision or result 

in late decisions are the contradiction of alternatives and complexity of the process. As said 

earlier, just like Buck-Passing Procrastination can also be seen in bureaucratic structure.  
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Every human has to take a decision on certain point in life about something. It is his basic 

activity of life. This activity is basic one on organizational level as well. Generally 

managers are divided into three levels according to their skills and knowledge. Decision 

making is done on every level and managers have to go through the process of decision 

making to achieve organizational goals (Simons, 2018). There is a difference between 

decision making on organizational level and decision making in private life. Decision 

making at organizational level is a scientific process (Simons, 2018). It is systematic in 

nature with predefined steps and predefined outcomes of these steps. 

 

Decision making process generally consist seven steps that includes: Problem 

Identification, data and information collection, analysis of the gathered information, 

developing alternate strategies, evaluation of all the possible strategies and choosing the 

most appropriate strategy among all. This is a generic approach of Decision Making 

Process and may get affected due to few factors depending upon managerial level, decision 

making style and how crucial the decision is. Decision Making Style is the biggest and 

critical factor. It tells about the way of thinking of decision maker, his use of information 

and most importantly about his vision and sincerity towards organization. 

 

It is important to know about decision making styles because an inappropriate decision 

making style may lead the organization towards disastrous situation because it affects the 

way information and knowledge is acquired, shared and utilized. Rowe and Boulgarides 

(1992: 28) revealed that “Knowing an individual's decision style pattern, we can predict 

how he or she will react to various situations”. Organizational learning and knowledge 

building come from decision making processes throughout organizations (Ellstrom, 2001; 

Parker et al.,2007). Stephen (1996) argues that success in the innovative programs and 

learning competences depend on the styles of decision making processes. It is also 

discussed earlier that bureaucracies do have different styles according to their need. 

Therefore, this study attempts to investigate decisional making styles. 
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b. Decision Making Styles 

 

Renowned scholars have worked on decision making since long. Tylor discussed the topic 

in 1947, Tannenbaum & Schmidt in 1958 worked on problem solving, Schroder developed 

a pure style model. Driver and Streufert also contributed in this area by working on human 

information processing and problem solving techniques (Alqarni, 2003).The term Decision 

Making Style was first introduced by Rowe and Mason (1987). They also gave their 

decision style model. 

 

Elayyan et al, 2015 has referred the decision making styles to the way in which information 

is used for the formulation of a decision. He holds the opinion that decision making style 

of a manager in an organization largely depends on his experience and learning. Since the 

decision making involves variations and complexities therefore, Rowe and Mason (1987) 

also regarded the DMS as a way of utilizing information for decision making. They further 

went on to saying that as the personality of an individual has direct relation to the values, 

needs and self-concept of an individual therefore, the DMS being a cognitive process 

emphasizes the personality. While Rowe and Boulgarides (1992) are of the opinion that 

the individual’s style of decision making have an important role in decision making. 

 

Task-Oriented Decision Making Style - TDMS 

 

i. Analytical (TDMS) 

This style of decision making has the characteristic of inclination towards autocratic style 

(Kogan, 2018). The managers having this style of decision making largely focus on 

technical decisions therefore, they need to have sufficient information about sufficient 

alternatives. The managers of this style have the capacity to tolerate ambiguity and they 

have more cognitive complex personality (Kogan, 2018). The individuals of this style have 

the ability to achieve the maximum, to present a better solution of a problem and to handle 

a new situation more effectively. The person with this style is more ego conscious and they 

strive their best to reach to the top positions. They want to have full command and control 
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in the organization therefore; they more often start their own company. They avoid haste 

in decision making and are cool minded in their decisions. For reaching to their final 

decision they mostly prefers dependency on written reports. They love challenges and take 

into consideration every detail of the situation (Jamian et al, 2013). 

 

Communication is the most important skill to have. There may be millions of reasons for 

better leadership like ability to set achievable goals, creativity, effectiveness, efficiency, 

farsightedness but the ultimate success will always be because of better communication. A 

leader may have hundreds and thousands may be more than that number of followers he 

needs to communicate with them as it is critical to have good communication with all of 

his followers. Groysberg, B., & Slind, M. (2012) put stress on the importance of 

communication for success by saying that if a person is getting  promoted and he is going 

up in the hierarchy of organization he must engage himself in communication with others 

(employees and subordinates) and must not try to make them submit their selves. 

 

A thinking that demands logical explanation, which is rational and depends highly on 

information, is analytical (Kogan, 2018). Intuitions are not considered as much as 

evidences, facts and findings. An anonymous thinker once said somewhere during his 

lecture “In God we Trust… all others must bring data”. In communication it must be 

assured that the analytical audience is addressed properly. Those people who are not 

analytical thinkers, their analytical portion of brain should be targeted by conveying 

message in an effective manner (Baudry et al, 2018). The message can best be conveyed if 

it is presented with sufficient proof and evidences. This will show the analytical side of 

leader as well and will earn trust and credibility. According to a research 67% of the total 

population has a preference for analytical thinking (Baudry et al, 2018). If employees are 

driven by analytical thinking, they are in general skeptical, and are equipped with sound 

and deductive thought and reasoning process. 

 

Two way communication is critical for a leader. The response to what leader says must be 

accepted, treated and considered because it is as important as delivering. An analytical 

thinker will take inputs and he will seriously consider the information provided. So it is 
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important that right kind of information should be provided (Kogan, 2018). In employees 

there are people with analytical thinking and they respond well to all the queries made 

(Baudry et al, 2018). A leader should confidently ask for information he needs because 

they like to respond to questions that give them chance to prove their point of view. This 

will ultimately help leader in building trust and gaining respect. A leader must draw out 

those employees who are analytical thinkers. For that purpose some suggestions can be 

considered. 

1. Encourage brain storming and accept change. Employees can be pushed hard 

to search for possible solution of the problem. 

2. Employees can be asked for research. Every needed resource for the research 

must be made available so that employees can work easily. 

3. Provide critical information. A bigger picture should be shown to employees. 

4. A case study approach can be helpful in extracting new ideas from employees. 

5. An overview to whole scenario if given can really be helpful. This will bring 

clarity to the purpose. 

6. Use of analytical phrases is also important. 

 

These points can be considered as tool of extraction of analytical thinkers among the 

employees. This tool can be used by any kind/ style of leader/ decision maker. A leader 

can have any of the decision making styles other than analytical style but there is a 

possibility that he gets employees who are analytical thinkers. Now needs to engage them 

in work and make them believe that they are understood. Leader must communicate with 

them and assure them that he understands the way they think. 

 

ii. Directive (TDMS) 

The name itself gives general idea about the characteristics of leaders who do Directive 

Decision Making. The directive decision makers set clear goals and make followers abide 

the rules and regulations of the organization. Path-Goal leadership theory identifies and 

advises a directive decision maker to use his characteristics when he got unskilled 

employees because unskilled labour need guidance and support for achievement of any 

objective (Sosik, J. J., & Jung, D., 2018) . It not advisable to be used on professionally 
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trained personnel. They may not work efficiently due to strictness and may result in distrust 

situation. This style of decision making also has the characteristic of autocratic style but 

with the internal orientation. As compared to the managers of analytical DM they hardly 

have toleration for ambiguity and have low cognitive complex personality. Though this 

style of leadership emphasizes technical decisions but they prefer speed and efficiency by 

examining limited alternatives.  

 

Unlike analytical they avoid unnecessarily detailed information and prefer specificity of 

information. They also want to prefer verbal information and want to dominate others. 

Their focus is on achievements oriented and prefers to have strict control in the 

organization. This type of decision making have always focused on result but at the same 

time they are also careful about status, rigidity and security they also have tendency 

towards aggressiveness and are stick to the structure. Within the organization they prefer 

to have contact with their immediate subordinates and short ranged colleagues (Jamian et 

al, 2013). 

 

This type of decision making depends on an intellectual and self-reliance way that ends in 

a worker’s use of his mind, experience and sense of judgment to opt for the best choice. 

This kind of decision maker is very reasonable but plans mostly for short term objectives. 

One of the major hurdles in this type of decision making is that the leader does not always 

have the enough relevant data to take a result oriented decision. Recently, this type of 

leadership has lost support and favor. New generation of workers do not approve of 

scientific school of thought’s “command and control” principle of management (L.Jill, 

2014). 

 

The concept of participative decision making is exact opposite to directive decision 

making. Participative decision making can be seen in teams’ member because every 

member of a team is contributing his effort in completion of the task so he needs to have a 

say about activities going and he must be realized that his words matters rather than a single 

person telling everybody what to do and what not to do but directive leadership is about 

specifically directing the activities of team members. Instead of working together to make 
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a decision, sometimes the situation needs a team member to make the decision himself. 

Instead of letting team members decide how they’d like to do the work, leader tells team 

members how to do things. 

 

Directive style should be used when employees are not skilled or fresh in the market. This 

is where directive style plays its part because employees look up their leader for guidance. 

After the employees are trained they should be given autonomy. After sometime leader 

may feel that now employees are skilled and there is no need of close supervision. When 

there is limited or short time to make a decision directive leadership is indispensable 

because it is the best style that works in urgency.  

 

Urgent situations can give leaders the freedom to be more direct than usual. In these 

situations often team members understand the situation and cooperate with leaders by 

obeying orders even when they are abrupt. Leaders’ intention can tell us about the real and 

fake urgency. Real urgency is when there is a crisis, issue or deadline that has severe 

consequences for a lack of action. Fake urgency happens when leaders create deadlines 

which don’t really matter. It all depends on team members that how they take seriousness 

of urgency. 

 

Many times leaders’ need their followers to act upon rules and take care of regulations. In 

these situations directive style is really helpful. There are situations where you need people 

to follow the rules and there can be no exceptions. This is usually in areas like compliance 

or health and safety. In these cases, rules are in place for the safety of team members. This 

also applies when you have standards in your team that help work happen more effectively 

or to a minimum level of quality. For example, you may have mandatory daily meetings to 

understand what will be happening on a particular day. Or you may need information 

recorded in a particular way to be able to produce reports. It is in these situations when it 

is best to say “I want it done by noon today in this way”. Leader may have a discussion 

about changing the rules if people think they aren’t working. But while the rules still exist, 

team should follow them. 
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The acceptable decision is one in which every team member gets to have their say (Baudry 

et al, 2018) but sometimes a quick decision is needed and the best way to do it is through 

directive style. 

Higher the number of people involved in decision making process higher is the chance of 

bad decisions to be taken. The abundance of people results in delaying the process but it is 

good to take a bad decision rather than no decision at all because any kind of decision either 

good or bad will eventually add up in moving things forward. 

 

There is no perfect solution to any problem; it’s about the time as to which alternative suits 

the situation. In finding the perfect solution, decision maker wastes precious time and the 

problem turns into an issue of greater concern. This delays the whole process. To start the 

process decision maker should introduce directive style. Directive leadership can be 

effective if used at appropriate time but it may boost the team morale at certain times if 

adopted as default leadership style in the organization. It is a useful leadership style when 

used at the right time. Directive leadership is occasionally time saving and participatory 

leader is not bad but time consuming. It is pertinent to use a combination of leadership 

styles on different occasions.  

  

People-Oriented Decision Making Style - PDMS 

 

iii. Conceptual (PDMS) 

The decision makers who do PDM their cognitive abilities are complex and are 

characterized by people orientation. It means they will keep people at priority when they 

make decisions and understanding complex relationships is not difficult for them. They are 

mostly idealistic, thinkers and do less. Their commitment towards organization remains 

very high. They cannot work under strict circumstances rather prefers lose control. They 

are creative and can easily share ideas with their subordinates because there are no trust 

issues in their relations. As thinking is their strong suit so for every problem they try to 

come up with many solutions by using data gathered from several sources and consider 

many alternatives (Jamian et al, 2013). 
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Human psychological processes like perception, thinking, innovation, problem solving, 

acceptance, creativity and taking decisions are best handled by conceptual skill. It enables 

a leader to perceive situations with precision and make a leader to take effective measures 

in advance. They also possess analytical and intuitive thoughts which make decision 

making process easy for them. They can easily process the data into useful information and 

expedite the decision making process. Conceptual skills make leaders to communicate 

effectively which help them operate effectively and efficiently in distributed environment. 

The leader with conceptual skills shares his vision and shows bigger picture regarding 

organizational goals. 

 

Numerous experts on the subject declared the present time as Conceptual Age because of 

its requirement of vision, innovation, creativity and imaginations. Today's world requires 

imagination, innovation, and vision. Countless experts have deemed this the Conceptual 

Age and I agree. Lisa Bodell, the founder and CEO of future think, an innovation 

consultancy, says: "The best employees and leaders of the future will excel at creative 

problem solving and different ways of thinking--synthesizing seemingly diverse things 

together for better solutions." Conceptual thinking cannot be adopted. It comes naturally. 

A person with strong sense of intuition can show communicate his vision clearly as they 

got the ability to translate random thoughts and foresee what others cannot. He likes to 

experiment, discover and innovates new things.  

 

Creativity is not an activity to be asked to do. Creativity is an abstract drawing to which 

meaning can only be given by the painter himself. His thinking capabilities around 

relationships, collaboration, and new ideas come up to the surface. Communicating that 

personal tendency--and vision--of his required him to link creativity and conceptual 

thinking with his workforce. Conceptual Communication is really important for an 

effective leader. The presence of this ability is reflects the dominance of left side of the 

human mind.  That kind of left-brain thinking is likely what got great leaders where they 

are and it is God’s gift.  
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iv. Behavioral (PDMS)  

Decision makers of this style are less intricate thinkers but people oriented. Therefore, their 

focus and concern are for colleagues, subordinates and organization. They are 

communicative, inspiring, and accommodative and hold frequent meeting for short term 

plans (Jamian et al. 2013). They are somewhat extrovert. 

 

When behavior defines the leader it means the style of leadership is behavioral. It is the 

study of actions of leaders. Robert Blake and Jane Mouton (1964) introduced the style 

“Behavioral Leadership”. According to them “Behavioral Leadership” categorizes styles, 

in accordance to the actions or methods adopted for achievement of objective a leader may 

take, to understand a leader. The main point that characterizes this style is stress on action 

of leader which defines the style directly. It is more inclined towards transactional 

leadership rather than transformational leadership style because of its inclination.  

 

Leadership studies, from behavioral prospect, at Ohio State University and University of 

Michigan are considered as a great contribution. The researchers studied the behavior 

pattern by observing leaders in laboratories they work in and surveying them. These 

researches discovered two main categories of behavior of leaders namely task oriented and 

people oriented behavior. The behavior model by Ohio State University scholars named 

these categories as initiating structure (Task Oriented) and consideration (People Oriented) 

while the researchers at University of Michigan named them as “employee-centered” and 

“Job centered” and identified three main characteristics of effective leadership namely, 

task-oriented behavior, relationship-oriented behavior, and participative leadership. The 

basic theme tells that task oriented behaviors follow the rules (L.Jill, 2014) and get the 

work done effectively. Their primary concern is attainment of goal. On the other hand 

people-oriented behavior tends to consider employees as their primary concern (House & 

Aditya, 1997; Nystrom, 1978). 
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2.1.4 Interrelationships of the Variables (Global-theme) 

 

a. Leadership & Decision-Making Styles 

Contingency theories of leadership unveil the relationship between leadership styles and 

decision making. The participation model of leadership identifies certain styles of 

leadership that depends on decision contingencies and its leader’s behavior and 

participation in decision making process (Vroom, 2000).  These styles are on the basis of 

action performed i.e. Decide, Facilitate, Delegate, consult group and individual. Leader’s 

and group expertise, their competence and commitment and importance of the decision are 

included in decision contingencies. These contingencies provide strong basis for selection 

of suitable leadership style.  

 

Of all the kinds of leader, an organizational leader makes more decisions on daily basis. 

He has to make long term decisions beside the daily decisions. This is why a researchers 

and scholars show interest in knowing how a leader makes short term and long term 

decisions (Tatum et al., 2003; Rehman, &Waheed, 2012). By knowing leadership style 

now it has become more logical to probe into the topic/literature and get to know about 

decision making style for that particular/specific style of leadership. It is an established fact 

that every human being has some differences on the basis of attitudes and behavior. 

Everyone addresses the problem in his own style. Styles of decision making are different 

on the basis of number of alternatives considered and used, amount of information, number 

of resources for collection of information, reliability of resources and coordination among 

the resources.   

 

Due to the use of high number of alternatives, lot of information and higher coordination 

among the resources in decision making a transformational leader has comprehensive 

decision making style (Driver and Brousseau, 1990; Kedia and Nordtvedt, 2002). This tells 

us that transformational leaders make decisions rationally (Tambe and Krishna, 2000) 

because they use a lot of information collected from different resources and don’t avoid 
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decision making (Steplen and Roberts, 2004). Decision that are rational cannot be made in 

hurry and require time (Rehman, &Waheed, 2012; Sadler, 2005). 

 

Vroom (2000) argues that leadership styles can predict decision making styles. This study 

also aims to describe leadership style as a predictor of decision making styles. Number of 

researchers and scholars found that EI has a positive influence over leadership. Barling et 

al (2000) came up with the same result of EI on leadership but there are researchers whose 

research shows that leaders with higher EI have higher organizational commitment 

(Abraham, 2000). George (2000) argues that leaders with higher EI can effectively use 

their emotions to enhance decision making. Rehaman and Waheed (2012) research found 

that EI plays moderating role in relationship between leadership styles and decision 

making. 

 

Nowadays non-profit organizations are considered as knowledge based therefore leaders 

of these organizations are supposed to give viable solutions to newly emerging complex 

societal problems. Milkman et al (2009) added that good decision of a manager in 

knowledge based economy largely accrues from his knowledge. By utilizing his knowledge 

in decision making, he can better attain the specified objective of a non-profit entity. In 

non-profit organization the capacity of making standard quality decisions depend upon 

several internal and external factors. Though external variables are difficult to be controlled 

and managed but management of the human variables like emotions and logic are crucial 

in standard quality decision making (Hess & Bacigalupo, 2013).  

 

Whilst the research outlined above predominantly focuses on the effects of leadership style 

upon followers, recent studies have examined the effect upon the leaders themselves. For 

example, Lanaj, Johnson, & Lee (2016, p. 237-251) argue that transformational leadership 

behaviors contribute to the fulfillment of a leader’s daily needs. Consequently, by engaging 

in transformational behaviors, leaders experience an improvement in their daily affect to a 

greater extent than if they engaged in transactional behaviors. Therefore, as Regling and 

Watson (2010) identify Leadership as having contributed to the crisis, and given the 

influence of leadership over followers’ behavior, organizational culture, norms and 
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strategy. The Blake and Mouton (1962) Managerial Grid helps to identify organizational 

leaders’ preferred leadership style. 

 

Freeman (2006) noted that since primary objective of profit oriented organization is to earn 

more and the leaders of these organizations believe that their main responsibility is to 

maximize income for the shareholders therefore they have to have different process of 

decision making. According to Chandler, there is a clear criterion of profit earning for 

measuring failure or success of the leaders. Pfeffer et al. (1976) is of the view that though 

both the leaders are needed to have analytical and rational approach in their decision 

making but profit oriented leaders are always focused on their primary objective of profit 

maximization. To Lindbolm primary objective of public sector organization is 

maximization of public welfare therefore they follow the process of partisan mutual 

adjustment in their decision making (Hess &Bacigalupo, 2013). 

 

One of the most intriguing dichotomies in modern thought is that in decision-making 

apparently there is conflict between the roles of emotion and being rational. Researchers 

have divided cognitive abilities between those that are faster, effortless and emotional as 

compared to those that are slower, conscious, explicit and logical. Decision making is all 

about making brain to work hard and to come up with a solution to problem. Decision 

making is the process of choosing the best alternative out of many available. Better choices 

can possibly be made with the use of brain. Decision makers should be logical and rational 

rather than using emotions and intuition. 

 

 

b. Leadership, Decision-Making Styles, & Emotional-Intelligence 

The results of many studies have shown that the effectiveness of transformational leader in 

and organizations is higher that transactional style leader (Lowe and Kroeck, 1996) and the 

level of organizational commitment and emotional intelligence is also higher (Abraham, 

2000). Transformational style leaders have high rate of success (Miller, 1999) because they 

can easily gain trust of their employees through their interpersonal skills. They can build 
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coordination among the employees and make them co-operate with each other (George, 

2000; Rehman, &Waheed, 2012). 

 

According to Salovey and Mayer (1990) emotional intelligence (EI) is the ability of precise 

perceptions, appraising and expressing emotions. It means a person has the ability to 

facilitate thoughts through generation of feelings, understanding emotions through 

emotional knowledge and increase emotional and intellectual capacity. Palemer et al, 

(2001) found positive correlation between EI and transformational leadership. Another 

research by Barling et al., (2000) drawn the same results. This research specifies idealized 

influence, inspirational motivation and individualized consideration as components of 

transformational leadership styles which are significantly correlated positively with 

emotional intelligence.  

 

George (2000) further provides input and argues that through EI a leader can improve his  

overall management, decision making and problem solving skills because EI equips a 

leader with the abilities of emotional management. Through emotional management skill 

a leader can easily anticipate the emotional linkage. Emotions can be linked to an 

opportunity or a problem but those who are emotionally intelligent can intelligently use 

transformational leadership, decision making and EI in decision making process.  

 

The conflict between the researchers that which type of leader can make better decisions, 

one who is emotionless or one who regulates his emotions, has long history that it became 

a scholarly war now. A very prominent number of researchers are of the view that emotions 

may make a leader’s decision biased or may create hurdle during decision making. An 

emotionless leader will be like a data analyzing machine which will perform better. While 

the other scholars argue that besides being a machine a leader should trust on his intuitions 

and regulate his emotions as well. Both are considered basically correct.  

 

Emotions have their part to play in decision making and rationality also has its significance 

in making better decisions. Further, it is concluded, consistent with Simon’s notion that 

emotion and rationality are inextricably linked, phenomenon of Emotional Intelligence can 
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serve the cause. Furthermore it has quality improve decision making ability and can be 

brought into practice within different setups like corporate or nonprofit (including public 

administration). 

 

Since 80s Emotional Intelligence is the subject of interest for large number of scholars and 

researchers of the field. They have worked a lot to exhaust the subject through their 

researches and debates, resultantly contributing in increase of important literature on the 

subject. They have talked about the characteristics of EI that whether it’s an inborn quality 

or it can be learnt. Categorization of specific behaviors that define emotional intelligence 

also remained a greater interest of researchers. But very little contribution has been made 

to know that how it makes difference in decision making in government or nonprofit setups.  

 

Goleman has contributed significantly in the subject of emotional intelligence and 

leadership. Goleman et al. (2004) while providing an insight into the subject came up with 

two attributes of emotional intelligence in leadership styles, the resonant and dissonant. 

The distinction he describes is that the leader with dissonant style is the one who has 

inability to connect with people around him because of his insensitivity towards others 

while the resonant leader usually succeeds in influencing followers and moves them in a 

positive emotional direction through motivation and inspiration. 

 

An emotionally intelligent leader is the one who has the characteristics to manage people, 

to motivate, help them develop and grow personally and professionally. He doesn’t do it 

only for the organization he is working for but he does this for his followers’ benefit. He 

knows all his strengths and weaknesses and keeps himself surrounded by those who 

recognize and compliment them. 

 

Leader is one who can influence his followers and get the job done. When leader has 

philosophy of relationship management he is actually using his personal and social skills 

demonstrating his emotional intelligence during decision making. His personality is also 

contributing in success of his leadership when the skills he possesses are needed which 

demonstrates compassion and empathy. Emotionally intelligent leader who has both the 
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personal and social emotional intelligence has quality to transfer these attributes from one 

area to another because he knows how to regulate his own emotions in a way that they may 

not be a problem or hurdle while performing his duties and his social skills make him an 

empathetic leader which are necessary in relationship management. 

 

Effects of conflicts on leader’s decision making style have been documented. Schwenk 

(1995) probed into the issue from another dimension and studied its effect on decision 

making process in both for-profit and non-profit organization. He examined and drawn 

conclusion that conflicts are taken as analytical tools in non-profit organizations and occurs 

earlier. While in for-profit organizations conflicts are taken as means to temporary 

compromise and add little value (Hess & Bacigalupo, 2013).  
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2.1.5 Demographic Impacts on Responses 

 

Existing research informs that the demographic differences of the respondents are very 

critical constructing the opinion or respondents. Sometime if demographic differences are 

not considered while making decisions, it is reported that the decisions turned up as wrong. 

Most of the research on organizational behavior also collects data about the relevant 

demographic variables to understand the group mean differences thereby making 

adjustments in the decisions based on the research variables or variables related to the 

issues.  

 

The impacts of the demographic differences are sometimes minor but they can be major 

and lethal for the decisions taken at the cost of demographic diversities of opinion. For 

example, if just average of the variable is considered then the decision will obviously affect 

different groups differently depending on the size of the sub-groups. People with high 

emotional intelligence are different from those weak in handling emotions. If they are with 

the same decision regarding the change in organizational behavior, a group can take it 

adversely. 

 

Current study was about the leadership and decision making styles of government officers 

and the elected members of society and the role of their emotional intelligence in leading 

and decision making models and practices. The researcher used six most relevant 

demographic diversities, which have come up with significant statistics about some 

variables like TFLS, EI, and PDMS. There are no significant results from the sample data 

on other variables of the study including TSLS and TDMS.  
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2.2 Working Concepts (Extracted-Themes & Sub-Themes) 

 

Table 2.1 List of the Extracted Variable 

 

 Major-themes/ 

Variables 

Definitions (Sub-themes)  

1 Emotional 

Intelligence  

Personal Emotional Intelligence:  

(i) Self-awareness is to know about one’s own intrinsic 

condition that through what sought of feelings one is 

passing, what kind of and how much resources does he 

possess and what are his priorities. Certain credible 

studies of this field have pointed out certain tendential 

characteristics as its symbols.  

(ii) Self-regulation is the ability of controlling ones’ own 

emotion and ability of taking prompt action. It involves 

the ability of properly managing the change and having 

innovative capability. 

(iii) Motivation is an ability of taking the objective 

achievement as need, readiness to take initiative and 

being positive in expecting favorable results of the 

efforts. The main focus is on the objective achievement 

irrespective of the internal or external complexities. 

 

Social Emotional Intelligence: 

(iv) Empathy means knowing about and making others 

strong, developing the spirit to serve, having strong 

political awareness and having the ability of expressing 

diversity. Those who are equipped with this ability can 

interpret the actions of others more accurately and can 

facilitate rational decision making while ill perceived 

EI 



61 

 

negative intents of others can result in irrational decision 

(Neuman & Baron, 1998). 

 

(v) Social skills are related with one's capacity to 

manage issues without belittling the individuals who 

work with them, to not allow own or others’ negative 

thoughts to inhibit collaboration, and to handle conflict 

tactfully with diplomacy. 

2 Transactional 

leadership style 

In the transactional leadership process, the manager 

recognizes the achievable goal for the subordinate and 

clarifies it, while also focusing on the needs of the 

subordinate and reiterates how those will be fulfilled 

when satisfactory work has been performed. 

Transactional leadership is defined as reciprocal 

leadership in which leaders and subordinates bargain for 

power and benefits. 

TFLS 

3 Transformation

al leadership 

style 

The concept of this style was first put forward by James 

Mac Gregor Burns (1978). He referred it to the elevation 

of the followers as leaders and of leaders as moral 

agents. He also regarded it as a relationship of mutual 

stimulation (Burns, 1978). In this style the followers are 

given individual consideration and they are influenced 

and motivated through intellectual stimulation 

TSLS 

4 Task-Oriented 

DMS 

Analytical: This style of decision making has the 

characteristic of inclination towards autocratic style and 

with the external orientation (information). These 

decision makers largely focus on technical decisions 

therefore, they need sufficient information about 

developing multiple alternatives. 

 

TDM

S 
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Directive: This style of decision making also has the 

characteristic of autocratic style but with the internal 

orientation. As compared to the managers of analytical 

DM, they hardly have toleration for ambiguity and have 

low cognitive complex personality. Though this style of 

leadership emphasizes technical decisions but they 

prefer speed and efficiency by examining limited 

alternatives. Unlike analytical they avoid unnecessarily 

detailed information and prefer specificity of 

information. They also want to prefer verbal 

information and want to dominate others. 

5 People-

Oriented DMS 

Conceptual: The decision makers who do People-

oriented Decision-Making their cognitive abilities are 

complex and are characterized by people orientation. It 

means they will keep people at priority when they make 

decisions and understanding complex relationships is 

not difficult for them. They are mostly idealistic, 

thinkers and do less. Their commitment towards 

organization remains very high. They cannot work 

under strict circumstances rather prefers lose control. 

They are creative and can easily share ideas with their 

subordinates because there are no trust issues in their 

relations. 

Behavioral: Decision makers of this style are less 

intricate thinkers but people oriented. Therefore, their 

focus and concern are for colleagues, subordinates and 

organization. They are communicative, inspiring, and 

accommodative and hold frequent meeting for short 

term plans. 

PDM

S 
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2.3 Theoretical Framework 

 

Theoretical-framework is the research model extracted from the existing studies as the 

theory which represents the topic or issue under study. Following is the schematic diagram 

of the same theoretical model showing the variables and their interrelationships as 

prescribed in the literature or existing body of knowledge regarding the topic. 

 

Figure 2.1 Schematic Diagram of ‘Theoretical-Framework’ 

 

 

Figure 2.1 presents the theoretical framework used as the research model in this study. The 

model has been extracted from the literature through thematic analysis of the qualitative 

data. Literature review is conducted to extract the research variables and their logical 

interrelationships as defined and verified by the researchers in the existing research 

databases. On the left is the main model showing the correlation, multiple regression tests 

of significance applied to test the hypotheses. The right side of the model gives four 

mediation-models as extracted from the literature: TFLS (EI) PDMS, TFLS (EI) TDMS, 

TSLS (EI) PDMS, & TSLS (EI) TDMS.  
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Chapter 3 RESEARCH METHODOLOGY 

 

Research Methodology is a set of different comprehensive steps utilized by a researcher in 

setting up research work (Leedy & Ormrod 2001; Williams, 2011; OD Apuke, 2017 .)

There is a difference between Methods and Methodology. Method answers the “HOW ”

and Methodology answers the “WHY ”during data collection but both have their own 

significance (Jackson et al. 2007). Method employs to the ways data for research is 

collected while in methodology best approach for addressing the problem is identified and 

utilized (Kaplan, 1964).Research methodology suggests the systematic way of inquire by 

showing what issues merit examining, how to outline a problem so it tends to be 

investigated, how to generate data and how to make coherence among the problems, 

information produced, examined, analyzed and concluded. The relationship between 

Methodology and Method proves to be more impactful than any of them alone and are 

defined and explained differently on the basis of their particular philosophies supported by 

researchers (Kaplan, 1964; Jackson et al. 2007). 

 

3.1 Philosophy of Research 

Every researcher begins with a research-philosophy as the underlying set of theories about 

three critical dimensions of any research-project or campaign: theory of knowledge 

(ontology), in what form capture, store and communicate (epistemology) it, and the tools 

and techniques to (methodology) to do this job. Positivism suggests that ‘whatever can be 

verified is knowledge,’ knowledge can be captured, recorded, processed and 

communicated using standard concepts, and all this will be done using the scientific-

method. The father of this philosophy and methodology was the sociologist Auguste Comte 

in 1905. Comte contended that, much as the physical world works as of gravity and other 

outright laws, so also does society. 

 

Positivism suggests that information gathered through senses, logic and mathematical 

conduct is a valid truth (knowledge). Further, the psychological states directly cause each 

other and that the strength of the causal relationship can be expressed in numbers (Cropley, 

2019).  
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3.2 Research Approach 

Research approach refers to the ‘way of accessing data for collection’, i.e., accessing the 

population directly or using a representative sample, which provides first-hand data as the 

representative of the population (Hancock et al. 2001). Survey is therefore dependent on 

the true ‘representative’ nature of the sample selected (Mohajan, 2018). Survey is the 

analytical practice of recording some information in a matrix format thus summarizing 

observations of the world along two axis (Olsen, 1997:23). 

 

 

3.3 The Study Area: District Dera Ismail Khan 

 

Dera Ismail Khan is one of the oldest district of Khyber Pakhtunkhwa Provence situated at 

its extreme southern end. The district comprises upon five Tehsils covering area of 7,326 

sq.km with the total population of 1627132 as per 2017 Census. Local government and 

district government go hand in hand to affectively run the affairs at district level. Both are 

the wheels of local government in which both have their separate responsibilities and 

authorities. About the system of local government there is prevailing ignorance among 

elected representatives and bureaucracy (Haroon et al. 2008). 

 

Normally districts are responsible for providing elementary and secondary education along 

with primary and secondary health care. They have also responsibilities to build 

dispensaries, strengthen agriculture and intra district roads. On Tehsil level responsibilities 

are confined to Tehsil only which includes local streets and roads and services like Tehsil’s 

water supply system, sewers and sanitation and lighting. Organizing cultural events also 

comes under the responsibilities of Tehsil. Village/Neighborhood councils are interested 

with the responsibility of maintaining and take care of libraries, streets, wells, ponds and 

grazing areas and providing the related services.  
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To ensure local security against any threat the Village/Neighborhood can a point security 

guards. Regarding local developmental work village council and neighborhood councils 

may forward proposals and suggestions, in the form of their annual plan, to the tehsil 

administration and district administration for budget allocation (KP, LG&RDD). From the 

literature it is evident that members of local government are the elected by the people as 

their representatives. They represent their respective district, tehsil, neighborhood council 

and village. They have duties to perform and lead their people. They have to take decisions 

on behalf of their community. This leaves us with scope of research to study leadership, 

emotional intelligence and decision making. This research focuses on studying these 

variables and their relationship in the context of decision making by the civil servants at 

district level and by the elected representatives at the district, tehsil and union level.  

 

For the purpose of this study Dera Ismail Khan is taken as unit of the study and decision 

makers at the local level like Deputy Commissioner, Assistant commissioners, District 

Nazim, Tehsil Nazims of its five TMAs i.e.  Dera Ismail Khan, Paroa, Draban Kalan, 

Kulachi and Paharpur will form population of the study. Members district councils, 

members of all tehsil councils and chairmen of the Village/Neighborhood councils of all 

tehsils will also form part of our population of the study. 

 

  

3.4 Population and Sample 

 

3.4.1 Population 

Collection of the elements of interest in research about which a conclusion will be drawn 

is population. It may consist of nations, sportsmen, teachers, organizations etc. about which 

research intend to make inference on the basis of sample information (Weirs, 1984). A 

population may consist of citizens, players, accountants, universities, motorcycle owners 

etc. about which we wish to make inference based on sample information (Weirs, 

1984:102). Thus, population is a collection of all the elements we are studying and about 

which we are trying to draw conclusions (Levin, 1978:9). 
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As given in the table 3.1 The Population of this study comprises upon all members 

(including ZilaNazim) of the district council, all the Tehsil members of five Tehsil councils 

(including Tehsil Nazimeen) of District Dera Ismail Khan and chairmen of all the 

Village/Neighborhood councils in district D. I. Khan. The Deputy Commissioner D. I. 

Khan, Five Assistant Commissioners of the Tehsils of Dera Ismail Khan, Assistant Director 

Local Government Dera Ismail Khan, Five TMOs and five TO(F)s of TMAs. 

 

Officers of the district government and elected authorities of local government go hand in 

hand to affectively run the affairs at district level. Both are the wheels of local government 

in which both have their separate responsibilities and authorities. Officers of the provincial 

government are responsible for maintaining law and order and revenue collection at the 

district level. They also have important role in deciding about developmental projects. 

Whereas the elected representative of local government are to decide about developmental 

projects, municipal services and social welfare.  

 

About the system of local government there is little knowledge among elected 

representatives and civil bureaucracy (Haroon et al. 2008). Therefore, population of the 

study includes both sides. As our dependent variable is DMS therefore we have included 

only those who have role in decision making i.e. 278 elected representatives and 70 officers 

of the provincial government will give us the total population of 348.  
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Table 3.1 Population of the Study 

 

3.4.2 Sample 

Sample is a small portion of the whole population carefully selected to represent the whole 

population. Efforts are made to determine the sample size to project all the characteristics 

of the population under study. In the current study the population consisted of different 

distinct groups therefore ‘Stratified-sampling’ procedure was used to select the samples for 

each strata of the population because it is a widely used sampling technique for 

approximate query processing (Nguyen, 2019). In stratified sampling, on the basis of 

number of variables to be analyzed, the whole population is divided into subgroups first 

Composition of town/ tehsil councils 
 

Genera

l 

Wome

n 

Peasants/ 

Workers 

Minorities Youth Total 

DIKhan 21 7 2 2 2 34 

Paharpur 11 4 1 1 1 18 

Paroa 7 3 1 1 1 13 

Kulachi 5 1 1 1 1 9 

Daraban Kalan 5 1 1 1 1 9 

      83 

Composition of District Council 

DIKhan 49 16 3 3 3 74 

Provincial Government DC=1, AD LG=1, AC=5, TMOs=5, TOFs=5  Total= 

17 

District Government 53 employees 

 [ Total Government Servants = 17+53 = 70] 

174 Chairmen of all Village/ neighborhood Councils of district Dera Ismail Khan. 

Chairmen from D. I. Khan = 174 Members from 5 tehsils of DIKhan = 104 + 70 

Government Officers =  348 
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and then simple random sampling is introduced to each subgroup (Sekaran & Bougie, 

2016). Table gives the detail of the process and results. 

 

Table 3.2 Sampling data  

Z SD E N N 

1.96 0.068 0.0068 348 182.6 

Na SDA 
   

91 0.073 Upper level D/Makers  49.52 

Nb SDB 
   

174 0.063 Chairmen 
 

81.72 

Nc SDC 
   

83 0.083 Members 
 

51.35 

 

 

3.5 Data Collection Tools 

 

3.5.1 Literature Survey 

Well written books by the eminent scholars on the topic and relevant research papers and 

research articles published in journals of high repute were thoroughly studied and 

secondary data was collected through these sources. The relevant material available on 

internet was also utilized. The literature survey is a clear and logical presentation of the 

relevant research work done thus far in the area of investigation (Sekaran, 1999:64). The 

literature survey identifies the variables that might be important as determined by previous 

research findings. Literature survey provides a solid foundation for developing theoretical 

framework (Sekaran, 1999:102).  

 

3.5.2 Field Survey 

The questionnaire was developed using existing “Standard Questionnaires” as well as the 

existing literature on the variables included in the research model of the thesis. 

Questionnaire was pretested at the level of “Pilot Study” through distributing the 
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instrument among the experts including teachers in the department and faculty of social 

sciences in the university. The experts opinion was precisely taken up for the construction 

of questionnaire used in the main study in terms of including and excluding questions, 

rephrasing the questions and placing of questions in the questionnaire. This framed 

questionnaire was then used to collect the primary data from all concerned respondents. 

Moreover, the questions were also translated into Urdu for convenience of the respondents. 

 

Multifactor leadership questionnaire developed by Bass and Avolio (2000). Decision Style 

Inventory (DSI), (Rowe, and Mason (1987) developed the Decision Style Inventory (DSI) 

as an instrument assessing one's decision making style. The instrument identifies four basic 

styles: Analytical style, Conceptual style, Behavioral Style, and Directive style. Rowe and 

Mason (1987) reported that over 10,000 individuals took the inventory. Reportedly it has 

shown excellent split-half and test-retest reliability as well as validity measured by 

correlations with other test instruments.  The third scale used to measure workplace 

Emotional intelligence of the employees. This is 12-items scale developed by GENOS EI 

inventory with a Cronbach’s alpha of 0.89. 

 

 

3.6 Tools for Data Analysis 

 

3.6.1 Qualitative-Processing (Thematic-analysis) 

Thematic analysis is popular theoretical model used for qualitative data analysis through 

different procedures or frameworks, which abound in the literature. For example, ‘thematic 

network analysis’ by Stirling, JA. (2001) ‘Grounded-theory’ by Glasser & Strauss (1967), 

and ‘Framework-Analysis’ suggested by Ritchie & Spencer (1994). All these models work 

differently however, use the same or similar idea of working on themes. Thematic-analysis 

happens simultaneously while collecting qualitative data. Primary-themes are collected 

from the data, which are then organized into ‘organizing-themes’ and then in turn, these 

are connected together into a ‘global-theme’ or more precisely, ‘theoretical-framework’ 

working as the research-model to express what is happening and what can be done further. 
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Like, the researcher used this model as a guideline to design and implement field study for 

first-hand data. 

 

Further, the ‘argumentation-model’ by Toulmin (1958) has been used as a welding force 

to reorganize primary-themes both logically and chronologically within an ‘organizing-

theme’ or variables in this study. Argumentation is the process of reproducing the collected 

themes into a structured network of relationships thereby making a narrative holding 

complete account the things happening within an organizing-theme (variable) and beyond. 

An argument is a ‘claim based’ on ‘data’ and supported by ‘evidence.’ This three-point 

narrative is enhanced by ‘qualifiers or probability’, ‘counter-arguments’, and ‘baking’ by 

more data.  

 

3.6.2 Quantitative-Processing (Statistical-tools) 

Standard statistical procedures were used to analyses field-data or quantitative portion of 

the research data. It consisted of producing ‘descriptive-results’ and more importantly, 

‘testing-of-hypotheses’ regarding the theorized relationships between the variables. 

Following tools were applied to test different hypotheses: 

 

1. Correlation: Pearson Correlation was run to examine the ‘Associations’ of all 

independent variables with the criterion or dependent variable. Once the 

correlations between the predictors and test-variables is substantiated, the 

advanced analysis of cause-n-effect is undertaken through regression 

procedures.  

2. Regression:  To test the existence of the Cause-n-Effect’ relationships between 

the predictors and test variable, simple and multiple regressions were applied 

to get statistics on the positive and negative relationships in the model. 

3. Mediation: The process of testing the role of a third variable in bringing the 

variation in the test-variable of dependent variable. Four mediations were run 

to test the four hypotheses about the role of EI between the leadership-styles 

and the decision making styles of the respondents (See Fiure-3.1 below).  
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4. Tests of Significance: TOS are used to compute group mean differences 

between the respondents based on their demographic attributes. 

 

Figure 3.1 Baron & Kenny (1986) Mediation-model 

 

 

 

 

3.8 Operationalization of the Themes (Variables)  

 

The qualitative concepts are transformed into ‘measurements’, which form the questions 

used in the questionnaire. Qualitative concepts come from the literature survey in the form 

of major and sub-themes, where major themes are referred to variables and sub-themes 

represent the attributes of this variable. Questions are constructed using each every sub-

theme within a particular variable. Following measurements have been extracted from the 

literature survey: 
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3.8.1 Operationalizing Research Variables 

 

Table 3.4 Operationalized Working Concepts/Themes 

 Major-themes/ 

Variables 

Sub-themes/Attributes (Measurements) Code 

1 Transformational 

leadership style 

1. Idealized influence (Role-Model) 

2. Inspirational motivation 

3. Intellectual simulation 

4. Individualized consideration 

TFLS 

2 Transactional 

leadership style 

1. Contingent rewards and  

2. Contingent punishment 

3. Management by exception (active) 

4. Management by exception (passive) 

TSLS 

3 Emotional 

Intelligence 

1. PEI: Self-Awareness, Self-regulation, & 

Motivation. 

2. SEI: Empathy and Social Skills. 

EI 

4 People-oriented 

Decision Making 

Style 

1. Conceptual: This style of decision-making shows 

high tolerance for ambiguity and uses intuition. 

This is good for long term decision making, which 

changes as per requirement. 

2. Behavioral: Behavioral style has low tolerance for 

ambiguity but intuitive in nature. The behavioral 

decision-makers engage in team discussions. They 

are responsive to the preferences of team members. 

What feels right and what can motivate the team 

members to perform are the basis for decisions. 

PDMS 

5 Task-oriented 

Decision Making 

Style 

1. Analytical: These decision-makers examine a lot of 

information before taking a decision. They rely on 

direct observation and facts to support decisions. 

TDMS 
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They have high tolerance for ambiguity and keep 

themselves adaptable, however, they prefer 

controlling the process of decision-making.  

2. Directive: This is a rational and autocratic style 

where leader uses his/her own knowledge, 

experience and judgment to make choices.  

 

 

3.8.2 Demographic Operationalization of Sample Attributes 

Most of the demographic attributes come with standard classifications and the researcher 

has to just report them as prevalent in the research community. Some demographic 

variables which are continuous in nature like age or experience, the researcher categories 

them into groups for computing group mean differences like experience is operationalized 

as seniors and juniors. 

 

Table 3.5 Demographic Attributes 

 Variables Attributes Code 

1 Respondent-type 1. Government Servant and 2. Elected Members RTP 

2 Qualification 1. Graduate and 2. Under-Graduate QUA 

3 Domicile 1. Local and 2. Non-Local DOM 

4 Marital-Status 1. Married and 2. Single MS 

5 Experience 1. >10 and <10 EXP 

6 Age 1. >40 and 2. <40 AGE 
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Chapter 4 DATA ANALYSIS & FINDINGS 

 

This chapter presents and discusses the empirical results computed from the first-hand data 

from the field survey of respondents. Before analysis, the reliability and validity statistics 

have been computed. There is a descriptive section and other section deals with statistics 

emerging from ‘Testing of Hypotheses’ regarding the relations between the variables 

included in the research model. All the results are compatible with the logical suggestions 

(hypotheses) extracted from the literature-review. For example, emotional intelligence is 

more connected with transformational leadership and people-oriented decision making and 

negatively or/and insignificantly linked with transactional leadership style and task-

oriented decision making style. 

 

4.1 Reliability & Validity of Instrument & Data 

Reliability of instrument refers to the ‘repeatability’ of questionnaire with the similar 

results when used in similar situations. It is the dependability of the instrument to collect 

required data from every respondent across the space and time. While validity is the ability 

of instrument and data to collect exactly what is supposed to be collected. It is the legal-

value of the data collected from field survey.  

 

4.1.1 Reliability-analysis 

 

Table 4.1 Reliability-statistics on Research-variables  

  N of Items Cronbach's 

Alpha 

2 Transformational Leadership-style [TFLS] 8 (8) .766 

3 Transactional Leadership-style [TSLS] 7 (7) .860 

1 Emotional-intelligence [EI] 20 (10) .792 

4 People-oriented Decision-making-style 

[PDMS] 

8 (8) .935 
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5 Task-oriented Decision-making-style [TDMS] 8 (8) .854 

6 Questionnaire 51 (41) .876 

 

The Cronbach’s Alpha score of each variable as well as questionnaire is far beyond 

the minimum thresh-hold (= or > 0.7) specified for qualification. 

 

4.1.2 Validity-analysis 

 

a. Validity of Transformational-leadership-style 

 

Table 4.3 Validity-statistics on TFLS 

Kaiser-Meyer-Olkin and Bartlett's Test Component Matrix 

KMO Measure of Sampling Adequacy. .791 Item Loadings 

Bartlett's Test of 

Sphericity 

Approx. Chi-Square 321.509 TFLS1 .683 

df 28 TFLS2 .551 

Sig. .000 TFLS3 .705 

 Required Computed  TFLS4 .754 

KMO score = or >0.7 0.791 TFLS5 .319 

Bartlett’s test = or <0.05 0.000 TFLS6 .662 

Factor loadings = or >0.4  TFLS7 .666 

Note. Item TFLS5 (0.319) was not excluded because required 

KMO score was achieved.  

TFLS8 .573 

Note. Each of all eight items have factor-loadings >0.4 therefore, all the items were 

included in the computed-variable and thus in analysis. 

 

 

b. Validity of Transactional Leadership-style 
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Table 4.4 Validity-statistics on TSLS 

Kaiser-Meyer-Olkin and Bartlett's Test Component Matrix 

KMO Measure of Sampling Adequacy. .887 Items Loadings 

Bartlett's Test of 

Sphericity 

Approx. Chi-Square 525.067 TSLS1 .865 

df 21 TSLS2 .618 

Sig. .000 TSLS3 .615 

 Required Computed  TSLS4 .824 

KMO score = or >0.7 0.887 TSLS5 .754 

Bartlett’s test = or <0.05 0.000 TSLS6 .722 

Factor loadings = or >0.4  TSLS7 .765 

Note. Each of all seven items carried factor-loadings >0.4 thus, all the items were 

used in the computed-variable and thus in analysis. 
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c. Validity of Emotional-intelligence 

 

Table 4.5 Validity-statistics on EI 

Kaiser-Meyer-Olkin and Bartlett's Test Component Matrix 

KMO Measure of Sampling Adequacy. .709 Items Loadings 

Bartlett's Test of 

Sphericity 

Approx. Chi-

Square 

1003.709 EI1 .655 

df 45 EI2 .469 

Sig. .000 EI3 .643 

   EI4 .545 

 Required Computed  EI5 .519 

KMO score = or >0.7 0.709 EI6 .598 

Bartlett’s test = or <0.05 0.000 EI7 .803 

Factor loadings = or >0.4  EI8 .806 

Note. Items with factor-loading <0.4 were excluded from the 

analysis. Excluded items: 9, 10, 11, 13, 14, 15, 17, 18, 19, & 

20  

EI12 .642 

EI6 .432 

Note. 10 of the items have factor-loadings >0.4 therefore, only those ten items were 

used to get computed-variable and thus included in the analysis. 
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d. Validity of People-oriented Decision-making-style 

 

Table 4.6 Validity-statistics on PDMS 

Kaiser-Meyer-Olkin and Bartlett's Test Component Matrix 

KMO Measure of Sampling Adequacy. .943 Items Loadings 

Bartlett's Test of 

Sphericity 

Approx. Chi-

Square 

1143.027 PDMS1 .809 

df 28 PDMS2 .762 

Sig. .000 PDMS3 .896 

   PDMS4 .788 

 Required Computed  PDMS5 .946 

KMO score = or >0.7 0.943 PDMS6 .846 

Bartlett’s test = or <0.05 0.000 PDMS7 .733 

Factor loadings = or >0.4  PDMS8 .856 

Note. Each item has factor-loadings >0.4 therefore, every item was used to compute 

the required variable for analysis. 

 

e. Validity of Task-oriented Decision-making-style 

 

Table 4.7 Validity-statistics on TDMS 

Kaiser-Meyer-Olkin and Bartlett's Test Component Matrix 

KMO Measure of Sampling Adequacy. .872 Items Loadings 

Bartlett's Test of 

Sphericity 

Approx. Chi-

Square 

598.661 TDMS1 .848 

df 28 TDMS2 .739 

Sig. .000 TDMS3 .720 

   TDMS4 .756 

 Required Computed  TDMS5 .850 

KMO score = or >0.7 0.872 TDMS6 .609 

Bartlett’s test = or <0.05 0.000 TDMS7 .599 

Factor loadings = or >0.4  TDMS8 .553 
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Note. Every items has factor-loadings >0.4 so, computed-variable and analysis 

were undertaken by all eight items. 

 

4.2 Descriptive Results 

 

Descriptive results are about the ‘individual’ variables including both research and 

demographic variables. Descriptive statistics include frequencies, percentages and tables. 

Frequencies of the demographic groups are given in the following tables. The last table in 

descriptive section is about the descriptive-statistics regarding research variables 

containing min, max, mean-values, standard-deviation, and standard-error. 

 

Table 4.8a Frequencies (respondent-type)  

Respondent-type Frequency Percent Valid Percent Cumulative 

Percent 

Valid Government 

Servants 

77 41.8 41.8 41.8 

Elected Members 107 58.2 58.2 100.0 

Total 184 100.0 100.0  

 

Sample included government officers [41%] and elected members/representatives [58%] 

of society.  

 

Table 4.8b Frequencies (qualification)  

Qualification Frequency Percent Valid Percent Cumulative 

Percent 

Valid Graduate 79 42.9 42.9 42.9 

Under-Graduate 105 57.1 57.1 100.0 

Total 184 100.0 100.0  

 

Qualification showing the education of respondents was a critical demographic attributes 

as suggested by the existing research. Further, the statistical importance is supported by 
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the evidence from field study. There were 42% Graduate respondents and Undergraduates 

were 57% in the sample.  

 

 

Table 4.8c Frequencies (domicile)  

Domicile Frequency Percent Valid Percent Cumulative 

Percent 

Valid Local 128 69.6 69.6 69.6 

Non-Local 56 30.4 30.4 100.0 

Total 184 100.0 100.0  

 

The employees hailing from the rural areas have different livelihood and lifestyle from 

those residing in cities or temporally advanced areas with a typical lifestyle, issues, and 

solutions. Thus, 70% of locals and 30% non-locals were contacted for filling the 

questionnaire.  

 

Table 4.8d Frequencies (marital-status)  

Marital Status Frequency Percent Valid Percent Cumulative 

Percent 

Valid Married 140 76.1 76.1 76.1 

Single 44 23.9 23.9 100.0 

Total 184 100.0 100.0  

 

Married or not married means a lot of things which affect the standpoints of people 

regarding basic facts of life. It is due to the different lifestyle of married and unmarried 

people in terms of personal and social responsibilities. Married has more things to do for 

his/her family including him/her self, while singles are comparatively responsible for 

themselves.  
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Table 4.8e Frequencies (experience)  

Experience Frequency Percent Valid Percent Cumulative 

Percent 

Valid >10 119 64.7 64.7 64.7 

<10 65 35.3 35.3 100.0 

Total 184 100.0 100.0  

 

Experience of employees reflects mature responses from the seniors regarding different 

aspects of the organization including leadership, decision making and emotional 

management in the work environment of their organizations.  

 

Table 4.8f Frequencies (age)  

Age Frequency Percent Valid Percent Cumulative 

Percent 

Valid >40 126 68.5 68.5 68.5 

<40 58 31.5 31.5 100.0 

Total 184 100.0 100.0  

 

Table 4.9 Descriptive Statistics on Research Variables  

 N Min Max Mean Std. D 

Transformational Leadership-style [TFLS] 184 3.00 5.13 4.2446 .46198 

Transactional Leadership-style [TSLS] 184 2.00 6.43 2.5811 .73104 

Emotional-intelligence [EI] 184 3.00 6.80 5.8353 .61413 

People-oriented Decision-making-style 

[PDMS] 

184 3.00 5.13 4.3614 .56629 

Task-oriented Decision-making-style [TDMS] 184 2.00 6.50 3.8245 .74574 

 

Emotional intelligence has got maximum average score [5.8353] in comparison to all other 

variables while, transactional leadership style has earned minimum average statistics of 

[2.5811]. People-oriented decision making is coming third in average scores followed by 
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transformational leadership and task-oriented decision making. Though results confirm the 

people-oriented nature of local government systems however some score are raising 

concerns about their role.  

 

4.3 Testing of Hypotheses 

Research-hypotheses are about the ‘relationships’ between the variables tested for their 

existence and weight/value using first-hand data for analysis to answer the research 

questions. The researcher has used correlations, regressions, mediations and tests of 

significance to test multiple hypotheses postulated from the literature in the network of 

relations as expressed in the theoretical-framework. 

 

In the current study, the researcher developed (from the literature) 7-questions regarding 

multiple relationships of the research-variables (predictors, criterion-variables, and the 

mediator) while 6-questions about the impacts of respondents’ demographic attributes on 

their perceptions about all the independent, mediator, and test-variables. Correlations, 

regressions, mediations and tests of significance were run to test 13-hypotheses based on 

the 13-questions of this study.   

 

4.3.1 Association-analysis 

To test for the existence and weight of ‘associations’ between the predictor and criterion-

variables, correlation procedure is run to compute score of Pearson-correlation. R-values 

information about the existence, weight, and direction of the associations, while p-values 

help in understanding the ‘generalizability’ of the sample statistics on the population-

parameters. 

H1. Predictors are associated (sig.) with test-variables (PDMS & TDMS). 

Table 4.10 Correlations-matrix [n = 184] [H1] 

 Transformational 

Leadership-style 

TSLS EI PDMS 

Pearson 

Correlation 

.121 1   
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Transactional 

Leadership-style 

[TSLS] 

Sig. (2-tailed) .102    

N 184    

Emotional-

intelligence 

Pearson 

Correlation 

.395** -.402** 1  

Sig. (2-tailed) .000 .000   

N 184 184   

People-oriented 

Decision-making-

style 

Pearson 

Correlation 

.837** .095 .484** 1 

Sig. (2-tailed) .000 .199 .000  

N 184 184 184  

Task-oriented 

Decision-making-

style 

Pearson 

Correlation 

.113 .995** -

.409** 

.087 

Sig. (2-tailed) .127 .000 .000 .239 

N 184 184 184 184 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

1. TFLS is ‘insignificantly’ associated with TDMS and TSLS. It shows that there is 

established distance between TFLS behavior and the one expressed in the TSLS 

and TDMS work environments. Therefore the links are weak and not significant.  

2. TFLS is ‘significantly’ linked with PDMS and EI. It means that ‘human-factor’ is 

common to all these three variables. These organizational behaviors fully capitalize 

on the human dimensions of the organization particularly, emotional-intelligence. 

3. TSLS is ‘significantly & positively’ related with TDMS 

4. TSLS is ‘negatively & significantly’ connected with EI showing disconnect 

between transactional behavior and emotional management. 

5. TSLS is ‘insignificantly’ linked with PDMS thereby confirming that transactional 

leaders are not capable or required to undertake PDMS, it is the job of 

transformational leaders. 

6. PDMS is ‘insignificantly’ connected with TDMS. 
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7. The results of correlation-analysis regarding the links of all three predictors with 

the both test-variables reveal that the relations of EI are positive with TFLS and 

PDMS, which hints to the common elements of ‘human-factor’ in EI, TFLS and 

PDMS, which is working as bonding force. Likewise, the lack or even negative 

connections of EI with TSLS and TDMS also confirms that transactional leaders 

and task-oriented decision making ignores the emotional contents of the 

organizational behavior, which is sometimes counterproductive.  

 

The hypothesis # 1 is therefore substantiated and accepted as true. 
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4.3.2 Regression 1: TFLS, TSLS, & EI PDMS 

 

To test the cause-n-effect relationships of predictors with test-variables, regression-

procedures are commonly used. Multiple regression was run using three predictors and one 

criterion-variable. The results speak about different parts of the answer including, overall 

variation in test-variable due to the predictors (all). Further, Beta-weight of each predictor-

variable informs about the power of variable to affect test-variable with p-value (Sig.) 

confirming the use of results to explain population parameters. 

 

H2. Predictors (sig.) explain variation in PDMS. 

 

Table 4.11 Model Summary & ANOVA Statistics [H2] 

Model Summary ANOVA 

Model R R2 Adjusted R2 Std. E Durbin-

Watson 

F Sig. 

1 .857a .735 .731 .29378 1.919 166.660 .000b 

 

R-value of 0.857 is huge statistics to represent the strength of associations between 

predictor and criterion-variable. Durbin-Watson test score is within required range 

showing that collinearity of the predictors is in acceptable limits of <2. Further, F-

values is enough (greater than the required critical value of 20) to confirm the 

‘goodness of fit’ for the regression-model used. 

 

Table 4.11a Coefficients [H2] 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. 

Error 

Beta 

1 (Constant) -.938 .287  -3.274 .001 
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Transformational-leadership 

style [TFLS] 

.896 .054 .731 16.520 .000 

Transactional-leadership 

style [TSLS] 

.079 .034 .101 2.284 .024 

Emotional-intelligence [EI] .217 .044 .236 4.911 .000 

a. Dependent Variable: PDMS; b. Predictors: (Constant), EI, TFLS, TSLS 

 

Analysis 

In regression-1 the cause-n-effect relationship was tested. The results are: R2=0.735 and 

p-values of all three coefficients-of-regression are <0.05 (0.000, 0.024, & 0.000 

respectively). It is however, notable that though all three predictors have come up 

significant results but the weight on every variable in affecting the test-variable (PDMS) is 

different. TFLS is most powerful predictor with Beta-weight of 0.896 (p-value= 0.000), 

while TSLS is the weakest predictor with Beta-weight of 0.079 to change the test-variable. 

The Hypothesis#2 accepted with huge statistics and strong significance. 

 

The impacts of all three predictor variables are significant however, when we look at the 

Beta-weights of different predictors, it comes out that the biggest impact has been 

generated by the transformational leadership-style with Beta-weight of 0.896, which very 

strongly supports the theoretically established links between the transformational 

leadership and the people-oriented decision-making among the representatives and officers 

working in the local government system of District Dera Ismail Khan.  

 

Further, the role of emotional intelligence in the language of Beta-weight is 0.217, which 

is second in explain the test-variable after transformational leadership. Finally, the 

transactional leadership style has got Beta-weight of 0.079 showing the weakest link with 

people-oriented decision making practices in the local government system. This is also in 

tune with the hypotheses generated from the literature, which repeatedly suggests that 

transactional leaders are less connected with the people-based decisions rather use task 

oriented models of decision making.  
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4.3.3 Regression 2: TFLS, TSLS, & EI  TDMS 

 

H3. The second test variable ‘TDMS’ is (sig.) predicted by predictors. 

 

Table 4.12 Model Summary & ANOVA Statistics [H3] 

Model Summary ANOVA 

Model R R2 Adjusted R2 Std. E Durbin-Watson F Sig. 

1 .995a .990 .990 .07398 1.992 6138.381 .000b 

F-value of ANOVA is far beyond the required critical value of 20. It shows that the 

regression model used has the exploratory power to explain the cause-n-effect 

relations quite comprehensively. 

 

Table 4.12a Coefficients [H3] 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. 

Error 

Beta 

1 (Constant) .052 .072  .723 .471 

Transformational-leadership 

style [TFLS] 

-.006 .014 -.004 -.423 .673 

Transactional-leadership style 

[TSLS] 

1.012 .009 .992 116.78

0 

.000 

Emotional-intelligence [EI] -.011 .011 -.009 -.957 .340 

a. Dependent Variable: TDMS; b. Predictors: (Constant), EI, TFLS, TSLS 

 

Analysis 

The hypothesis # 3 is partially accepted as true because the huge R2 (0.990) seems to be 

achieved through single predictor of TSLS (Beta-weight= 1.012 and p-value= 0.000). 

TFLS and EI have come up with insignificantly results (p-values = .673 & .340 

respectively). Even the values show ‘negative’ relations of TFLS (Beta-wright= -0.006) 
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and EI (Beta-weight= -0.011) with TDMS. In regression-2, the TSLS has emerged as the 

strongest predictor of TDMS. 

 

The results of above regression analysis very clearly verifies the theoretical assumptions 

about the relationships of transactional, transformational leadership, and emotional 

intelligence with task oriented behavior of decision making process. It has been statistically 

established that only transactional leadership style is strongly connected with the task 

oriented model of decision making among the   

 

 

4.3.4 Mediation-1 TFLS-EI-PDMS 

Mediation process is run to compute statistical significance of the role played by a third 

variable between a predictor (X) and a test-variable (Y). Since both predictor and mediators 

are independent variables therefore, it can be said that mediation determines – which of the 

two predictors is play more critical and dominant role than the other. Four models have 

been tested and results presented to accept or reject the hypotheses as per computed 

statistics according to the following criteria prescribed by Baron & Kenny (1986): 

 

Criteria for Deciding on Mediation-analysis 

 Pre & Post Conditions   

1 Pre-Conditions 

(to qualify for Me-process) 

Path ‘a’. must be significant 

2 Path ‘c’. must also be significant 

3 Conditions 

(Conditions to decide about 

the hypotheses) 

Path 

‘b’. 

must be significant 

4a Path ‘ĉ’  is ‘insignificant,’ the Mediation is 

‘FULL’ 

4b Path ‘ĉ’  is ‘significant’, the mediation is 

PARTIAL. 

 

Hypothesis#4. EI (sig.) mediates between TFLS and PDMS. 
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Computing a (H4) 

 

Table 4.13 Model Summary & ANOVA Statistics [H4] 

Model Summary ANOVA 

Model R R 

Square 

Adjusted R2 Std. E F Sig. 

1 .395a .156 .151 .56580 33.604 .000b 

 

Table 4.13a Coefficients [H4] 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 (Constant) 3.608 .387  9.333 .000 

TFLS .525 .091 .395 5.797 .000 

a. Dependent Variable: EI; b. Predictors: (Constant), TFLS 

 

The first pre-condition for using Baron, & Kenny’s (1986) Model of Mediation, is that the 

X and Me must be significantly connected through regression procedures. Above results 

show that there is significant cause-n-effect relation between the predictor and mediator 

variables therefore the first pre-condition is established.  

 

Computing b, c, ĉ (H4) 

 

Table 4.14 Model Summary [H4] 

Model R R2 Adj.R2 Std. E Change Statistics Durbin-

Watson R2 F df1 df2 Sig. 

F 

1 .837a .700 .698 .31114 .700 424.205 1 182 .000  

2 .853b .728 .725 .29718 .028 18.504 1 181 .000 1.892 
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The R2 change is less than 5%, which shows that there is no sample-error. Further, 

the score of Durbin-Watson is within the required score of 2 thereby placing the 

collinearity issue within range.  

 

 

 

Table 4.14a ANOVA [H4] 

Model Sum of 

Squares 

df Mean Square F Sig. 

1 Regression 41.066 1 41.066 424.205 .000b 

2 Regression 42.700 2 21.350 241.753 .000c 

 

Table 4.14b Coefficients [H4] 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 (Constant) .009 .213  .043 .966 

TFLS 1.025 .050 .837 20.596 .000 

2 (Constant) -.595 .247  -2.411 .017 

TFLS .938 .052 .765 18.114 .000 

EI .167 .039 .182 4.302 .000 

a. Dependent: PDMS; b. Predictors: (Constant), TFLS; c. Predictors: (Constant), 

TFLS, EI 

 

Analysis: As per significance-values, there is evidence of ‘Partial-mediation’ of EI 

between TFLS and PDMS. Though mediator has contributed a minimal amount of 

variation in the test-variable however, there is support the third variable for the relations 

between TFLS and PDMS. So hypothesis # 4 is accepted as substantiated.  
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4.3.5 Mediation-2 TFLS -EI-TDMS 

 

Hypothesis#5. The relations of TFLS and TDMS are (sig.) mediated by EI. 

 

Computing b, c, ĉ  

 

Table 4.15 Model Summary [H5] 

Model R R2 Adj.R2 Std. E Change Statistics Durbin-

Watson R2 F df1 df2 Sig. 

F 

1 .113a .013 .007 .74300 .013 2.352 1 182 .127  

2 .507b .257 .249 .64639 .244 59.474 1 181 .000 2.144 

 

The model summary shows that there is big shift in the value of R2 from .013 to .257 

representing change of .244 in the coefficient of determination. 

 

Table 4.15a ANOVA [H5] 

Model Sum of 

Squares 

df Mean Square F Sig. 

1 Regression 1.298 1 1.298 2.352 .127b 

Residual 100.474 182 .552   

Total 101.772 183    

2 Regression 26.148 2 13.074 31.291 .000c 

Residual 75.625 181 .418   

Total 101.772 183    

 

In first model the ANOVA is insignificant in terms of p-value as well as showing lower 

score than the required 0.4. However, the second model is both significant and with 31 

score of F-value thereby verifying that model 2 is comprehensive and significant.  
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Table 4.15b Coefficients [H5] 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 (Constant) 2.113 .508  4.162 .000 

TFLS .182 .119 .113 1.534 .127 

2 (Constant) 4.469 .537  8.322 .000 

TFLS .525 .113 .325 4.664 .000 

EI -.653 .085 -.538 -7.712 .000 

a. Dependent: TDMS; b. Predictors: (Constant), TFLS; c. Predictors: (Constant), 

TFLS, EI 

 

Analysis: Hypothesis # 5 was about the mediation of EI between TFLS and TDMS. There 

is NO mediation because the precondition of ‘significant’ relation between Predictor and 

Test-variable has come insignificant thus, the hypothesis-5 is rejected.  
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4.3.6 Mediation-3 TSLS-EI-PDMS 

 

Hypothesis#6. EI is (sig.) mediating the relations between TSLS and PDMS. 

 

Computing a 

 

Table 4.16 Model Summary & ANOVA Statistics [H6] 

Model Summary ANOVA 

Model R R2 Adjusted R2 Std. Error of the 

Estimate 

F Sig. 

1 .402a .162 .157 .56375 35.171 .000b 

 

 

Table 4.16a Coefficients [H6] 

Model Unstandardized 

Coefficients 

Standardized Coefficients t Sig. 

B Std. Error Beta 

1 (Constant) 6.811 .170  40.131 .000 

TSLS -.338 .057 -.402 -5.930 .000 

a. Dependent Variable: EI; EI; b. Predictors: (Constant), TSLS 

 

Analysis  

The correlation of the model is 40.2% which is quite reasonable. The change in criterion 

variable observed 16% that is explained by explanatory. Moreover, the difference between 

R and adjusted R square is less than 5%, which dictates that there is not error in sample 

(Ahmad & Ashraf, 2016).  The above table 5 shows that overall regression model is 

significant at 1% level of significance, and ‘goodness of fit’ or explanatory power of the 

model is also significant as F-statistics is greater than required critical value of 4, which is 

further recognized by sig value which is less than 0.001. 
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Computing b, c, chat 

 

Table 4.17 Model Summary [H6] 

Model R R2 Adj.R2 Std. E Change Statistics Durbin-

Watson R2 F  df1 df2 Sig. F  

1 .095a .009 .004 .56527 .009 1.658 1 182 .199  

2 .578b .334 .327 .46471 .325 88.290 1 181 .000 2.083 

 

Correlation of the model-2 is 57.8%. The change in test variable is 33.4% showing change 

of 0.325 due to the role of mediator (emotional-intelligence). Further, the difference 

between R-square and adjusted R-square is less than 5% (0.334 – 0.327), which means that 

sample-error does not exist in the model.  Collinearity measure of autocorrelation, Durbin-

Watson-test suggests that the computed value of the test lies between 1 and 3 (2.083) 

therefore the issue of collinearity is control.  Thus, regression model is significant at 1% 

level of significance, and model’s ‘goodness of fit’ is significant because the value of F-

Ratio is far greater than required score of 4, and p-value of <0.001. 

 

Table 4.17a ANOVA [H6] 

Model Sum of 

Squares 

df Mean Square F Sig. 

1 Regression .530 1 .530 1.658 .199b 

Residual 58.155 182 .320   

Total 58.685 183    

2 Regression 19.597 2 9.798 45.372 .000c 

Residual 39.088 181 .216   

Total 58.685 183    
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Table 4.17b Coefficients [H6] 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 (Constant) 4.149 .170  24.380 .000 

TSLS .074 .057 .095 1.288 .199 

2 (Constant) .238 .439  .543 .588 

TSLS .268 .051 .346 5.215 .000 

EI .574 .061 .623 9.396 .000 

a. Dependent: PDMS; b. Predictors: (Constant), TSLS; c. Predictors: (Constant), TSLS, 

EI 

 

Analysis  

The table of ‘coefficients of regressions’ above shows that the path-c, which is a pre-

condition for going to compute mediation-effects is not significant (p-value = 0.199). It 

means that as per Baron and Kenny Model, the second pre-condition for proceeding for 

mediation analysis is stopped.  Therefore, the hypothesis#6 is rejected noting that there is 

no mediation of EI between TSLS and PDMS.   
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4.3.7 Mediation-4 TSLS-EI-TDMS 

 

Hypothesis#7. The connection of TSLS with TDMS is (sig.) mediated by EI. 

 

a. Computing b, c, chat 

 

Table 4.18 Model Summary [H7] 

Model R R2 Adj.R2 Std. E Change Statistics Durbin-

Watson R2 F df1 df2 Sig. 

F 

1 .995a .990 .990 .07397 .990 18417.737 1 182 .000  

2 .995b .990 .990 .07381 .000 1.784 1 181 .183 1.980 

 

Correlation score in both models is extraordinarily huge and there is no difference between 

R2 and adjusted R2. Collinearity measure of autocorrelation, Durbin-Watson-test score 

(1.980) finds no harm from collinearity. 

 

Table 4.18a ANOVA [H7] 

Model Sum of 

Squares 

df Mean Square F Sig. 

1 Regression 100.776 1 100.776 18417.737 .000b 

Residual .996 182 .005   

Total 101.772 183    

2 Regression 100.786 2 50.393 9249.438 .000c 

Residual .986 181 .005   

Total 101.772 183    

 

The ANOVA scores are huge both in terms of F-ratios and p-values. Therefore the model 

is supported by the ANOVA statistics verify the ‘goodness of fit’ and exploratory power 

of the model.  
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Table 4.18b Coefficients [H7] 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 (Constant) -.044 .022  -1.963 .051 

TSLS 1.015 .007 .995 135.712 .000 

2 (Constant) .045 .070  .639 .523 

TSLS 1.011 .008 .991 123.968 .000 

EI -.013 .010 -.011 -1.336 .183 

a. Dependent: TDMS; b. Predictors: (Constant), TSLS; c. Predictors: (Constant), 

TSLS, EI 

 

Analysis:  

Since Path ‘b’ is insignificant (p-value = 0.183) therefore it is the indicator of NO 

Mediation occurring by EI between TSLS and TDMS. All the statistics computed for 

identifying the existence and weight of mediator-variable (EI) and particularly, the 

insignificance of emotional intelligence is enough evidence to reject the Hypothesis # 7.  
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4.3.8 Demographic Impacts on Responses 

 

As given in the following table, the respondent-type of the subjects included in the sample 

was classified into government officers and elected members from the general public. The 

hypotheses are generated from the descriptive data computed from the field data. 

 

a. Respondent-type 

 

Table 4.19 Group Statistics on Respondent-type [H8a] 

 Sec N Mean Std. Deviation Std. Error 

Mean 

TFLS Government Servants 77 4.3393 .46896 .05344 

Elected Members 107 4.1764 .44674 .04319 

TSLS Government Servants 77 2.8590 .43756 .04986 

Elected Members 107 2.9065 .88567 .08562 

EI Government Servants 77 6.1065 .41369 .04714 

Elected Members 107 5.6402 .66074 .06388 

PDMS Government Servants 77 4.4789 .59583 .06790 

Elected Members 107 4.2769 .53089 .05132 

TDMS Government Servants 77 2.8604 .45657 .05203 

Elected Members 107 2.9054 .89989 .08700 

 

The average score of each group on all variables reveal that the following hypothesis can 

be generated for testing through appropriate procedures.  

 

Hypothesis#8a. Government-servants are scoring higher on TFLS, EI, & PDMS. 
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Five t-Tests were applied on measuring the significance of group mean differences. 

Following table contains the results showing the p-values about the usability of results as 

the estimates of population parameters.  

 

Table 4.19a Independent Samples Test (H8a) 

 F Sig. T df Sig. (2-

tailed) 

TFLS EVA 1.652 .200 2.389 182 .018 

EVNA   2.371 159.043 .019 

TSLS EVA 8.041 .005 -.434 182 .665 

EVNA   -.480 163.815 .632 

EI EVA 1.455 .229 5.467 182 .000 

EVNA   5.874 178.898 .000 

PDMS EVA 2.505 .115 2.419 182 .017 

EVNA   2.374 152.060 .019 

TDMS EVA 6.965 .009 -.403 182 .688 

EVNA   -.444 165.808 .658 

Key: EVA- Equal variances assumed; EVNA- Equal variances not assumed 

 

Analysis:  

As per descriptive-statistics, government-servants are scoring higher than elected-members 

on TFLS, EI, and PDMS. The t-Tests verify the hypothesis#8a with significant results 

therefore the Hypothesis # 8a is accepted as true.  
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b. Qualification 

 

Qualification is widely reported as the strong predictor of change in the group-mean-

differences among the respondents on all the research variables. There were 79 graduates 

and 105 undergraduate respondents replying on five variables.  

 

Table 4.20 Group Statistics regarding Qualifications of the Respondents [H8b] 

 Qua N Mean Std. Deviation Std. Error 

Mean 

TFLS Graduate 79 4.3481 .46714 .05256 

Under-Graduate 105 4.1667 .44454 .04338 

TSLS Graduate 79 2.8680 .43690 .04915 

Under-Graduate 105 2.9007 .89261 .08711 

EI Graduate 79 6.1063 .41117 .04626 

Under-Graduate 105 5.6314 .66265 .06467 

PDMS Graduate 79 4.4873 .59059 .06645 

Under-Graduate 105 4.2667 .53063 .05178 

TDMS Graduate 79 2.8687 .45463 .05115 

Under-Graduate 105 2.9000 .90727 .08854 

 

The above table shows the average scores of each group on all the research variables. The 

results are mixed in the sense that one group is not scoring higher or lower on every 

variable. One group has scored higher on some variables but not all. Therefore the 

emerging hypothesis will be: 

 

H8b. Graduates are scoring higher on TFLS, EI & PDMS. 
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Following table presents the resulting statistics on 5 t-Tests applied on five research 

variables.  

The results are significant on three out of five variables. 

 

Table 4.20a Independent Samples Test (H8b)  

 F Sig. t df Sig. (2-

tailed) 

TFLS EVA 1.907 .169 2.681 182 .008 

EVNA   2.662 163.555 .009 

TSLS EVA 8.518 .004 -.299 182 .765 

EVNA   -.327 159.248 .744 

EI EVA 1.517 .220 5.607 182 .000 

EVNA   5.973 176.165 .000 

PDMS EVA 2.403 .123 2.660 182 .009 

EVNA   2.620 157.851 .010 

TDMS EVA 7.573 .007 -.281 182 .779 

EVNA   -.306 161.080 .760 

 

Key: EVA- Equal variances assumed; EVNA- Equal variances not assumed 

 

Analysis:  

Graduates were expected to come up with significant differences of opinion on TFLS (p-

value = <0.008), EI (p-value = <0.001), and PDMS (p-value = <0.010). The statistics 

verifies the hypothesis#8b with sig values far <0.05 as required threshold.  
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c. Domicile 

 

Domicile or location of residence also matters and therefore being local and non-local is 

different in the organizations. Because of living different environments, people come with 

different problems, opportunities and therefore expectations and treatment by others.  

 

Table 4.21 Group Statistics of Locals & Non-Locals [H8c] 

 Dom N Mean Std. Deviation Std. Error Mean 

TFLS Local 128 4.3477 .47136 .04166 

Non-Local 56 4.0089 .34034 .04548 

TSLS Local 128 2.9319 .60022 .05305 

Non-Local 56 2.7832 .96468 .12891 

EI Local 128 5.9867 .55492 .04905 

Non-Local 56 5.4893 .60713 .08113 

PDMS Local 128 4.5049 .56610 .05004 

Non-Local 56 4.0335 .41182 .05503 

TDMS Local 128 2.9346 .61777 .05460 

Non-Local 56 2.7768 .97547 .13035 

 

From the above table of descriptive statistics on the local and non-local groups within the 

sample, following hypothesis have been generated describing the scores of each variable 

on the demographic difference of domicile.  

 

H8c. Non-Locals are scoring lower than the Locals on all five research variables. . 
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Five t-Test applications (5 sub-hypotheses) were used to test all five hypotheses based on 

domicile for five variables. Following table gives the detailed statistics about the results to 

make decisions about the acceptance and rejection of the sub-hypotheses 

 

Table 4.21a Independent Samples Test (H8c)  

 F Sig. t df Sig. (2-

tailed) 

TFLS EVA 21.651 .000 4.850 182 .000 

EVNA   5.492 142.565 .000 

TSLS EVA 13.588 .000 1.272 182 .205 

EVNA   1.067 74.285 .289 

EI EVA .165 .685 5.435 182 .000 

EVNA   5.247 96.942 .000 

PDMS EVA 29.649 .000 5.612 182 .000 

EVNA   6.338 141.613 .000 

TDMS EVA 12.468 .001 1.323 182 .187 

EVNA   1.116 74.995 .268 

 

Key: EVA- Equal variances assumed; EVNA- Equal variances not assumed 

 

Analysis:  

Non-local respondents were hypothesized as having lower scores on TFLS, EI, and PDMS, 

which has been verified by the field data. It means that the results are usable to estimate 

the population parameters. Hypothesis#8c is partially accepted as true.  
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d. Marital-status 

 

Table 4.22 Group Statistics showing the Ratio of Married and Single Respondents [H8d] 

 MS N Mean Std. Deviation Std. Error Mean 

TFLS Married 140 4.3196 .47065 .03978 

Single 44 4.0057 .33988 .05124 

TSLS Married 140 2.9337 .64469 .05449 

Single 44 2.7370 .94908 .14308 

EI Married 140 5.9536 .54686 .04622 

Single 44 5.4591 .66937 .10091 

PDMS Married 140 4.4571 .57012 .04818 

Single 44 4.0568 .43507 .06559 

TDMS Married 140 2.9366 .66237 .05598 

Single 44 2.7273 .95626 .14416 

 

Table (Table 4.22) presents the average scores of married and single respondents on all 

five research variables. The researcher constructs hypotheses using these scores to be tested 

through appropriate tool like, t-Test as ‘test of significance.’  

 

H8d. The score of Married is higher than the singles on all predictors, mediator and test-

variables. 
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Table 4.22a Independent Samples Test (H8d)  

 F Sig. t df Sig. (2-

tailed) 

TFLS EVA 16.094 .000 4.098 182 .000 

EVNA   4.840 99.289 .000 

TSLS EVA 8.325 .004 1.563 182 .120 

EVNA   1.285 56.011 .204 

EI EVA .031 .860 4.949 182 .000 

EVNA   4.455 62.087 .000 

PDMS EVA 22.763 .000 4.279 182 .000 

EVNA   4.919 93.512 .000 

TDMS EVA 7.709 .006 1.632 182 .105 

EVNA   1.354 56.548 .181 

Key: EVA- Equal variances assumed; EVNA- Equal variances not assumed 

 

Analysis:  

Hypothesis#8d is substantiated with significant p-values on TFLS (<0.001), EI (<0.001), 

and PDMS (<0.001) declaring that the findings are generalizable to estimate and explain 

the related parameters of population. Therefore the hypothesis is accepted as partially true.  
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e. Experience 

 

The experience of employees regarding organizational services is the first hand learning 

about the work and work behaviors with the passage of time. So experience was used as 

the determinant of group-mean differences among the junior and senior employees.  

 

Table 4.23 Group Statistics of Groups Constructed for Experience [H8e] 

 Experience N Mean Std. Deviation Std. Error Mean 

TFLS >10 119 4.3697 .47707 .04373 

<10 65 4.0154 .32887 .04079 

TSLS >10 119 2.9220 .51634 .04733 

<10 65 2.8220 1.01489 .12588 

EI >10 119 6.0269 .52022 .04769 

<10 65 5.4846 .62155 .07709 

PDMS >10 119 4.5315 .57357 .05258 

<10 65 4.0500 .39762 .04932 

TDMS >10 119 2.9244 .53659 .04919 

<10 65 2.8173 1.02557 .12721 

 

Above descriptive table shows the average scores of both groups on all five variables. 

Further, the scores of seniors are scoring higher than their counter parts on all variables. 

Thus the emerging hypothesis will be:  

 

H8e. Seniors are scoring higher juniors on All research variables. 
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Impacts of experience were tested on five variables therefore t-Test procedure was applied 

five-times to test the sub-hypotheses and thereby decide about the main hypothesis about 

the impacts of experience.  

 

Table 4.23a Independent Samples Test (H8e)  

 F Sig. t df Sig. (2-tailed) 

TFLS EVA 25.275 .000 5.333 182 .000 

EVNA   5.925 172.250 .000 

TSLS EVA 19.878 .000 .886 182 .377 

EVNA   .744 82.482 .459 

EI EVA .003 .956 6.302 182 .000 

EVNA   5.982 113.347 .000 

PDMS EVA 31.006 .000 6.021 182 .000 

EVNA   6.679 171.791 .000 

TDMS EVA 17.409 .000 .930 182 .353 

EVNA   .785 83.557 .435 

Key: EVA- Equal variances assumed; EVNA- Equal variances not assumed 

 

Analysis:  

Hypothesis#8e is substantiated with significant p-values on TFLS (<0.001), EI (<0.001), 

and PDMS (<0.001) meaning that the results are generalizable to explain the population 

parameters. Therefore the hypothesis is partially accepted as true.  
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f. Age 

 

Age of employees is said to have effect on the thinking, beliefs, and thus opinions and 

behaviors of individuals including employees of any organization. Below and above forty 

groups were formed to check the group mean differences.  

 

Table 4.24 Group Statistics on Age [H8f] 

 Age N Mean Std. Deviation Std. Error Mean 

TFLS >40 126 4.3462 .47438 .04226 

<40 58 4.0237 .34528 .04534 

TSLS >40 126 2.9388 .60080 .05352 

<40 58 2.7734 .95139 .12492 

EI >40 126 5.9865 .55805 .04971 

<40 58 5.5069 .60636 .07962 

PDMS >40 126 4.5060 .56786 .05059 

<40 58 4.0474 .41940 .05507 

TDMS >40 126 2.9415 .61941 .05518 

<40 58 2.7672 .96070 .12615 

 

The descriptive Table above tells that higher scores are given by the aged group of the 

respondents while youngsters are scoring low. This descriptive scores will be tested for the 

significance of using them as good estimates of the population parameters.  

 

H8f. The group (>40) is scoring higher than the youngsters on all variables. 
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As in previous hypothesis, 5 t-Tests were used to measure the significance of group mean 

differences as suggested by the descriptive-statistics. There are similar results in terms of 

the test-variables affected.  

 

Table 4.24a Independent Samples Test (H8f)  

 F Sig. t df Sig. (2-

tailed) 

TFLS EVA 20.331 .000 4.640 182 .000 

EVNA   5.204 148.101 .000 

TSLS EVA 12.944 .000 1.430 182 .155 

EVNA   1.217 78.639 .227 

EI EVA .207 .650 5.269 182 .000 

EVNA   5.110 102.974 .000 

PDMS EVA 27.412 .000 5.495 182 .000 

EVNA   6.132 146.291 .000 

TDMS EVA 11.591 .001 1.477 182 .141 

EVNA   1.265 79.573 .209 

Key: EVA- Equal variances assumed; EVNA- Equal variances not assumed 

 

Analysis:  

Hypothesis#8f is substantiated with significant p-values on TFLS (<0.001), EI (<0.001), 

and PDMS (<0.001), which means that the results are generalizable as estimate to explain 

the population parameters. Therefore the hypothesis is partially accepted as true.  
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4.4 Summary of Empirical Results 

 

The empirical results can be summarized qualitatively and textually before presenting the 

summaries of the numerical/field data from the correlations, regressions, mediations, and 

tests of significance. The literature on leadership-styles and decision making styles is filled 

with the theories about the scientific and social construction and operation of the 

organizations in any human society anywhere on the planet.  

 

4.4.1 Existence of Relations between Predictors & Test-variables 

Before applying any detailed and advanced statistical tools to test the hypothesis, the 

empirical beings with a ‘taste’ of data by computing the existence of just relation (called 

association) of each variable with every other variable in the model. The researcher was 

interested in measuring the relationship of predictors with the test variables. Following 

table presents the summary of results.  

  

Table 4.25 Correlations (n=184) 

 Transformational 

Leadership-style 

TSLS EI 

People-oriented 

Decision-making-style 

[PDMS] 

Pearson 

Correlation 

.837 .095 .484 

Sig. (2-tailed) .000 .199 .000 

Task-oriented Decision-

making-style [TDMS]  

Pearson 

Correlation 

.113 .995 -.409 

Sig. (2-tailed) .127 .000 .000 

 

The above table shows that TFLS is very strongly and significantly associated with PDMS 

but simultaneously, has insignificant association with TDMS. Likewise, TSLS is hugely 

and significantly correlated the TDMS but insignificantly connected with PDMS. The 

mediator, emotional intelligence, is significantly associated with both PDMS and TDMS 

however, its relation with PDMS is positive and negative with TDMS.  
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4.4.2 Cause-n-Effect Relations of Predictors with Dependents 

 

 

Table 4.25a Multiple Regressions 

 Regression-1 Regression-2 

 R2 = 0.735 R2= 0.990 

Transformational Leadership-style [TFLS] B=0.896 (.000) B=0.006 (.673) 

Transactional Leadership-style [TSLS] B=0.079 (.024) B=1.012 (.000) 

Emotional Intelligence [EI] B=0.217 (.000) B=-0.011 (.340) 

Test-Variable PDMS TDMS 

 

Cause and effect relations are at the core of this study. The title refers to the influence of 

leadership styles and emotional intelligence on the decision making styles of the 

respondents in the local government work environment of Dera Ismail Khan District.  

 

There are two test-variables including ‘people-oriented decision-making style’ and ‘task-

oriented decision-making style.’ While three predictors were tested to perform regression 

including transactional leadership-style, transformational leadership-style and emotional 

intelligence.  

 

All three predictors are significantly associated with the PDMS with highest Beta-weight 

of TFLS and followed by EI and TSLS. However in case of TDMS, only TSLS has given 

significant results while both TFLS and EI are insignificant in bringing change in the 

TDMS.  
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4.4.3 Mediation of EI in FOUR Models of X-Y relationships 

 

Table 4.25b Table of Mediations (4-Models) 

 Mediation-1 Mediation-2 Mediation-3 Mediation-4 

 TFLS(EI)-

PDMS 

TFLS(EI)-

TDMS 

TSLS(EI)-

PDMS 

TSLS(EI)-

TDMS 

 R2 = 

0.700-0.728 

R2 = 

0.013-0.257 

R2 = 

0.009-0.334 

R2 = 

0.990-0.990 

Direct-Effect (c) B=1.025 

(.000) 

B= 0.183 

(.127) 

B= 

0.074(.199) 

B= 1.015 

(.000) 

Indirect-Effect (ĉ)  B=0.938 

(.000) 

B=0.525 

(.000) 

B=0.268 

(.000) 

B=1.011 

(.000) 

Mediation-effect 

(b) 

B=0.167 

(.000) 

B=-0.653 

(.000) 

B=0.574 

(.000) 

B=-0.013 

(.183) 

 PARTIAL 

Me 

NO Me NO Me NO Me 

 

The purpose of mediation analysis using emotional-intelligence as ‘Me’ was to test for the 

possible role of this variable in the relationships of transactional and transformational 

leadership styles with their decision making styles used in people-oriented decision making 

and task-oriented decision making.  

 

The results show that there is significant and partial mediation of EI between TFLS and 

PDMS. All rest of the three mediations have come up with weak scores and insignificant 

results. Empirically, it has been established that the critical role of EI is very weak in the 

work environment of current local government in DIKhan, which needs to be reformed in 

terms of capitalizing on emotional intelligence as the human resource, can enhance the 

performance if understood and used properly.  

  



114 

 

 

4.4.4 Group-Mean Differences 

 

Demographic group mean differences are widely computed to assist the decision makers 

in adjusting their decisions taken from the data about the research variables. Without the 

consideration of demographic differences of opinion about the research/work variables can 

be misleading. For example, average of the variables gives the overall score of total sample, 

thereby concealing the differences, which can be critical and have negative consequences 

while implanting the decisions.  

 

Table 4.25c Group-Mean Differences 

  AGE EXP MS DOM QUA RTP  

1 TFLS .000 .000 .000 .000 .008 .018 6/6 

2 TSLS .155 .377 .120 .205 .765 .665 0/6 

3 EI .000 .000 .000 .000 .000 .000 6/6 

4 PDMS .000 .000 .000 .000 .009 .017 6/6 

5 TDMS .141 .353 .105 .187 .779 .688 0/6 

  3/5 3/5 3/5 3/5 3/5 3/5  
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Chapter 5 DISCUSSIONS 

 

In discussions, a researcher positions his/her theoretical-model and empirical results in the 

context of the existing theories and findings of the same or similar research. It is the process 

of connecting one’s research-model and the statistical results with the existing body of 

knowledge thereby becoming part of it on scientific grounds.  

 

 

5.1 Theoretical Discussions 

 

Theoretically, the relations between leadership-style and decision making style are well 

discussed and widely reported in the existing research by the leading researchers and 

experts on organizational behavior particularly, the leadership qualities of a 

manager/administrator and its impacts on the decision making as the leading function 

thereof (Abraham, 2000).  Further, the role of emotional intelligence on the part of 

administrator or decision maker has also been discussed very rigorously specially, where 

people-oriented work environment needs to be created demanding a specific leadership 

model which capitalizes on the human capital of the organization (i.e., transformational-

leadership) (Clinton, 2018). Thus, EI is more powerful for a leader to capitalize on the 

collective wisdom of his/her human resource. 

 

On the contrary, task-oriented work environments are supposed to prefer sticking with 

established SOPs for performing organizational functions and leaders don’t need distinct 

emotional knowledge and skills to motivate the workforce to work as creative creatures in 

the organization (George, 2000). Obviously, this sort of working conditions work on the 

basis of transactional-leaders who are well versed and trained in the established rules and 

regulations framed for every single organizational-behavior (Karimi, 2012).  

 

Theoretically, the role of EI can be theorized in the case of ‘transformational-leaders & 

people-oriented decision-making’ because the demand of work-environment is the 



116 

 

manipulation of organizational human resource by capitalizing on the ‘collective-

intelligence’ of workforce (Bar-On, 1997; Chipunza & Gwarinda, 2010). EI is a creative 

behavior anchored on the feelings and understanding of the leader in guiding him/her to 

behave as per emotional contents of the situations in work environment.  

  

Thus, theoretically, there should be positive relations between EI and TFLS-PDMS model 

of leadership-style and decision-making-style. However, there seems no or negative 

relations of EI while used in TSLS-TDMS because in such working conditions, emotions 

are meaningless and supposed to be controlled or set-aside while on the job  (Chipunza & 

Gwarinda, 2010; Clinton, 2018).  

 

TFLS-PDMS model is based on the role of EI and both leaders actions and decision-

making process have to know and command the attributes of personal and social EI using 

self-awareness, self-regulation, motivation, empathy and social skills as tools to lead 

emotionally thereby work in emotionally charged work-environment. While TSLF-TDMS 

model underplays the emotional powers of both leaders and followers, therefore better to 

stay away from emotionally active working.   
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5.2 Empirical Discussions 

 

The existing studies on the testing of these models as well as the current study support the 

hypotheses with varying statistics and weights of the relationships (Andrade & Ariely, 

2009; Karimi, 2012). Existing research have applied these models to real world situations 

in both developed and developing world and in both public and private work settings (Alavi 

et al., 2013). The links of EI are reportedly strong with TFLS-PDMS model of leader-

follower work environment and more popular in the private and social sectors as compared 

to public-sector organizations (Kashif et al., 2016).  

 

However, working paradigms are changing and model is also becoming popular in the 

public sector with social objectives. For example, local government system needs to be 

more people-oriented even when being part of the public-sector (Aqqad et al., 2019). This 

has already occurred in the developed world, while developing countries like Pakistan now 

shifting trends in working of those public sector organizations, which demand greater 

community-participation. Current study reveals that TFLS-PDMS model is gradually 

replacing the traditional TSLS-TDMS in those working conditions, where people 

participation is deemed more indispensable like, local government departments in Pakistan.  

 

The empirical testing of theoretical models has been supported by statistical procedures of 

correlations, regressions, mediations and tests of significance. Correlations-analysis of 

predictors (TFLS, TSLS & EI) with test-variables of PDMS & TDMS show positive and 

huge statistics for TFLS-PDMS model and very weak and in some cases negative even 

negative as in the current study. Following statistics of the study hand will support the 

discussions above: 

 

1. In correlation-analysis, EI is positively associated with TFLS (r= 0.395; p-value= 

0.000) and PDMS (r= 0.484; p-value= 0.000), while its links with TSLS (r= -0.402; 

p-value= o.000) and TDMS (r= -0.409; p-value= 0.000) are significantly ‘negative’ 
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with huge statistics. It verifies the theory of relations between EI with TFLS & 

TDMS, where emotional understandings are indispensable to work effectively. 

 

2. Likewise, in regression-analysis to test for the cause-n-effect relationships, the links 

of TFLS, TSLS, & EI with PDMS and TDMS were computed. In both regressions, 

the position of EI is surprising. In regression-1, EI positively predicts PDMS (R2= 

0.735; B= 0.217; p-value= 0.000), while in regression-2, EI is negatively and 

insignificantly explaining the variation in TDMS (R2= 0.990; B= -0.011; p-value= 

0.340). 

 

3. Four mediation procedures were run to test hypotheses about the role of EI, as a 

third variable, between: (1)= TFLS-PDMS; (2)= TFLS-TDMS and (3)= TSLS-

PDMS; (4)= TSLS-TDMS. Surprisingly, EI has played significant roles (both =ive 

& -ive) in these four mediation models. In model-1, EI has played significant role 

of partial-mediation – supporting TFLS in PDMS. It is striking that in model-2, EI 

has played negative but significant role with ‘full-mediation’ in the regression 

process. Further, in model-3, there is partial and positive-mediation but in model-

4, EI has played no role at al. 

 

4. Tests of significance to compute group-mean-differences reveal that there are 

significant differences of opinion on TFLS, EI, and PDMS, while using RTP, QUA, 

DOM, MS, EXP and AGE. The respondents have same opinion on TSLS and 

TDMS with all insignificant results.  

 

To cut short, there are similarities of results in developed and developed countries with 

varying statistics and weight thereof from setting to setting. The theoretical-models are 

supported at the broader levels along with differences of statistical details. Any 

organization having PDMS (employee-participation) as part of their vision, mission and 

objectives have to arrange for TFLS model of leadership wherein EI will be the 

fundamental tool for leaders/administrators to motivate and satisfy the workforce as a kind 

of reinforcement to work with involvement beyond participation.  
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Chapter 6 CONCLUSIONS, RECOMMENDATIONS, & 

IMPLICATIONS 

 

Final chapter is about the conclusions drawn from the research in terms of answers to the 

research questions transformed into hypotheses and tested using multiple statistical 

procedures. Further, recommendations in the light of discussions and conclusions have 

been given regarding the issues and problems in the work environment of local government 

system under study as identified by the first-hand data from the field survey of people 

working in the system.  

 

6.1 Conclusions 

Conclusions are the judgements, evaluations or the decisions a researcher has to take after 

the conduct of research and discussions on the nature of field results in the context of 

theoretical-models extracted from the literature. In other words, conclusions are concrete 

answers to the research questions tested as hypothesis with the help of primary data. Thus, 

conclusions of this study are presented as answers to the research questions (hypotheses) 

set forth in the introduction chapter of the thesis: 

 

1. The first conclusion is about the role of the theoretical-framework, extracted 

from the literature. All the hypotheses about the relationships between predictor 

and criterion variables have roots in the real world as suggested by the statistical 

readings from the field survey of the stakeholders of research.  

 

2. The second conclusion, as per hypothesis-1 is that TFLS, TSLS, and EI are 

significantly associated with test variables of PDMS and TDMS, therefore all 

the stakeholders need to be caring about the existence of links between different 

variables of organizational behavior in the work-environment. 

 

3. TFLS, TSLS, and EI have cause-n-effect relationship with both PDMS and 

TDMS with varying roles of EI in both regressions. As per statistics computed 

from the sample, TFLS is strongly linked with PDMS and supported by EI and 
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TSLS is more connected with TDMS but the role of EI is either negative or 

insignificant in this regard. The leadership must understand that to have PDMS, 

there is need of TFLS and not the TSLS. TSLS is good for TDMS.  

 

4. EI has emerged as the decisive factor as a mediator between all four theoretical 

models of relations between TFLS and TSLS & PDMS and TDMS. EI plays 

positive role in the TFLS-PDMS and TSLS-PDMS models of relationships in 

the work environment. And its role can be negative in the situations like TFLS-

TDMS and TSLS-TDMS. 

 

5. Further, there are significant group-mean differences on all six tested 

demographic attributes of the respondents on TFLS, EI and PDMS. However, 

no difference of opinion has been significant no TSLS and TDMS showing that 

under transactional work environment everyone is treated as per rules so they 

have similar views about rule-oriented leadership-style.  

 

6. The final conclusion will be that the variables and their interrelationships as 

extracted from the literature have well been established in terms of associations, 

cause and effect, mediations and demographic diversities. Human oriented and 

task orientated leadership and decision making are different in both contents 

and practices and they are good only when used in their respective situations 

and not in every situation. In the current study, there is big gap between human 

and tasked oriented behaviors, which need to be reduced and balanced in 

response to levels of requirement for each style.  
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6.2 Recommendations  

 

It is said that no theory of leadership or decision-making are good or bad rather if they 

match the contextual requirements, every style is good. Thus the issues are not about one 

or another style rather problems arise where incompatibility is identified in the system. 

Task-oriented decision making can be practiced by the transactional leaders and not the 

transformational model of leadership.  

 

Likewise, running PDMS with TSLS cannot work unless appropriate and matching models 

of leadership are created according to the situations. As per findings of this study, the work 

environment of local government system in District DIKhan needs following 

recommendations to take-on as strategies for HRM with a view to work on different 

factors/variables used in this study as the points of improvement: 

 

1. Organizational leaders should be well-trained and trained continuously to use 

TFLS model or leadership-style as per requirements of the activity to be 

performed. Every organization has to use a mix of TFLS and TSLS according 

to the work demands. 

 

2. Every organization including, public and private sectors, has the leaders who 

have to make decisions and implement them through their workforce. 

Obviously, set rules and regulations are the fundamentals which make an 

organization different from informal gatherings of people. So transactional 

leadership and task-oriented decision-making characterize every organization, 

on the face of it. But rules and regulations are to be followed by humans, who 

cannot behave perfectly and continuously exactly as per rules. They need the 

breaks. So transformational behavior on the part of leaders is also indispensable 

in any organization. there must be targeted coaching of the decision makers in 

Local government system about the balanced use of different leadership and 
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decision making styles as per situation by focusing on the organizational 

objectives only.  

 

3. Leadership should also be educated and constantly updated about different 

decision making styles like PDMS and TDMS so that each can be used when it 

call of the time. Problems occur when leaders use irrelevant style in a particular 

work environment. 

 

4. EI has emerged as working well in both TFLS and TSLS with PDMS work 

environment but EI is not needed things are supposed to be done exactly and 

precisely as per cookbook. There is therefore, need for constant coaching of 

leaders and the workforce about the personal and social factors of emotions 

management in the work environment. 

 

5. Demographic factors become critical particularly, when workers are given a say 

in the decision-making. Research has suggested that working under TFLS with 

EI and PDMS, the demographic group mean differences become prominent. It 

is therefore proposed that all the stakeholders in local government system must 

be sensitive to the demographic diversities, while practicing greater employee 

empowerment through PDMS.  

 

6. Leaders should be educated over and over to adopt new models of behavior 

emerging through digital-gadgets and digital literacy particularly, use of social 

media when performing as TFLS model. It is the most powerful instrument to 

connect around into a big network of community and share information 

instantly and 24/7. 

 

  



123 

 

 

6.3 Implications of the Study 

 

The implications or consequences of the current study are its effects on the stakeholders 

and the future researchers who plan to work in the same line of research. Every reader of 

this study will come up with several questions, new hypotheses to be included, new 

variables that can be added to the research model, and so on. Similarly, the stakeholder like 

officers and elected members of local government system in District DIKhan, will take 

ideas for their leadership practices and decision making styles to change or modify existing 

models. Following sections will go in some detail of the possible implications for both 

stakeholders and researchers respectively.  

 

6.3.1 Global Implications  

It was a unique study in terms of combining leadership and decision making styles and 

supporting these relationships through emotional intelligence of the leaders and decision 

makers. There is a huge empirical evidence from the current study which asserts that the 

relationship between leadership styles and decision making styles are connected and that 

emotion management of the leaders matters a lot when required. Following global 

implications can be mentioned: 

1. Leadership styles predict the decision making styles practiced by the administrators 

as supported by the empirical evidence from the officers and elected members of 

local government system. These links must be considered and further explored. 

 

2. Transformational leaders are pro-people therefore use people-oriented decision-

making and make best possible use of emotional intelligence to control the 

workforce. 

 

3. Transactional leadership is more associated and critically connected with task-

oriented work environment and decision making and this is also very substantively 

supported by the field evidence. 
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4. Emotional intelligence is however more connected with transformational leaders 

and less with transactional mode of leadership, which needs attention for 

improvement.  

 

6.3.2 Implications for the Stakeholders 

 

Both types of stakeholders including government officers and elected members of the 

society have a lot to learn and use the findings of this study in reforming and improving 

their current leadership and decision making work environments. Following are the fact-

based findings which can have positive implications for the real-world decision-makers 

including the government officers and the elected members.  

 

1. Transformational leaders are very strongly and significantly associated with PDMS 

but simultaneously, has insignificant association with TDMS. Further, TSLS is 

significantly correlated the TDMS but insignificantly connected with PDMS. The 

mediator (EI) is significantly connected with PDMS and TDMS but, it is positive 

with PDMS and negative with TDMS. 

 

2. Field data tells that the emotional intelligence is not playing any role in the tested-

models including TFLS (EI) TDMS, TSLS (EI) PDMS, and TSLS (EI) TDMS. It 

shows that the transformational leaders don’t need to perform task-oriented 

functions or have to ignore the emotional aspects in favor of task-oriented required 

behaviors. Likewise, the transactional leader does not believe in EI or human 

elements of the organizational work-environment therefore there is no mediation of 

EI in changing PDMS or TDMS by the TSLS-type of leadership. 

 

3. Demographic impacts on the opinion of respondents is also very critical and catchy 

in the sense that almost all the groups based on six demographic attributes have 

changed differences of opinion only on TFLS, EI, and PDMS. Their opinion 

regarding TSLS and TDMS are sharply similar. There is need to address the issues 
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of group-mean-differences and thereby accommodate acceptable differences in the 

decision making process related to human resource management.  

 

6.3.3 Research Implications 

 

Knowledge and practices of ‘organizational-behavior’ suggests that TFLS, EI, and PDMS 

are human-oriented concepts and actions and perform well when considered and used 

together as per positioning in the behavior. Further, existing documents also mention that 

the concepts of TSLS and TDMS are more work-oriented behaviors where humans have 

to follow standard rules and regulations precisely as per their letters and spirit.  

 

Likewise, the research shows that all these five factors of organizational behavior exist in 

almost every organization. It means that a leader has to be transactional (making followers 

follow the rules) as well as transformational (listening to workforce) according to the work 

conditions and functions performed. Whichever style is dominantly used, earns the title of 

leadership in the organization. Further research has to be undertaken on following angles:  

 

1. Future researchers can use the same model to study other similar situations to get 

novel first hand data from similar work environments of local government system 

in the province or any district at the state level.  

 

2. Other variables can be included to further explore the reasons behind the weak roles 

of some variables and the effects they cast on their individual and group behaviors 

in their respective work settings.  

 

3. The researchers can also apply the same model to perform comparative analysis of 

the things happening in different districts to answer the questions regarding what 

and why of the differences.  
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Annexure 1 Questionnaire 

 

The Influence of Leadership and Emotional Intelligence on Decision-making 

in Local Government System:  

A Case Study of District D. I. Khan, KP, Pakistan 
 

 

Dear Respondent! 

This is an academic research for the degree of PhD, therefore, your cooperation by taking sometime out and providing accurate 

information will go a long way in encouraging the student to conduct this study with confidence and present valid findings. 

Thanks for Cooperation! 

 

Qudratullah Khan 

Registration No. 1435-BBA-2006 

 

Candidate for PhD in Management Studies 

Dept. of Public Administration, Gomal University, D. I. Khan 

Demographic Profile 

 

1. Sector:  _______________________________  

2. Qualification: __________________________ 

3. Domicile: __________________________ 

4. Marital-Status:  Married _______ Single _______ 

5. Experience:  ______________  

6. Age:   ______________ 

Note. How far do you agree or disagree with the following statements using the below-given 7-point scale of 

preferences? 

Strongly Disagree Disagree Mildly Disagree Neutral Mildly Agree Agree Strongly 

Agree 

1 2 3 4 5 6 7 

 

Leadership-Style 

 Transformational Leadership        

1 I always re-examine critical assumptions to check, they are 

appropriate. 

1 2 3 4 5 6 7 
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2 I talk with co-workers about their most important values 

and beliefs. 

1 2 3 4 5 6 7 

3 I always seek differing perspectives when solving 

problems. 

1 2 3 4 5 6 7 

4 I try to talks optimistically about the future. 1 2 3 4 5 6 7 

5 I feel proud of being associated with him/her. 1 2 3 4 5 6 7 

6 I talk enthusiastically about what needs to be 

accomplished. 

1 2 3 4 5 6 7 

7 I know the importance of having a strong sense of purpose. 1 2 3 4 5 6 7 

8 I try to go beyond self-interest for the good of the group. 1 2 3 4 5 6 7 

 Transactional Leadership Styles. 1 2 3 4 5 6 7 

9 I provide assistance in exchange for employees’ efforts. 1 2 3 4 5 6 7 

10 I avoid getting involved when important issues arise. 1 2 3 4 5 6 7 

11 I focuses on irregularities, mistakes, and deviations from 

standards. 

1 2 3 4 5 6 7 

12 I make it clear what one will get when goals are achieved. 1 2 3 4 5 6 7 

13 I keep track of all mistakes. 1 2 3 4 5 6 7 

14 I keep attention on failures to meet standards. 1 2 3 4 5 6 7 

15 I mostly delay responding to urgent questions. 1 2 3 4 5 6 7 

 

Emotional Intelligence 

1 I am well aware of which emotions I am experiencing and 

why. SA 

1 2 3 4 5 6 7 

2 I am well aware of the effects of my feelings on others. SA 1 2 3 4 5 6 7 

3 I know my mood very well. SA 1 2 3 4 5 6 7 

4 I am well aware of his or her impulses. SA 1 2 3 4 5 6 7 

5 I can keep my distressing emotions in check. SR 1 2 3 4 5 6 7 

6 I remain calm in potentially volatile situations. SR 1 2 3 4 5 6 7 

7 I keep my disruptive impulses in check. SR  1 2 3 4 5 6 7 

8 I maintain composure irrespective of others’ emotions. SR 1 2 3 4 5 6 7 
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9 I accept rapid change to attain the group or organizational 

goals. MOT 

1 2 3 4 5 6 7 

10 I have high motivation to set and attain challenging goals. 

MOT  

1 2 3 4 5 6 7 

11 I operate from hope of success rather than fear of failure. 

MOT  

1 2 3 4 5 6 7 

12 I stay focused on goals despite setbacks. MOT  1 2 3 4 5 6 7 

13 I understand feelings transmitted through nonverbal 

messages. EMP 

1 2 3 4 5 6 7 

14 I understand the links b/w employees' emotions and 

Behavior. EMP 

1 2 3 4 5 6 7 

15 I can provide useful and timely feedback. EMP 1 2 3 4 5 6 7 

16 I understand the feelings transmitted through verbal 

messages. EMP 

1 2 3 4 5 6 7 

17 I can confront problems without the help of co-workers. 

SK 

1 2 3 4 5 6 7 

18 I can set aside emotions to complete the task at hand. SK 1 2 3 4 5 6 7 

19 I don’t allow my negative feelings to inhibit collaboration. 

SK 

1 2 3 4 5 6 7 

20 I can handle emotional conflicts with tact and diplomacy. 

SK 

1 2 3 4 5 6 7 

 

Decision-Making Style 

1 I enjoy solving problems &puzzles. ATO 1 2 3 4 5 6 7 

2 I uses considerable data while making decisions. ATO 1 2 3 4 5 6 7 

3 I always do careful analysis of decision situation/data. 

ATO 

1 2 3 4 5 6 7 

4 Strong need for achievement (challenge) A – TO 1 2 3 4 5 6 7 

5 Aggressive and autocratic D – TO 1 2 3 4 5 6 7 

6 Acts rapidly D – TO 1 2 3 4 5 6 7 

7 Uses rules and intuition D – TO 1 2 3 4 5 6 7 
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8 Strong need for power D – TO 1 2 3 4 5 6 7 

9 Supportive and emphatic B – PO 1 2 3 4 5 6 7 

10 Prefers communication discussion B – PO 1 2 3 4 5 6 7 

11 Uses intuition rather than data B – PO 1 2 3 4 5 6 7 

12 Strong need for affiliation B – PO 1 2 3 4 5 6 7 

13 Creative and humanistic C – PO 1 2 3 4 5 6 7 

14 Broad and long term focus C – PO 1 2 3 4 5 6 7 

15 Seeks independence C – PO 1 2 3 4 5 6 7 

16 Strong need for achievement (recognition) C – PO 1 2 3 4 5 6 7 

 

Thanks a lot!!!  


