
Accountability, Leadership and Conflict Management Styles 
as Predictors of Job Performance: A Case Study of 

Pakistan’s Public Officials 
 
 
 
 
 
 

 
 
 
 
 

BY 
 

Umer Zaman 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Foundation University 
Islamabad 

2014 
 



Accountability, Leadership and Conflict Management Styles 
as Predictors of Job Performance: A Case Study of 

Pakistan’s Public Officials 
 
 
 
 
 
 

 
 
 
 
 

BY 
 

Umer Zaman 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Foundation University 
Islamabad 

2014 



Accountability, Leadership and Conflict Management Styles 
as Predictors of Job Performance: A Case Study of 

Pakistan’s Public Officials 
 
 
 
 
 

 
 
 

By 
 

Umer Zaman 
 
 

A Dissertation Submitted to 
 

The Faculty of Management Sciences 
Foundation University, Islamabad 

 
 

In Partial Fulfillment 
of the Requirements for the 

Degree of Doctor of Philosophy 
 

in 
 

Management Sciences 
 
 
 
 

2014 
 



Team of Supervisors, Evaluators and Examiners 

Supervision Professor Dr. M. Iqbal Saif 
drmisaif@gmail.com 

Supervisor Associate Dean, 
Faculty of Social Sciences, 
Foundation University, 
Islamabad, Pakistan. 

Evaluation Professor John G Burgoyne, PhD 
j.burgoyne@lancaster.ac.uk 

Foreign 
Evaluator

Professor of Management 
Learning, Department of 
Management Learning and 
Leadership, Lancaster 
University Management 
School (LUMS), Lancaster, 
United Kingdom LA1 4YX. 

Professor Sajid Anwar, PhD 
sanwar@usc.edu.au 

Foreign 
Evaluator

Professor of Finance, 
School of Business, Faculty 
of Arts, Business and Law, 
University of the Sunshine 
Coast, Maroochydore DC 
QLD 4556, Australia. 

Examiners Dr. Amir Gulzar 
amirgulzar@hotmail.com 

Internal  
Examiner 

A/Head of Department, 
Business and Economics, 
FURC, Foundation 
University, Islamabad, 
Pakistan.

Professor Dr. M. Abdul Qayyum External  
Examiner 

Director, Institute of 
Business Studies, Peshawar 
University, Peshawar, 
Pakistan.

Professor Dr. Ajmal Waheed 
awkhan2@qau.edu.pk 

External  
Examiner 

Director, Quaid-e-Azam 
School of Management 
Sciences, Quaid-e-Azam 
University, Islamabad, 
Pakistan.



i

ABSTRACT 

The paradigm of quantifying and managing performance is a critical component of 

public service organizations at the federal, provincial and local level. Public sector 

organizations have lagged behind other organizations in terms of delivery of improved 

performance. In this context, the current study has been designed to examine the effects of 

perceived accountability, leadership styles and conflict handling techniques on job 

performances of public officials in Pakistan, as perceived by their direct reports. This 

research fills the literature gap and allows policymakers to recognize the role of 

accountability, leadership styles and conflict handling techniques in boosting job 

performance in public organizations, enabling them to make more informed decisions and 

tailor installed programs to stimulate performance in the public services organizations. 

This research is expected to serve as a guideline for policy makers and organizational 

development practitioners to spot the need to promote accountability culture within 

governmental public service organizations, gaining from the benefits of transformational and 

transactional leadership approaches and efficacy of conflict handling techniques; all aimed 

to improve employees’ job performance.  

The independent variables included in this study were perceived accountability, 

leadership styles (transformational and transactional) and conflict handling techniques 

(integrating, compromising, obliging, dominating and avoiding). The dependent variable 

was job performance as measured by its two constructs that is contextual performance and 

task performance.  
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A hypothesized model involving direct effects, mediation and moderation effects of 

the independent variables on the dependent variables has been developed on the basis of 

literature review and outcomes in recent researches. A quantitative methodology was 

utilized to explore the purposes of this research. 

Study data was gathered from the four Provincial Capitals of Pakistan i.e. Punjab 

(Lahore), Sindh (Karachi), Baluchistan (Quetta) and Khyber Pakhtunkhwa (Peshawar) 

respectively and the Federal Capital (i.e. Islamabad). 1500 questionnaires were evenly 

distributed to the public officials in the four Provincial capitals and the Federal capital. The 

total number of usable questionnaires filled and returned by the respondents was 1055 with a 

response rate of 70.3%. 

Model testing was performed through the use of Structural Equation Modeling 

(SEM) and path analysis in AMOS to determine the direct and indirect (i.e. mediation) 

effects of the independent variables on job performance. The moderation effects of 

perceived accountability were tested through Preacher, Rucker and Hayes moderation 

macro.  

Study results confirmed that perceived accountability, transformational and 

transactional leadership had a significant positive relationship with job performance. 

Integrating, compromising and obliging styles of conflict management were also found to 

have a positively significant relationship with job performance. Additionally, dominating 

and avoiding styles showed negatively association to job performance. These results 

confirmed eight of the initially developed hypotheses dealing with the accountability, 

leadership styles (transformational and transactional), conflict management approaches 
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(integrating, compromising, obliging, dominating and avoiding) and their relation to job 

performance. 

The study results also revealed a significant positive relationship of the scores of 

leadership styles (transformational and transactional) with integrating, compromising and 

obliging styles of conflict handling. In addition, results showed that transformational and 

transactional leadership were negatively associated to dominating and avoiding styles. 

Moreover, Conflict Handling Styles (integrating, compromising, obliging, 

dominating and avoiding) mediated the effects of Transformational and Transactional 

leadership styles on Job Performance. This proved the hypothesis stating the indirect 

relationship of leadership (transformational and transactional) with job performance through 

conflict management styles. 

Finally, the study results also revealed that perceived accountability moderates the 

relationship between integrating and compromising styles with job performance, whereas 

the moderation effects of perceived accountability in terms of obliging, dominating and 

avoiding styles on job performance could not be confirmed. Therefore, the hypothesis 

addressing the moderating effects of perceived accountability on the relationship of conflict 

management styles and job performance was upheld partially. 

The overall study outcomes revealed that perceived accountability, transformational 

and transactional leadership styles are needed for the support and growth of organizational 

systems and combination of these with best suited conflict management styles could affect 

the behaviors in job performances of public officials in governmental public services 

organizations.
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CHAPTER 1 

INTRODUCTION 

International Conventions and Protocols define public official as a person who 

holds any administrative, executive, legislative, or judicial position in the name of the 

State, while performing certain public functions or delivering public services. The 

position may be awarded either through selection, appointment or election, with clear 

responsibilities and obligation to perform at any hierarchical level in a public enterprise 

or public agency. The position may also be attributed with or without any pecuniary 

benefits (African Union Convention on Preventing and Combating Corruption 

Convention, 2003; Convention on Combating Bribery of Foreign Public Officials in 

International Business Transactions, 1997; Council of Europe Criminal Law Convention 

on Corruption, 1998; Inter-American Convention Against Corruption, 1996; United 

Nations Convention against Corruption, 2003; United Nations Convention against 

Transnational Organized Crime and Protocols, 2000). In Black's Law Dictionary, Garner 

(2009) has defined public official as an elected or appointed person maintaining a public 

office to assist the government in exercising its vested sovereign powers.  

In contrast, the domestic legislation in Pakistan is more or less dormant in clearly 

defining public officials in conformity to international conventions and protocols. The 

conventional definition of public officials is implied to the civil servants, government 

officials and public office holders in Pakistan, for purposes as prescribed under the 

domestic law. The civil servant is defined as a person who holds a civil post in the 

service of the Federation or is a member of the All-Pakistan Service including the 

defense services (Civil Servant Act of Pakistan, 1973 p.1). The existing definition 

however does not include contractual or temporary employees who are performing 
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public functions in Pakistan. Notably, Pakistan has ratified the United Nations 

Convention against Corruption (UNCAC) on 31st August 2007, besides being a State 

Party to other major international conventions and protocols. The participation of 

Pakistan on international forums and becoming a State Party to distinguished 

international conventions and protocols places substantial obligations for Pakistan to 

advance towards legislative reforms in the near future, which shall also include relevant 

provisions for defining public officials in Pakistan. Considering the limited scope of the 

definition of civil servants and public office holders in the existing domestic legislation, 

this research study has for that reason relied upon the global definition of public officials, 

which is more generic and standardized within international conventions and protocols. 

The public officials in Pakistan have yet to be extensively observed by the 

organizational researchers, despite plentiful exploratory contributions in the public and 

private sector realm. The performance of the public officials has been seldom questioned 

in the past as they are considered to be the custodian of all public functions which are 

performed in the best interest and welfare of the State. However, this dogma is now 

being confronted with enormous challenges and criticisms in the recent years. Citizens 

have raised their demands for greater accountability of public officials for uplifting and 

demonstrating visible performance of public institutions and endorsing trust in the 

governments (Blair 2013, Moote & McClaran 1997, Roberts 2008). The mounted 

influence of globalization in conjunction with socio-economic and technological 

advancements has placed extensive pressures on the newly elected governments in 

Pakistan to promote and adopt policies for stimulating increase in productivity and 

continuous improvement in the public functions. The reforms in the public sector require 

to be matched with the changing expectations of the citizens which have rather become 

sophisticated and largely focused on quality perceptions (Osborne & Brown, 2005).  

ACCOUNTABILITY, LEADERSHIP AND CONFLICT MANAGEMENT 2



In the recent years, the delivery of efficient public services has grown to be more 

versatile, consequently attracting further reforms in management of the public functions 

(Forma et al., 2007). The objectivity of these reforms is to ensure availability of 

competitive public services coupled with economic growth, improved productivity and 

additional employment opportunities (Niemela, 2008). In principle, the delivery of 

services by the public sector organizations is exclusively targeted towards creating public 

value, hence the performance of the public officials is more often evaluated by the 

citizens in the political market place and by the worthy democratic institutions through 

collective decision-making (Moore, 1995). As Hartley (2006) suggests that measuring 

the value delivered by the public sector can be far difficult to measure, therefore the 

present study has relied upon measuring the job performance of public officials using 

their task performance and contextual performance constructs. 

Similar to many others nations, Pakistan also follows the traditions of a welfare 

state. The government in a welfare state has the vested responsibility to provide services 

such as education, housing, health care and income support to its citizens (Nicholas, 

1987). Historically, the Public Sector Development Programme (PSDP) in Pakistan has 

been given unprecedented rise during the last decade. The Public Sector Development 

Programme (PSDP) for 2014-2015 has allocated a budget to the tune of PAK Rs 1175 

billion, comprising of PAK Rs 296 billion for the developmental projects run under the 

Federal Ministries/Divisions, PAK Rs 175 billion for Public Corporations and PAK Rs 

53.5 billion for Special Programmes, Rehabilitation and Reconstruction projects. The 

General Public Service expenditures of the Federal Budget (2014-2015) have also been 

estimated at PAK Rs 2,119 billion. A major portion of this goes to executive and 

legislative organs, financial, fiscal and external affairs, which is 83.3% of the allocation 

for General Public Service. These allocations of budgetary resources by the Government 
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of Pakistan signifies the mounted interest and attention given to the promising public 

sector in Pakistan, eventually highlighting the role and importance of the public officials 

who serve as the driving force behind all public functions. 

The expected role of the public officials as the State functionaries who are 

responsible for running the affairs of the State is far more complex as compared to the 

role of individuals employed in the private sector. The role of the public officials has 

enriched considerably in the 21st century due to the continuous growth of the 

bureaucratic structures and increase in the citizen’s demands for improved public 

services, effective regulatory framework, good governance and delivery of collective 

value for the society. The performance expectations from the public officials have 

rapidly increased due to the extended pressure in the effective management of public 

expenditures and efficient use of resources (Satu et al,. 2010). The public officials are 

assessed on comparable performance benchmarks with the private sector. The 

performance benchmarks for the public officials principally include; (1) responsiveness 

to the needs and demands of the citizens; (2) efficiency in public expenditures; (3) 

transparency and accountability of the public functions and (4) delivery of improved 

public services such as health care, education and justice etc. (Bruder, Kenneth & 

Edward, 1994; Sandra, 2010). The performance of the public sector has always been an 

object of discontent and there have been visible and persistent lacking in performance.  

Public sector organizations in Pakistan have been continuously struggling to uplift their 

performance at various levels in the recent years however this could not be achieved 

without visionary leadership (Riaz & Noor, 2014). 

The intensifying demand for cost efficiency in service delivery in the private 

sector has also planted pressure on the public sector to gauge the opportunities for 
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improvement. In this regard, the job performance of the public officials in Pakistan 

certainly requires to be investigated by organizational researches, without alienating 

some of the potential predictors of job performance. Public officials must demonstrate 

effective leadership which often involves tackling problems to remain productive 

(Kouzes & Posner, 2011). Various independent studies have established that employee’s 

performance is associated with accountability perceptions (Boone & Fulton, 1996; 

Learner & Tetlock, 1999), leadership styles (Barrow, 1976; Eran Vigoda-Gadot, 2007; 

Everett, 1987; Fowler, 1991; Hunt, 1991; Kedsuda Limsila & Stephen O. Ogunlana, 

2008; Joaquín Camps & Hannia Rodríguez, 2011; Rajnandini Pillai & Ethlyn A. 

Williams, 2004) and conflict management approaches (Hsi-An Shih & Ely Susanto, 

2010; Olson-Buchanan et al., 1998; Rahim et al., 2001). 

The present study advances the literature by collectively addressing and 

measuring the role of perceived accountability, leadership and conflict management 

styles in predicting job performance. In this context, the public officials functioning in 

the Federal and Provincial Governments in Pakistan have been chosen to serve as the 

population base for this research study. The linkages of relationships amongst study 

variables are presented in Chapter 3. 

Background of the Problem 

The study of accountability, leadership, conflict management styles and job 

performance is currently a topic of considerable interest and activities within 

organizational research (Bentley, 2014; Brunhart, 2013; Green, 2014; Hassell, 2014; 

Johnson, 2014; McMillian, 2013; Redmond, 2014). Prior studies have separately 

examined the relationship of perceived accountability, leadership and conflict 

management styles with job performance, however a comparative study in the public 
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sector involving all these variables has not be undertaken so far. Due to the emerging 

challenges faced by the public officials in the Federal and Provincial Governments in 

Pakistan, it is imperative to explore the utility of perceived accountability, leadership 

styles and conflict handling approaches as predictors of job performance. 

Statement of the Problem 

It has been validated through numerous independent research studies that 

accountability perceptions, leadership styles, conflict management approaches and 

employees job performance are fundamental to the successful operations in every 

organization. Comparable researches have been undertaken by numerous academicians 

and practitioners who have individually assessed the relationships among accountability 

perceptions, leadership and conflict management styles and job performance. However, 

no such study could be traced by the researcher that collectively utilizes these variables 

in a distinct model in order to comprehend the role of accountability perceptions, 

leadership styles and conflict management approaches in predicting job performance. 

The available literature remains deficient in classifying the differences in the preferred 

styles of leadership and conflict management approaches of public officials in the 

Federal and Provincial Governments in Pakistan, in addition to their level of 

accountability perceptions and job performance. Therefore, it is imperative to gauge the 

perceived level of accountability and performance of public officials in Pakistan and to 

determine the relevance and benefits of different leadership styles and conflict 

management approaches in stimulating performance of public officials employed in the 

Federal and Provincial Governments in Pakistan. 
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Purpose of the Study 

This quantitative study aimed to investigate the role of perceived accountability, 

leadership styles and conflict management approaches in predicting job performance of 

public officials in the Federal and Provincial Governments in Pakistan. Leadership was 

represented through: (a) transformational leadership style, and (b) transactional 

leadership style as two independent variables. The conflict management styles were 

represented through: (a) integrating style, (b) compromising style, (c) obliging style, (d) 

dominating style and (e) avoiding style as five independent variables. The study results 

based on the direct reports by the public officials in Pakistan may potentially influence 

the public functions in the Federal and Provincial Governments in Pakistan to realize a 

greater understanding on how accountability perceptions, leadership styles and conflict 

management approaches of public officials can positively or negatively impact their job 

performance. The study also tested the mediating effects of conflict management 

approaches in determining the indirect effects of leadership styles on job performance. In 

addition, the study also tested the moderating effects of perceived accountability on the 

relationship between conflict management approaches and job performance. 

Research Statements 

The research statements for this study enfolds significant differences between 

accountability perceptions, leadership styles and conflict management approaches in 

predicting job performance of the public officials in the Federal and Provincial 

Governments in Pakistan. The research statements in this study are as follows: 

1.  There is a relationship between accountability perceptions and job performance 

of the public officials in Pakistan. 
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2.  There is a relationship between leadership styles (i.e. transformational and 

transactional leadership) and job performance of the public officials in Pakistan. 

3.  There is a relationship between conflict management styles (i.e. integrating, 

compromising, obliging, dominating and avoiding) and job performance of the public 

officials in Pakistan. 

4.  There is a relationship between leadership styles (i.e. transformational and 

transactional leadership) and conflict management styles (i.e. integrating, compromising, 

obliging, dominating and avoiding) of the public officials in Pakistan. 

5.  Conflict management styles (i.e. integrating, compromising, obliging, dominating 

and avoiding) mediate the relationship between leadership styles (i.e. transformational 

and transactional leadership) and job performance of the public officials in Pakistan. 

6.  Perceived accountability moderates the relationship between conflict 

management styles (i.e. integrating, compromising, obliging, dominating and avoiding) 

and job performance of the public officials in Pakistan. 

Significance of the Study 

There are three aspects of the study that reveals its significance. Firstly, it would 

investigate an issue which has been less understood and least explored: the relationship 

between accountability perceptions, leadership and conflict management styles as 

predictors of job performance of public officials in the Federal and Provincial 

Governments in Pakistan. Secondly, the study findings would make valuable insights and 

contributions to the theories related to accountability, leadership styles, conflict handling 

styles and job performance. Thirdly, the study results would bring further insights and 

add benefit to future studies involving models of accountability, leadership styles, 
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conflict management approaches and job performance, especially in the public sector 

domain. 

Formal Definitions 

Accountability: It is a sense of responsibility, answerability and an obligation to perform 

(Erdogan et al., 2001). 

Leadership: It is the individual’s capacity or ability to influence others towards 

achievement of desired goals (Northouse, 2007).  

Leadership style: It includes the distinct styles of leadership, that are classified based on 

the leaders personality, relationships, actions or any other related factors of leadership. 

For the purpose of this study, the transformational leadership and transactional 

leadership styles have been considered (Avolio & Bass, 2004).

Transformational leadership: It is leadership style based on encouraging followers to 

transcend barriers, while achieving higher levels of motivation and morality (Bass & 

Avolio, 1995). 

Transactional leadership: It is leadership style based on an exchange process between 

the leader and his followers. Recognizing the needs of his followers, the leader clarifies 

the mode of realizing those needs in exchange of satisfactory efforts and performance by 

the followers. This style consists of contingent reward and management-by-exception 

(Bass & Avolio, 1995). 

Conflict: It is a situation which arises when an individual or a group perceives non-

compatibility or disagreement with others on certain interests, beliefs, or values (Wall & 

Callister, 1995). 
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Conflict Management: It refers to the view that conflicts does not require to be avoided, 

ignored, reduced or terminated but conflicts require utilization of effective strategies to 

reduce the dysfunctional behavior of conflicts and to augment constructive functions of 

conflicts to improve organizational learning and effectiveness (Rahim, 2002). 

Conflict Management Styles: Conflict management styles (or conflict management 

approaches) refer to the explicit behavioral patterns and preferences of an individual 

while handling conflict situations (Moberg, 2001). The five conflict management styles 

introduced by Rahim (1985) are based on a two-dimensional framework i.e. concern for 

self and concern for others. Concern for self involves the degree to which a person is 

concerned about satisfying his or her own goals, whereas concern for others involves the 

degree to which the person is supportive of the other person's goals. The five conflict 

management styles are integrating (or collaborating) style, compromising (or 

negotiating) style, obliging (or accommodating) style, dominating (or competing) style 

and avoiding style. 

Integrating style: This conflict mode is based on a high concern for relationships and a 

high concern for outcomes. It is characterized with openness, collaboration involving 

confrontation when appropriate and problem solving orientation. This style reflects a 

higher concern for both self and others (Rahim, 2004). 

Compromising style: This conflict mode is based on an intermediate concern for 

relationships and an intermediate concern for outcomes. It is associated by a "split the 

difference" approach where there is a moderate level of concern for self and moderate 

concern for others. Middle ground is the general goal in resolving the conflict (Rahim, 

2004).
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Obliging style: This conflict mode is based on a high concern for relationships and a low 

concern for outcomes. It is reflected by consenting to other's decisions or statements 

without asserting or expressing own concerns or needs. This style indicates a lower 

concern for self and higher concern for others (Rahim, 2004). 

Dominating style: This conflict mode is based on a low concern for relationships and a 

high concern for outcomes. It reflects a competitive win-lose approach that is direct and 

non-cooperative. This style is indicative of higher concern for self and lower concern for 

others (Rahim, 2004). 

Avoiding style: This conflict mode is based on a low concern for relationships and a low 

concern for outcomes. It is characterized by non-confrontational, indirect and 

uncooperative, withdrawal behaviors. This style indicates lower concern for self and 

others (Rahim, 2004). 

Job performance: It comprises of both task performance and contextual performance, as 

there is a clear distinction between behavior, which is what people do, and performance, 

which is the expected organizational value of what people do (Motowidlo, 2003). 

Scope and Limitations of the Study 

The scope of this quantitative research study is restricted to investigating (a) 

accountability perceptions, (b) leadership styles (c) conflict management approaches and 

(d) job performance relationship using data collected from public officials employed in 

the Federal and Provincial Governments in Pakistan. Previous studies have individually 

assessed the relationships among the study variables, whereas the scope of current study 

explores the effect of each independent variable on the dependent variable. 
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1. Some public officials might have avoided participating in the study survey, due to 

the lack of trust about their self-reporting on accountability perceptions, 

leadership and conflict management styles or their level of job performance, 

would be kept confidential. 

2. The findings of the study would be limited to the responses provided by the 

public officials, whereby the findings could have been slightly different in case if 

the non-participating public officials might have reported their perceptions of 

accountability, preferred styles of  leadership and conflict management and their 

level of job performance. 

3. The study data would be restricted to a single data collection tool i.e. Self-

Reporting Questionnaires. 

4. The study findings would be constrained with limited generalizability. 

5. Lastly, the independent variables involved in this study i.e. accountability, 

leadership styles (transformational and transactional) and conflict management 

styles (integrating, compromising, obliging, dominating and avoiding) were not 

the only underlying factors that exclusively contributed to job performance. A 

multitude of additional variables could possibly affect job performance of the 

public officials in Pakistan which can be contemplated as an outcome of some 

other factors not included in this study.    

Assumptions 

The underlying assumptions can provide valuable insights and directions for new 

researchers while conducting future studies. It also facilitates the understanding of the 

findings in a study (Creswell, 2002). The following assumptions were considered for the 

purpose of this research study: 
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1. The researcher assumed that the public officials participating in this study would 

be enthusiastically interested to know the study findings, thus drawing their 

attention and willingness to participate in the research study. 

2. It is assumed that the participating public officials would honestly and objectively 

provide a profound description of their level of accountability perceptions, their 

preferred styles of leadership and conflict management and their appropriate level 

of job performance. 

3. It is assumed that the participating public officials would meticulously 

understand the purpose of the study survey and would be plausibly stimulated to 

align their responses on the questionnaires. 

4. It is assumed that the participating public officials would show confidence in the 

researcher for ensuring that their self-reports are kept confidential and 

anonymous, thereby posing no fear of any negative consequences for the 

respondents while participating in the study survey.    

ACCOUNTABILITY, LEADERSHIP AND CONFLICT MANAGEMENT 13



CHAPTER 2 

REVIEW OF LITERATURE 

Introduction 

This chapter covers the historical perspective and central theories on 

accountability, leadership, conflict management and job performance. The literature 

review covers exploration of academic and credible insights including research articles, 

documents and journals to substantiate the influence of perceived accountability, 

leadership behaviors and conflict management styles on employee’s job performance. 

The literature reviewed is specific to the research title, background, problem and 

statements raised in this study. Hence the literature review presents synthesis of 

empirical research findings and also a critique of prior researches on accountability, 

leadership, conflict management styles and job performance. Various research databases 

including EBSCO host, Emerald Insight, Psyc ARTICLES, Psyc INFO and SAGE 

Journals Online were used for a comprehensive review of relevant literature. Several 

titles or terms were used for searching these databases including perceived 

accountability, felt accountability, leadership styles, transformational leadership, 

transactional leadership, conflict handling styles, conflict management styles, integrating 

style, compromising style, dominating style, obliging style, avoiding style, job 

performance, contextual performance and task performance. 

Accountability 

Accountability has continued to play the most fundamental role in influencing 

people’s behavior and particularly their performances within organizations (Ferris et al., 

1997; Lerner & Tetlock, 1999). In the pursuit of organizational goals, effective managers 
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cannot just rely on chances or employees goodwill for raising the required performance 

behaviors (Kerr, 1975). This would require them to proactively arouse the desired 

employee behaviors to accomplish targeted outcomes by instituting accountability 

parameters for behaviors through a combination of formal and informal job-related 

organizational features (Dose & Klimoski, 1995; Frink & Klimoski, 1998). 

Accountability is formally or officially instituted within an organization through 

delegation of authority and responsibility positioned at different levels in the 

organizational structure while remaining visible in the shape of the reporting 

requirements to a supervisor.  

The level of perceived accountability may vary on similar organizational 

positions or structure depending upon different interpretations by the people (Frink & 

Ferris, 1998). Resultantly, individual's behaviors are expected to function in relation to 

their perceived accountability rather than objective accountability. Therefore, for the 

purpose of this study, phenomenological considerations of accountability has been 

included and discussed in relation to the dependent variable of job performance. 

Frink and Klimoski (1998) described perceived accountability as the individuals 

feeling for actualization of obligations and justification of his or her actions to self or 

others. Moreover, this phenomenological construct of accountability remains to be 

distinct from other concepts such as felt responsibility and external expectations. 

Erdogan et al. (2001) asserted that perceived accountability and external expectations 

might appear to be comparable terms; however perceived accountability cannot be 

categorized as external expectations which tend to be equally felt by all individuals. The 

perceived accountability is not limited to the more interactional processes than external 
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expectations (Schlenker & Weigold, 1989) rather it also involves the justification process 

which results in rewards and sanctions (Tetlock, 1985b). 

To some extent perceived accountability is related to felt responsibility however 

it still remains quite distinct. Although felt responsibility exists to be one of the factors 

involved in the perceived accountability system (Schlenker et al., 1994), however 

accountability and felt responsibility remain as discrete outcomes of felt responsibility 

with the view that felt responsibility is limited to internal processes while accountability 

involves external processes (Cummings & Anton, 1990). Thus felt responsibility implies 

to individual’s acceptance of responsibility and its underlying influence on events, 

whereas accountability implies to the evaluation of other individuals (i.e., external) 

expectations on particular events and natural consequences. 

Felt responsibility is of more individualized nature. Responsibilities are assumed 

by individuals themselves. Individuals who assume felt responsibility tend to undermine 

or ignore the role of external factors such as others person’s evaluation of behavior’s, 

events, projected rewards or sanctions. As a result, person’s acceptance of responsibility 

might be affected through their individual differences, such as the employee’s growth 

need and strength as presented in the job characteristics model (Hackman & Oldham, 

1976). Such probable effects of individual differences in accepting responsibilities may 

result in more variances in felt accountability. On the contrary, perceived accountability 

takes into account the role of internal factors (e.g., personal values connected to self-

image or self-projection; Schlenker et al., 1994) as well as external factors (e.g., formal 

evaluation and reward system, organizational culture, procedures, social norms and 

informal networks, etc.; Frink & Klimoski, 1998). The presence of more homogeneous 

external factors would express limited or smaller variance in the perceived 
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accountability. Existing literature has supported the necessary involvement of felt 

responsibility in determining perceived accountability; however it may neither be the 

only factor nor a sufficient condition. 

Leadership 

The roadmap to success for every organization exclusively depends on the 

realization of shared goals and common objectives by its employees. An examination of 

the contemporary literature reveals that financial success of every organization is 

considerably attributed to its employee’s performance. Nevertheless, researchers have 

faced difficulty in developing linkages between employee’s performance and leadership 

styles. The vital role and importance of leadership within today’s organizations can be 

hardly argued, however the utility and effectiveness of the different styles of leadership 

need to be extensively explored. The knowledge and application of each leadership style 

in terms of its relevance to distinct circumstances, followed by its impactful outcomes 

would be highly beneficial. The overwhelming shifts in the business settings has charged 

the business leaders to reconsider their leadership styles for greater efficiency and 

enhanced employees contribution (Ashkenas et al., 2002). The adaptation of a particular 

leadership style in the past may become undesirable in the future. 

Realizing the value of knowledge and skills of the employees and steering them 

towards targeted outcomes has become imperative for leaders of tomorrow (Larson & 

Luthans, 2006). Although academicians have been redefining leadership for a couple of 

decades now, yet they have rarely achieved consensus on a generally agreed definition of 

leadership (Bass, 1981; Northouse, 2004; Yukl, 2010). Despite all the distinctions in 

defining leadership, Yukl (2010) has advocated that leadership stands as a personality 

trait, individual behavior and guided influence with principal focus on relationship 
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building. Northouse (2004) has conceptualized leadership as a process whereby a leader 

influences other individuals to accomplish shared goals. 

During the course of interaction, multifarious forces come into play when the 

leader influences other individuals. Some leaders may successfully influence potential 

followers through personal appeal or charisma, whereas others may succeed through 

display of power, command and control. The quality of association between leader and 

follower has shown a significant relationship with productivity (Olmstead, 2002). The 

stronger the leader-follower relationship and effective communication between the two 

envisages greater profitability (Adsit & London, 1996). Realizing the importance of 

relationship building and effective communication, companies should promote such 

practices which strengthen leader-employee relationship and build stronger 

communication. Understanding the linkages between leadership styles and employee 

performance requires the leaders to comprehend their surrounding and the people around 

them (Ogbonna & Harris, 2000). As indicated by Grint (1997), executing leadership 

sensibly can achieve ten-percent positive impact on performance, whereas if executed 

improperly may lead to ten-percent negative impact. 

Ogbonna and Harris (2000) suggested that leadership development has been one 

way by which organizations have surpassed difficult times but realizing the potentials of 

leadership and its influence on organizational profitability has to be given much more 

attention, in order to maximize their efforts and outcomes. 

History of Leadership 

It is imperative to know how the theories and studies of leadership have evolved 

over the time and the notion of leadership has advanced to become an integral part of 

recent researches. In the early 20th century, there were numerous studies on leadership 
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and prominent leadership researches were specifically focused on the leader’s character 

and his personality (Bryman, 1986; Chemers, 1984). Leadership studies in the 1910s and 

through the Second World War had followed the trait theory of leadership that primarily 

focused on the individual’s possession of certain characteristics which distinguished him 

from others and gaining benefit of his skills to lead (Burns, 2003).  

Trait Theory of Leadership 

Bryman (1986) has discussed that the early studies on leadership were mainly 

focused on the characteristics of an individual for being a “leader” in contrast to a “non-

leader”. These distinguished personality traits set apart a person from others while 

making him a leader. There has been a widely held thought that leaders are born and not 

made (Bryman, p. 18) and this statement has held credence in history because of the 

predominant role of the Kings and the rulers who exhibited their unique abilities to lead 

and rule over people (Burns, 2003). Even before the trait theory, the kings and rulers 

were referred as the “Great Men” who had inherited leadership (Burns, p.10). Jain and 

Mukherji (2009) discussed that the eastern rulers have understood their leadership 

position as the only side of the equation. Apart from the leadership position, the leader 

also needs some essential characteristics and potentials to lead others. 

The discovery of the determinants of the leadership trait has highlighted that the 

leaders reflect specific personality attributes, physical characteristics, aptitudes and 

intelligence Bryman, 1986). Leaders have excelled in particular areas including their 

capacity to achieve, responsibility to guide others, participation and their status as a 

leader (Stodgill, 1948). It has also been confirmed in Stodgill’s research that the leaders 

have exceptionally better intelligence as compared to the non-leaders. Maxwell (1999) 

pointed out 21 characteristics which are known to be possessed by leaders, among these 
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include commitment, competence, courage and effective communication. Moreover, 

Maxwell stated that leaders are also found to be responsible, focused, generous and 

discerning. According to Maxwell’s opinion, a real leader is the one who takes the 

initiative, listens to others, create relationships and solves problems and foster security. 

True leaders are also characterized to be visionary, charismatic, self-disciplined, lifetime 

learners, good instructors and helpful to others whom they lead. Other studies have 

indicated that there have been difficulties in ascertaining the traits of leadership and the 

conclusion thus drawn suggests that the leaders are much different from others who 

possess particular traits giving them the propensity to lead but this does not necessarily 

guarantee that such a person turns out to be a true leader (Kirkpatrick & Locke, 1991). It 

is more complex to understand the personality traits of a leader and how these 

characteristics or value system determines his ability to lead others. 

Sarros, Cooper and Hartican (2006) pointed out that the qualities and personality 

traits of a leader are observed by his followers and the leader expresses these qualities 

outwards through his strong character. According to Sarros et al., the leader’s character 

is a combination of his virtuous personality traits which establishes his capabilities to 

lead the non-leaders. Despite the fact that the leaders have demonstrated many common 

personality traits and certain abilities ensuring strong character, still leadership studies 

have indicated that the leader’s traits were not demonstrated on a constant basis, rather 

these traits appear to be related to particular situational pretext (Bryman, 1986). In 

addition, researchers have found that an individual’s character can be refined and 

developed throughout his lifetime (Sarros et al., 2006). Therefore, the change of 

individual’s character can also happen and this realization of the situational and 

contextual factors have halted the research on leaders personality traits and character 

which was initially considered as the primary factors in determining the leadership 
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potential. However, the research on the trait theory has not been completely abandoned 

because Bryman has reported particular personality traits and characteristics of a leader 

which were proven to be related to leadership styles in the later researches. As the 

relevance and importance of research on trait theory of leadership had slightly faded 

away, this has led to the potential of understanding a new perspective on leadership 

which examines the leader’s actions and behaviors through an external approach. 

Behavioral Approach to Leadership 

Kotter (1996) pointed out that rather than focusing solely upon the internal traits 

and individual characteristics of leader, the leadership studies began to explore the 

actions and behaviors of leaders who are engaged in such leading roles and demonstrated 

leadership. During these progressive stages of leadership research, Bennis and Townsend 

(1995) indicated that leadership was loosely defined and existed in 650 different 

definitions and descriptions. However,  Kouses and Posner (2007) promoted and 

reinforced the behavioral aspects of leadership studies, by placing emphasis on the view 

that leadership is not about individual’s personality; rather it’s about the individual’s 

behavior. The behavioral approach to leadership became more widely acknowledged as 

the next step in the leadership research because leaders were better known to interact 

with others and these interactions can be well  observed and better documented as 

opposed to their internal characteristics (Hollander, 2009). Further researches 

endeavored to bring more clarity on the concept of leadership from the behavioral 

perspective. Burns (2003) viewed that the behavioral aspect of leadership studies had 

aligned itself and benefited from the behavioral studies in the psychological discipline 

which had gained prominence after the Second World War and continued until 1970s. 
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With the parallel advancement of researches in both disciplines, the leadership 

studies started to focus on the leadership styles as exhibited through the leader’s 

behavior. Through his research, Bell (1973) indicated that leadership styles were derived 

from the individual’s personality characteristics and the leader is driven by his 

psychological needs which he desires to satisfy. Leatherman (1992) has elaborated that 

the concept of particular leadership styles in satisfying the leader’s psychological needs 

was related to the hierarchy of needs theory introduced by Abraham Maslow which 

describes job motivators to meet the individual’s psychological, self-actualization, 

belongingness, esteem and safety needs. As explained by Leatherman, it is the leader’s 

motivation which drives him to satisfy his particular needs at whatever stage, position 

and any given time. Therefore the type of leadership styles demonstrated by the leaders 

is very much associated to stages of the leader’s psychological development. Next is the 

description of the different types of leadership styles which is of interest and relevance to 

this study.  

McGregor’s Theory X and Theory Y 

McGregor (2006) proposed one of the prominent theories developed during the 

research studies on behavioral aspects of leadership.  McGregor indicated that the 

leadership style of the leader and the subsequent behavior of his followers are associated 

with the leader’s viewpoint and the attitude of his followers. Leatherman (1992) has 

reported that McGregor considers leaders to follow two dichotomous styles which he has 

referred as his Theory-X and Theory-Y. The leader who follows Theory-X philosophy 

considers that his followers have to be compliant and be present on the job to perform 

their work. The Theory-X leader considers his subordinates to be lazy who have to be 

closely monitored and supervised (Thomas & Bostrom, 2008). Moreover, a Theory-X 
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leader maintains high levels of control over his subordinates and monitors each and 

every move of his followers (Leatherman, 1992). 

In contrast, Leatherman (1992) expressed that the McGregor’s Theory-Y leader 

maintains lesser controls over his subordinates because he considers his followers to be 

genuinely motivated to perform their work and take it as an enjoyment. The Theory-Y 

leader also views his subordinates to be self-motivated and only requiring 

encouragement and facilitation (Thomas & Bostrom, 2008). Moreover, Thomas and 

Bostrom also pointed out that the Theory-Y leader offers greater nurturing and lesser 

overbearing towards their subordinates, as compared to the Theory-Y leader. Bryman 

(1986) has reported that the doctrine of Theory-X has now evolved into an authoritarian 

style of leadership and Theory-Y has developed into a democratic style of leadership. 

Authoritarian Leadership 

Leatherman (1992) has referred the authoritarian leadership style to be very 

closely associated with McGregor’s Theory-X, which corresponds to a leader who has 

not successfully transcended the needs of safety or belongingness as presented in the 

Maslow’s theory of hierarchy of needs. The authoritarian leaders are believed to be 

unable to cope with feelings of losing control or power, and also lacking trust in their 

subordinates thereby giving lesser importance in building and maintaining productive 

and healthy relationships with their subordinates (Leatherman, 1992). In addition, the 

authoritarian leader endeavors to further strengthen his control over his followers. In the 

study conducted by Bell (1973), the authoritarian leader has been described as a leader 

who maintains a domineering role as the commander. Bell (1973) has further elaborated 

that the upbringing of an authoritarian leader with his commander parents, later translates 

into actions and his commanding role over his followers. In addition, Bell also pointed 
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towards the close mindedness of the authoritarian leaders who believe that their ideas are 

always correct. Blanchard and Johnson (1982) provided further descriptions of the 

authoritarian leaders who are relatively more rigid, profit minded and realistic 

individuals. Bryman (1986) has described an authoritarian leader as the one who leads 

his followers in an authoritarian manner being more task- oriented and personalizing 

praise and criticism coming from the followers. In the course of directives given by the 

authoritarian leader, the subordinates may tend to follow or disobey the authoritarian 

leader and also resort to personal praise and criticism towards their leader. 

Democratic Leadership 

In contrast to the authoritarian leaders, the democratic leaders have been referred 

as the leaders who are more objective and those who appreciate collective participation 

and ideas of their followers. These democratic leaders are associated with McGregor’s 

Theory-Y (Bryman, 1986; Leatherman, 1992). The democratic leaders are characterized 

to concentrate on building and maintaining productive relationships with their followers 

through reciprocated participation (Bryman, 1986). A democratic leader deals with his 

followers in a relationship-oriented manner and attempts to please his followers (Bell, 

1973). Leatherman has indicated that the leaders exercising democratic style are 

functional at a higher level of Maslow’s hierarchy due to their greater followership, 

responsibility and delegation of powers and associated tasks. The democratic leaders 

tend to engage their followers with higher self-esteem and self-actualization. Further, 

Leatherman (1992) also described democratic leaders who believe in the delegation of 

power and controls to their followers, ultimately alleviates their own status, power and 

controls. Blanchard and Johnson (1982) have also characterized democratic leaders as 
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humanistic, supportive and considerate throughout the series of work related interactions 

with their followers.  

Full Range Leadership Theory 

The full range leadership theory advances the literature from the pursuit of a 

single best known style of leadership.  FRLT relatively focuses on the multiple layers of 

different leadership styles which may be eventually required for leaders to run an 

organization successfully (Schriesheim, Wu, & Scandura, 2009). The transformational 

and transactional leadership styles have remained to be the primary focus of full range 

leadership theory (Avolio, 1999; Bass & Steidlmeier, 1998). The progression of 

leadership theory has reached to the notion of flexibly adapting appropriate leadership 

styles while encountering multiple situations and employee behaviors. As pointed out by 

Goleman (1998), leaders may require to sagaciously display some degree of flexibility in 

their styles of leadership while coming across varied situations. 

The two foremost leadership styles namely transformational and transactional 

leadership have been classified as distinct approaches, and the application of each style is 

dependent upon the instant circumstances within the organization (Burns, 1978). 

Leadership may not be considered as a selection process but relatively a tendency of the 

leader to be either transformational or transactional (Lowe, Kroeck, & Sivasubramanian, 

1996). Nevertheless, the leader may possess higher tendency towards a particular style of 

leadership, but the situational requirements of the organization may demand the leader to 

judiciously employ both transformational and transactional approaches for delivering 

higher performance (Bass, 1985). Today leaders should be broadly focused and should 

successfully incorporate features of both transformational and transactional forms of 

leadership (Podsakoff, Podsakoff, & Kuskova, 2010). 
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Some authors suggest that the role of transformational and transactional 

leadership should be considered as complementary to each other, where transactional is 

favored in stable environments and transformational for changing environments (Oke, 

Munshi, & Walumbwa, 2009). The effectiveness of transactional leadership evolves 

from the leader’s authority, whereas the transformational effectiveness stems from his 

personal characteristics (Grint, 1997). As reasoned by Bass and Avolio (1991), this wide-

ranging and collective approach has been manifested as the full range leadership theory. 

A FRLT is an innovative approach which is not confined to a particular leadership style, 

rather it is a degree of employment of multiple leadership styles, particularly 

transformational, transactional and laissez-faire (Antonakis et al., 2003). 

Transformational Leadership 

Transformational leadership has surfaced to become the most researched style of 

leadership with notable advantages of utilizing employee’s maximum potential. Burns 

(1978) argue that the leader-employee relationship has to advance from a modest 

transaction or exchange, which is beyond the scope of transactional leadership. The 

transformational leader should strive to transform the values, beliefs and attitudes of his 

followers for achieving a common purpose, while restraining their own interests and 

placing forth the interest of the organization and its employees (Grint, 1997). Thus the 

role of transformational leaders remains in limelight in shaping organizations. The 

transformational leadership has been ideally supported for organizations facing complex 

changes (Bass & Steidlmeier, 1998). The transformational leader is guided through his 

embedded vision, articulation and strategy which may gain acceptance or rejection by the 

employee. Additionally, the transformational leader also has to present himself as the 

role model for the followers for guiding their behaviors and efforts. Transformational 
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leadership can bring along grass-root changes within the organization through active 

involvement of its employees (London, 2002; Lowe et al., 1996; Oke et al., 2009). As 

proposed by Antonakis et al. (2003), transformational leadership comprises of the 

following four factors: 

Idealized influence: It refers to the idealized (attributed) behavior of the leader through 

his charismatic personality and actions. The leader gains a higher degree of association 

with the followers who willfully attempt to comply with his or her actions. The followers 

perceive the leader as a role model and are largely inspired through his social appeal 

(charisma). The leader projects himself as an assertive and powerful personality while 

possessing exemplary behavior and morals. 

Inspirational motivation: It signifies the ability of the leader to inspire his or her 

followers, by projecting his vision through motivation. The leader develops an emotional 

attachment with his or her followers and gradually raises the level of achievement 

currently being realized. The followers are driven through symbolic pleas echoed by the 

leader, which sensitizes his or her followers to outperform their potentials. 

Intellectual stimulation: It describes the ability of the leader to capture the intellectual 

capabilities of his or her followers and their aptitude to stimulate creativity, discover 

solutions and make breakthroughs. 

Individualized consideration: it is the leader’s ability to make individual assessments for 

identifying and supporting his or her follower’s need. The leader may support his or her 

followers through proper coaching and counseling. 
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Transactional Leadership 

The transactional leadership is considered as an interaction between the leader 

and the followers while exchanging specific behaviors, consequently leading to reward 

or punishment. The transactional leader maintains the status quo (Northouse, 2004) and 

his effectiveness directly depends on the manifestation of “quid pro qou” or “this for 

that” (Oke et al., 2009). The transactional leader satisfies the desires of the followers to 

fulfill his own desires, which is similarly reflected in a boss-employee rapport (Bass, 

1981). The effectiveness of the transactional leader has been found to be dependent upon 

his position and his authority (Grint, 1997). The effectiveness of transactional leadership 

considerably depends upon the organizations recognition of existing progress and the 

desire to maintain it in future (Bass, 1981). The transactional leader is seen far more 

interested about specified targets and the availability of required knowledge and skills in 

achieving them, while recognizing reward relationships. This is accomplished by 

pragmatically employing manpower, resources and rewards to achieve the targeted 

results. Making the employees to follow is often a difficult task and even selection of the 

right incentives and proper training is seldom clear. Transactional leadership comprises 

of the following two factors: 

Contingent reward: Contingent reward is the foremost component of the transactional 

leadership. Northouse (2004) suggest that the purpose of contingent reward is to develop 

a system which rewards projected behaviors and goal accomplishment. The transactional 

leader clarifies the followers about the work expectations and encourages reward when 

the followers deliver to the expected performance (Hinkin & Schriesheim, 2008). 

Monetary benefits are often used as a temptation or equalizer for creating motivation 

among employees, presuming that the organization’s goal of realizing profits is matched 

with that of the employees. 
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Management by exception (active and passive): Management by exception is an 

approach based on punitive actions towards follower’s behavior which do not meet the 

organizational expectations. The transactional leader can either adopt the active or 

passive position through management by exception. The active method allows the leader 

to constantly observe employees and make timely interventions using negative 

reinforcement to avert the employee’s behavior in future. On the contrary, the passive 

method of management by exception requires the leader to wait until any situation or 

problem arises before taking any responsive actions (Hinkin & Schriesheim, 2008). 

Laissez-Faire (Non-transactional) Leadership 

The laissez faire (non-transactional) leadership is considered to be the least 

researched style of leadership (Hinkin & Schriesheim, 2008; Judge & Piccolo, 2004). 

The non-transactional leadership assumes an opposite stance to that of the 

transformational leadership as reflected on the leadership continuum. The 

transformational leader inspires the followers through motivation, whereas Bass (1981) 

found that the laissez-faire leader is unwilling to accept responsibility, provide directions 

and extend support to the followers, which consequently places negative impact on 

efficiency, satisfaction and cohesiveness. The application of non-transactional leadership 

can be rarely seen to be productive, when the employees are encouraged to enjoy 

independence and autonomy while expecting them to achieve the projected targets. On 

the contrary, Bass (1981) clarifies that there is a clear distinction between allowing 

proficient employees to execute their tasks independently, rather permitting incompetent 

employees to perform without proper guidance. In contrast to the transformational and 

transactional leadership styles, the non-transactional leadership is deficient in accepting 

responsibility, guiding individuals and taking actions, thus resulting in adverse 
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perceptions about the leader’s effectiveness. The non-transactional leadership style has 

been found to be least organized and counterproductive thus intensifying frustration and 

aggression among employees, consequently running down on quantity and quality of 

work and eventually mounting need for consistency and structure (Lewin, Lippitt, & 

White, 1939). Figure 2.1 shows the full range leadership model developed by Bass and 

Avolio (1991). 

Figure 2.1. Full Range Leadership Model (FRLM, Bass & Avolio, 1991)

Conflict: General Overview 

Tracing the links to leadership theory and its approaches, conflict and conflict 

management have similarly become a decades old concept now, which has been 

constantly investigated by numerous researchers. The early western philosophers 

including Karl Marx, Niccolo Machiavelli, Heraclitus, Georg Hegel, Sigmund Freud and 
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Thomas Hobbes had developed philosophical interest in the area of conflict while 

recognizing its role among personal relationships (Burns, 1978). However, empirical 

researches in organizations focusing on conflict management had started in the 1900’s 

during the era of scientific management (Kreitner & Kinicki, 1989). Up till 1940’s 

conflict was viewed as an undesirable phenomenon leading to inefficiencies due to 

improper communication and reward system, hence it was preferably to be avoided in all 

circumstances (Jones & White, 1985).  

Robbins (1996) has pointed out that the supporters of this approach have always 

aimed to avoid conflict while focusing their attention on the sources of conflict thereby 

adopting remedial measures to ensure individuals and organizational performance. 

Advancing from the traditional approach of recognizing conflict, the emergence of 

conflict in the organizational life now seemed to become unavoidable, ultimately 

demanding to be properly addressed (Jones & White, 1985). The occurrence of conflict 

during the conduct of human relations and functions within groups and organizations has 

been considered as a natural phenomenon (Robbins, 1996). Recognizing its existence 

within human relations, conflict has also been expected to possess a dysfunctional role 

which needs to be reduced or resolved by all organizations (Kreitner & Kinicki, 

1989).The interactionist view established its roots in the early 1970s which accepted and 

encouraged the presence of conflict which seemed to prevent organizations from 

becoming lethargic, stagnant and unresponsive to innovation and change (Robbins, 

1996).

Cetin and Hacifazlioglo (2004) have recognized that with the progression of 

social systems along with open systems theory, conflict remains legitimate and inevitable 

within organizations while encompassing positive indicators of effective management. 
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Conflict has also been recognized to defy old ideas and improve on creativity, rational 

decision-making, accuracy in reforming issues and awareness to underlying problems. 

However, if conflicts are not properly managed they can lead to decline in task 

effectiveness, group cohesiveness, active communication and harmony among members 

(Cetin & Hacifazlioglo, 2004; Robbins, 1996; Wall & Callister, 1995). 

There are numerous definitions of conflict. Fink (1968) defined it as a use of 

power by two or more individuals attempting to accomplish mutually incompatible 

goals. Rapport (1966) suggested that conflict occurs when one party challenges to block 

the goal attainment of its opponents through direct intervention in their activities. 

Conflict is also believed to occur when each party differs objectively through the 

interpretation of certain facts or situations, owing to inconsistencies in their perceptions 

(Dewulf et al., 2009; Fisher, et al., 1991). Some researchers have defined conflict as a 

process in which two or more individuals perceive a potential opposition in attainment of 

their goals, values and aspirations (Thomas, 1992; Wall & Callister, 1995). Conflict can 

also emerge from interpersonal issues such as communication difficulties, incompatible 

goals or power struggles (Wall & Callister, 1995). 

Stanley and Algert (2007) have conceded that conflict and controversies are 

inevitable in organizations while decision-making and consequently could take 

additional 40% of the administrator’s time. In the past, conflict was viewed to be 

detrimental to organizations but today it is considered to be natural and unavoidable 

condition which should not be ignored or eliminated rather it should be acknowledged 

and cautiously managed. Landa-Gonzales (2008) has pointed out that administrators are 

essentially required to acquire human related skills such as interpersonal communication, 

negotiation and conflict management capabilities to enhance job satisfaction, 
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organizations job performance and reduce employee’s turnover. Jones and White (1985) 

as well as Wall and Callister (1995) have identified that conflict can be classified into the 

following five distinct categories: 

Intra-personal conflict: Intra-personal conflict occurs within an individual due to some 

conflicting values or the belief systems. 

Inter-personal conflict: Interpersonal conflict occurs as a consequence of goal 

incompatibility between two different persons. 

Intergroup conflict: Intergroup conflict occurs due to incompatible goals between or 

among two or more groups. 

Inter-organizational conflict: Inter-organizational conflict refers to those conflicts which 

occur between or among two or more organizations. 

International conflict: International conflict refers to such conflicts that arise between or 

among nations. 

Several researchers have explored conflict based on different dimensions such as 

sources of conflict, process of conflict, functional and dysfunctional conflict, and conflict 

management strategies (Pondy, 1967; Rahim, 1985; Robbins, 1996; Wall & Callister, 

1995). Conflict may be determined to be functional or dysfunctional based on its 

intensity and way of management (Cetin & Hacifazlioglo, 2004; Robbins, 1996). The 

functional conflicts are believed to exhibit moderate intensity and thereby stimulate 

individuals towards greater efforts, extend cooperation and enriches creativeness (Cetin 

& Hacifazlioglo, 2004; Rahim, 1985). In contrast, dysfunctional conflicts are expected to 

arise due to either very high or low intensity of conflict which may interfere with the 

related tasks and may discourage individual’s competency and creativity (Rahim, 1985; 
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Robbins, 1996). Therefore the role of managers becomes essentially important in 

managing conflicts rather than reducing, resolving or eliminating them, as either due to 

very low intensity or absence of conflict, the institutions are likely to become stagnant 

(Rahim, 1985).  

For the purpose of this study, conflict management styles have been considered 

rather than conflict resolution techniques, as conflict situations are mostly very complex, 

therefore making it much difficult to achieve a win-win situation (Stanley & Algert, 

2007).

Sources of Conflict 

Kreitner (1980) has identified eight sources of interpersonal conflict which have 

continued to exist within all organizations. These sources of conflict include (1) 

ambitious goals, (2) competition for scarce resources, (3) communication breakdown, (4) 

time pressures, (5) inconsistent standards, rules, policies and procedures, (6) personality 

clashes, (7) Unrealized expectations and (8) Incongruent roles. In contrast, Wall and 

Callister (1995) has classified the sources of conflict into three leading group’s i.e. 

individual characteristics, interpersonal factors, and issues. A number of studies reveal 

that certain personalities are likely to encounter conflict more frequently than others and 

societal values play a vital role in determining the attitudes of individuals toward 

conflicts. 

Robbins (1996) suggested that individuals who display high authoritarian and 

rigid personalities are most likely to have low self-esteem and greater odds of 

encountering conflict. The goal divergences between individuals and sub-units could 

become a considerable source of conflict; if the concerned parties have distinct levels of 

commitment towards goals (Wall & Callister, 1995). Similarly, structures have also been 
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recognized as a source of conflict where groups hold close associations and the greater 

involvement of a particular group results in more possibilities for conflict (Robbins, 

1996).

Wall and Callister (1995) have pointed out that interpersonal factors can also 

become a potential source of conflict on the basis of disrupted communication, power 

struggle within relationships, negatively interpreted intentions and sabotage efforts 

against others goals. However, poor communication does not become the cause of 

conflict rather it is the communication process which can hamper collaboration and 

create misunderstanding (Robbins, 1996). In addition, inadequate sharing of information, 

semantic problems in communication, polluted and divergent communication channels 

continue to be potential sources of conflict, resulting from differences in training, 

insufficient information and selective perceptions (Robbins, 1996). 

Wall and Callister (1995) suggested that issues could be a potential cause of 

conflict depending upon their magnitude, complexity, clarity and temperament. Issues 

which are more complex are likely to ignite conflict rather than simpler issues because of 

their greater possibility in creating misunderstandings and exposing disagreements. 

Similarly, ambiguous concerns are more likely to become prominent source of conflict 

rather than clear issues. In addition, such issues which create emotional agitation are 

more likely to draw conflict in comparison to those issues which are generally authentic 

in nature. 

Stages of Conflict 

Pondy (1967) described conflict as a dynamic process which involves sequential 

episodes starting from an initial conflict incident, consequently creating precedence for 

any subsequent conflict encounters. The scheme of conflict relationship depends upon 
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the conditions leading to conflict, the perceptions about the incident and the party’s 

responses towards conflict. The parties to the conflict may have different perceptions 

about the conflict episodes due to their distinct interpretation of the conflict incident 

(Dewulf, et al., 2009). As identified by Pondy (1967), conflict comprises of five stages 

namely (1) Latent conflict (conditions); (2) perceived conflict (cognition); (3) felt 

conflict (affect); (4) manifest conflict (behavior); and (5) conflict aftermath (conditions). 

He suggested that it is not necessary that each conflict episode has to move through 

every stage. The stages of conflicts were later revised by Robbins (1996) who proposed 

them to include: (1) Potential opposition or incompatibility; (2) cognition and 

personalization; (3) intentions; (4) behavior; and (5) outcomes. 

According to Robbins (1996), latent conflict is termed as the existing conditions 

within an organization which give rise to conflict and also exhibit potential opposition or 

incompatibility between individuals. The sources of latent conflict may include: 

competition for limited resources, differences of sub-unit goals, aiming for autonomy 

(Pondy, 1967), personality differences and communication failures (Robbins, 1996). 

Competition for limited resources can turn out to be a source of conflict if the 

participant's demands exceed the availability of resources within the organization. 

Aiming for autonomy could also result as another source of conflict if the parties seek to 

gain control over each other, while captivating others will. Finally, due to the differences 

arising out of incompatible goals, the parties would be unable to reach consensus on 

related issues and thus face conflict. However, this stage can only give way to conflict in 

case either one or all of the parties are affected to it or they possess awareness about the 

conflict. 
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The conflict stage of cognition and personalization consists of how conflict is 

being perceived or felt. The perceived conflict is referred to the parties’ awareness about 

the existence of conflict situation however they remain unaffected. On the contrary, felt 

conflict refers to the awareness about the conflict situation while the parties are 

emotionally charged towards it, consequently causing anxiety, frustration, tension or 

hostility (Robbins, 1996). It has been observed that different parties recognize similar 

conflict conditions differently, depending upon their distinct personalities (Pondy 1967). 

In a similar study it was found that parties possessing type-A personality had more odds 

of encountering conflict with their subordinates as compared to type-B personality 

(Baron, 1989). The party’s ability to manage anxiety during the conflict also determines 

its actions towards the conflict situation. It is a very important stage as each party defines 

the conflict and subsequently responds to the conflict situation. During the stage of 

defining conflict, the parties are also seen to demonstrate their intentions or behaviors 

towards conflict and outlining the possible outcomes to be realized (Robbins, 1996). 

Robbins (1996) further advanced the stages of conflict discussed by Pondy and 

described the actions portrayed by the disputed parties to intervene between individual’s 

perceptions, emotions and apparent behavior. He advocated that before the conflict 

matures to become either functional or dysfunctional, the concerned parties could 

demonstrate some behavior while expressing their intentions towards the conflict. Such 

intentions may include competing, compromising, collaborating, accommodating or 

avoiding the conflict situation. In addition, Robbins (1996) recognized that the party’s 

intentions are not always guided by their behavior, as the party’s intentions could 

possibly change with the conflict conditions. The party’s intentions may change 

depending upon their capacity to re-conceptualize conflict or bring about any change in 

their emotional behavior; however studies indicate that individuals are likely to be 
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predisposed in the manner of handling conflicts (Rahim, 1985; Weider-Hatfield, 

1988).Certain individuals have particular preferences of conflict handling intentions 

which is often dependent on their cognitive abilities and personality type. 

Manifest conflict is the fourth stage of conflict which refers to the conflicting 

parties’ behavior to demonstrate that conflict is present (Pondy, 1967). This is where the 

conflict becomes apparent and involves conflicting statements, responsive actions and 

subsequent reactions by the disputed parties (Robbins, 1996). The conflicting parties can 

display open aggression and attempt to sabotage others efforts in realizing organizational 

goals (Pondy, 1967). During this stage the disputed parties are engaged in interactions 

over the continuum involving functional and dysfunctional of conflict. The functional 

conflict involves minor disagreements or misunderstandings between the disputed parties 

and the intensity of conflict remains low. On the contrary, the dysfunctional conflict 

occurs when the conflict seems to intensify thus involving verbal and physical attacks, 

threats and ultimatums and aim to sabotage and destroy others (Robbins, 1996). The role 

of party’s behavior and outcomes of conflict are seen to overlap each other as they 

appear to function simultaneously. Conflict outcome or conflict aftermath has been 

referred as the final stage of conflict (Pondy, 1967; Robbins, 1996). 

Robbins (1996) has referred conflict outcome as the consequences of conflict, 

specifically involving functional or dysfunctional outcomes. Wall and Callister (1995) 

suggested that conflict intensity and parties behavior tends to determine the conflict 

outcomes which may result into a mutually agreed solution or a deadlock situation. The 

conflict aftermath may either result into an integrative (win-win) or distributive (win-

lose) position. Robbins (1996) proposed that if the intensity of conflict is moderate in 

nature, it may produce functional outcomes by means of improving decision quality, 
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stimulating creativity and invention, developing interest among members, raising a 

medium for voicing problems and fostering self-evaluation and change. In contrast, very 

high or low intensity of conflict results into dysfunctional outcomes which can hamper 

communication, insubordinate group goals, and diminish group efficiency and 

cohesiveness. Studies reveal that internal conflicts are expected to be functional in those 

groups who perform varied tasks, as compared with groups who carry out routine tasks 

(Robbins, 1996). 

Conflict Management Styles 

There are various conflict management approaches which can be categorized 

alongside winners and losers; thereby resulting in win-win, win-lose and lose-lose 

outcomes (Jones & White, 1985). The win-win outcome refers to the conscious decision 

by both the parties who agree to a mutually acceptable solution which is likely to be 

beneficial for all. The win-lose outcome is realized when one party holds a dominion 

position over the other using its discrete majority, authority and power. On the other 

hand, lose-lose outcome results when both the parties have failed to realize their goals 

and each party aims to adopt either compromising or withdrawal position.  Robbins 

(1996) pointed out that the conflict management styles are dependent on the people's 

behavior and their intentions to either assume dominating, compromising, avoiding, 

collaborating or accommodating position while dealing with conflict. 

Blake and Mouton (1964) introduced the conflict handling grid concentrating on 

interpersonal conflicts. The conflict grid was structured along two axes, namely concern 

for people and concern for production. The parties were projected to display five distinct 

conflict management styles including: (1) forcing (or competing); (2) problem solving 

(or collaborating); (3) compromising; (4) smoothing (or accommodating); and (5) 
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withdrawing (or avoiding). Blake and Mouton (1964) claimed that the problem solving 

style was one “best way” to manage conflict. Therefore, the aim of the conflict grid was 

to facilitate managers to employ collaborative (win-win) approach rather than avoiding 

(win-lose) position while handling conflicts. The conflict management styles were 

reclassified by Burke (1970) who suggested them to include forcing, confronting, 

smoothing, compromising and withdrawing. Thereafter the dimensions of the conflict 

grid were redefined by Thomas (1976) who classified them as “assertiveness” versus 

“cooperativeness”. He also introduced the conflict measurement instrument known as 

Thomas-Kilmann Conflict Management of Differences (MODE) which captures five 

modes of resolving conflict namely competing, accommodating, compromising, 

collaborating and avoiding. 

Womack (1988) asserted that the MODE instrument is quite different from Blake 

and Mouton’s conflict grid because it assumes that conflict behavior is dependent on 

individual's personality and situational factors. However, MODE was later criticized for 

its weaker psychometric properties which leveled conditions for the development of 

Rahim Organizational Conflict Inventory-II (ROCI-II) instrument that measures conflict 

management styles from the perspective of superiors, peers and subordinates (Ben-Yoav 

& Banai, 1992; Rahim, 1985). ROCI-II was structured along two dimensions which 

included “concern for people” and “concern for others”, measuring five styles of 

managing conflict (Rahim, 1983, 1985). The ROCI-II instrument measured the 

interpersonal conflicts in three different forms. Form-A addresses conflicts with 

superiors; Form-B relates to conflicts with subordinates; and Form-C refers to conflicts 

with peers. 
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The present study utilizes Form-B of the Rahim’s Organizational Conflict 

Inventory-II for the purpose of assessing the conflict management styles of the Federal 

and Provincial Governments’ public officials in Pakistan. The extent of conflict in all the 

three levels determines the propensity of the organization towards functional conflict 

which is crucial for organizations to remain efficient (Rahim, 1985; Weider-Hatfield, 

1988). Five strategies of conflict management have been identified by Rahim (1985), 

namely integrating, obliging, compromising, dominating and avoiding. In contrast to 

Blake and Mouton’s conflict theory, Rahim has advocated that no particular style can be 

regarded as the one best style for managing conflict rather each style maintains its own 

practicability and effectiveness depending upon the situation. Rahim (1985) has further 

argued that organizations need to concentrate more on conflict management styles rather 

than conflict resolution techniques, since moderate intensity of conflict can lead to 

optimum organizational effectiveness. Rahim’s five styles of conflict management are 

defined as follows: 

Integrating style

The integrating style is described to demonstrate high concern for own interest 

and that of others. Both the parties interact with greater openness, accurate information 

and desire to examine problems and differences, while aiming to reach an effective 

solution leading towards a win-win outcome. Integrating style is most effective when 

issues are more complex, especially dealing with strategic problems concerning 

organizational objectives, policy matters and long-term planning. This style has also 

been conceptualized as problem-solving style (Blake & Mouton, 1964), confronting style 

(Burke, 1970) and collaborating style (Thomas, 1976). 
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Compromising style 

The compromising style is described to demonstrate intermediate concern for self 

and others interest. Both the disputed parties mutually agree to give up some of their 

interest to realize an acceptable solution which is beneficial for all. Compromising style 

is most effective when the conflicting parties have mutually exclusive goals and when 

they share concerns of equal importance. Rahim (1983) has warned that overreliance on 

the compromising style needs to be discouraged as it may produce dysfunctional 

outcomes. 

Obliging style

The obliging style is described to demonstrate low concern for own interest and 

high concern for others interest. The person assuming obliging style ignores his or her 

own concerns thus giving more preference to opponents concerns and satisfaction. The 

commonalities are realized by both the parties, while the differences are instantly 

disregarded. Obliging style is most effective when the disputants somehow believe that 

they are mistaken and resolving issues demand higher priority than raising opposition. 

This style is more apparent in conflicts between subordinates and their superiors. 

Obliging style has also been conceptualized as smoothing style (Blake & Mouton, 1964; 

Burke, 1970) and accommodating style (Thomas, 1976) but other researchers.  

Dominating style 

The dominating style is described to demonstrate high concern for own interest 

and low concern for others interest. It can also be referred as a win-lose condition. The 

person assuming dominating style aims to realize his own concerns and satisfaction over 

the expense of others needs and expectations. Dominating style is most effective when 
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the issues are trivial in nature and prompt decisions are required by means of unpopular 

or unprecedented course of action. Dominating style has also been conceptualized as 

competing style (Thomas, 1976) and forcing style (Blake & Mouton, 1964; Burke, 1970) 

in other studies. 

Avoiding style

The avoiding style is described to demonstrate low concern for self and others 

interest. This style can also be referred as lose-lose condition when none of the parties 

gain any attention for their concerns. Avoiding style is mostly associated with buck- 

passing, withdrawal or sidestepping the conflict situation. It is seen to be more effective 

when the issues triggering conflict are trivial and the consequence of raising 

confrontation outweighs the perceived benefits of resolving conflict. Avoiding style has 

also been conceptualized as withdrawing style (Blake & Mouton, 1964; Burke, 1970) of 

conflict management. 

A number of studies have realized integrating style (confronting, collaborating or 

problem-solving approach) to be the most effective style of managing conflict, whereas 

the dominating style (forcing or competing approach) has been assessed to be highly 

ineffective (Cetin & Hacifazliogo, 2004; Cornille, Pestle, & Vanwy 1999; Jones & 

White, 1985). However, some studies have recorded that a blend of different conflict 

management styles would result in greater effectiveness rather than accepting or ignoring 

a particular style (Munduate, Ganaza, Peiro, & Euwema, 1999). A balanced selection of 

integrating, compromising and dominating styles combined together have shown to be 

more effective than their individual application. This assertion is supported by Rahim 

(1985) who has regarded conflict management styles to be contingent to situations. 

Despite integrating and compromising styles are judged to be most relevant styles for 
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dealing with strategic issues; however, dominating, obliging and avoiding styles could be 

highly beneficial while addressing tactical problems. Figure 2.2 shows the dual concern 

model of the five conflict handling styles presented by Rahim (1985). 

Figure 2.2.  Rahim’s Dual Concern Model of Styles of Handling Interpersonal Conflicts

Conflict management has conventionally been studied from two key perspectives: 

structural–functionalist view and the human relations view. Theorists who support the 

structural–functionalist approach argue that conflict is a dysfunctional phenomenon 

which needs to be prevented, suppressed or eliminated. This can be achieved by 

installing clear role specifications, using impersonal rules and placing greater emphasis 

on procedures to support organizational effectiveness. On the contrary, the supporters of 

the human relations approach consider that conflict behaves as a detrimental 

phenomenon, working against organizational effectiveness and could be only resolved 

through employee’s participation and empowerment (Dee, Henkin, & Holman, 2004; 

Pondy, 1967). Yet both perspectives consider the organization to operate in a closed 
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system where conflicts are resolved democratically through recognized authority 

positions and internal governance mechanism. 

The adversaries to the traditional approaches of conflict management have 

confronted them for ignoring the role of external factors such as donors, state 

coordinating boards, alumni and accrediting bodies in introducing or resolving conflicts 

within organizations (Dee, et al., 2004; Robbins, 1996). In addition, the traditional 

approaches generally promote suppression of conflict which could block innovation and 

derail efforts in addressing emerging problems. Moreover, when disagreements are tried 

to be suppressed especially in professional organizations such as educational institutions, 

it may result into significant opposition by the professionals who are consistently 

involved in the organizations long-term decisions (Dee, et al., 2004). In order to 

overcome these shortcomings, contemporary literature views conflict from two different 

perspectives: conflict regulations, and paradox and contradictions. The former views 

conflict as an inevitable situation which is essentially required in aiding the 

organizational needs. It considers the existence of conflict from the position of an open 

system, which allows both conflict and external factors to stimulate organizational 

innovations. It calls for leaders to foster change by managing conflict rather by reducing 

it. The latter view of conflict considers organizations to function within certain scope of 

contradictions. These contradictions include opposing engagements of the organizations 

such as demands for integration or decentralization; change or stability; or accountability 

and authority. Higher learning institutions often face an accountability-autonomy 

paradox owing to the presence of different hierarchies in the higher education. 

Educational institutions are projected to be accountable to external stakeholders whilst 

they continue to make efforts in preserving their institutional and faculty’s autonomy 

(Dee, et al., 2004). 
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Job Performance 

In recent decades the term job performance has been more broadly defined thus 

marking a visible departure from its initial definitions. Interests of researchers have now 

moved away from the former definitions of job performance when the job specific tasks 

were considered as the only measurements for the overall job performance (Borman & 

Motowidlo, 1993, 1997; Murphy & Cleveland, 1995; Smith, Organ & Near, 1983; Van 

Scotter, 2000).  The criterion domain for measuring job performance was expanded by 

research conducted by Borman and Motowidlo (1993, 1997) who had originally 

proposed to include contextual performance. Job performance has traditionally been 

recognized as the controlled actions and behaviors of an individual in realization of 

organizational goals (Rotundo & Sackett, 2002). This definition gains importance with 

the idea of presenting performance as a form of behavior (rather than an outcome of 

behavior) with workable contribution to the organizational goals (Campbell, 1990). As 

pointed out by Campbell (1990), job performance inherently includes multi-dimensions 

which have been widely accepted by numerous researchers concentrating on 

performance (e.g., Borman & Motowidlo, 1993; Hesketh & Neal, 1999; Murphy & 

Shiarella, 1997). In addition to the general acceptance of the multidimensional aspects of 

job performance, a composite or unidimensional approach to job performance is 

preferred while conducting research for effective decision-making within organizations 

(Schmidt & Kaplan, 1971). However, the impression that the performance ratings will 

differ as raters find way of combining information to reach an overall performance rating 

is no more a new concept (e.g., Naylor & Wherry, 1965), although studies explaining 

such variations in performance ratings are limited. 
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Campbell (1990) asserted that the assessment of an employee's job performance 

and his or her corresponding performance ratings involves several stages such as 

observation stage, sampling stage, encoding stage, retrieval stage, evaluation stage, 

differential weighting stage and composite scoring stage. The present study has however 

confined its focus on the combination and use of requisite performance information by 

the individual to assess his or her own performance ratings. Of particular interest is 

individual’s performance rating being dependent on different kinds of information and 

how these differences could be explained through individual or organizational 

characteristics. 

The conceptualization of the multiple dimensions of job performance by Borman 

and Motowidlo (1993) was aided by prior studies conducted by Borman (1991) and 

Campbell (1990) who had considered task performance and contextual performance as 

the two dimensions of job performance. Borman and Motowidlo (1993) concentrated 

their attention on individual’s job behavior which encompasses interpersonal skills and 

knowledge, whereas Campbell’s (1990) study concentrated on task performance which 

refers to the execution of job related tasks in order to maintain and service the 

organization. Due to the relevance and recognition of both task performance and 

contextual performance in empirical studies (Motowidlo & Van Scotter, 1994), this study 

therefore includes these two dimensions for assessment of job performances of the public 

officials in Pakistan. Figure 2.3 depicts the two components of job performance (task 

performance and contextual performance), as espoused by Borman and Motowidlo 

(1997). 
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Figure 2.3.  Model Representation of Components of Job Performance (Borman and 
Motowidlo, 1997). 

Contextual Performance 

Borman and Motowidlo (1993) defined contextual performance as a term which 

denotes an extensive definition of performance that includes job activities that do not 

directly complement the technical core functions of the organization, instead these 

activities support the social, psychological and organizational environment which is 

conducive for the technical core to function properly. The activities of the contextual 

performance may not be formally considered as part of the jobs; however these activities 

are of much relevance as these can fully contribute in increasing the effectiveness in any 

organization. 

Borman and Motowidlo (1997) further explained contextual performance serves 

as a non-job specific term which carries five dimensional taxonomy as follows: (1) 

continued enthusiasm and putting extra efforts to accomplish tasks successfully (2) 

volunteer in assuming task activities that are not formally recognized as one’s own job 

(3) extending help and cooperation to others (4) conforming to the set rules and 
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procedures in the organization and (5) supporting, endorsing and defending the 

organizational objectives.  

The research studies encompassing contextual performance have developed from 

the convergent views of different researches including work done by Smith, Organ and 

Near (1983) on organizational citizenship behavior referred as OCB, descriptions of 

prosocial behaviors by Brief and Motowidlo (1986) and soldier’s effectiveness model 

introduced by Borman, Motowidlo and Hanser (1983). Organizational citizenship 

behavior (OCB) has gained wide recognition as a related construct of contextual 

performance. OCB was originally introduced by Bateman and Organ (1983) as a social 

psychological construct. Organ (1988) defined OCB as an individual’s discretionary 

behavior that is not recognized either directly or explicitly by the institutional reward 

system and that yields effective functioning of organizations. OCB has been a topic of 

considerable interests to researchers as OCB has been widely studied in the domain of 

organizational behavior (Bateman & Organ, 1983; Brief & Motowidlo, 1986; George & 

Bettenhausen, 1990; Organ & Konovsky, 1989; Organ & Ryan, 1995; Podsakoff, 

Niehoff, MacKenzie, & Williams, 1993; Schnake, 1991; Williams & Anderson, 1991).  

Like contextual performance, OCB had also gained far-reaching interests among 

researchers growing on belief that the employees behavior which is way ahead of their 

job demands and requirements, thus contributes to an increased organizational 

performance and effectiveness (Borman & Motowidlo, 1993; Organ, 1988, 1990; 

Podsakoff & MacKenzie, 1997; Penney & Borman, 2005; Walz & Niehoff, 1996). The 

contextual performance and OCB literature has been reviewed by Podsakoff et al. (2000) 

who concluded that almost 30 different performance dimensions have emerged in 

literature. There has been lesser consensus on the various definitions and descriptions of 
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OCB available in literature; however Podsakoff et al. (2000) provided seven key themes 

emerging in OCB literature which are as follows: (1) individual initiative (2) self-

development (3) facilitative behavior (4) sportsmanship (5) civic virtue (6) 

organizational compliance and (7) organizational loyalty. 

Borman, Motowidlo and Hanser (1983) presented their model of soldier’s 

effectiveness and indicated that effectiveness aids to contextual performance. Borman et 

al. concluded that the overall worth of an individual to an organization was far more than 

just his technical abilities. In their study, Borman, Motowidlo and Hanser (1983) 

recognized three factors that led to an improved organizational effectiveness; (1) 

determination (2) allegiance and (3) teamwork.  Additionally, Barrick, Mount and 

Strauss (1993) observed that contextual performance could be better equated with the 

performance component such as “will-do” and it becomes more predictable through 

measures of personality (mainly conscientiousness), preferences, interests and rewards. 

Task Performance 

Task performance has been defined as the effectiveness of the incumbents in 

performing their job activities which eventually contributes to their organization’s 

technical core (Borman & Motowidlo, 1993). It has also been noted by Borman and 

Motowidlo that job positions often accentuates the job activities involving the task 

performance. As a result, task performance can be defined as the expertise with which 

the employees undertake the job activities that are recognized as part of their job 

(Borman & Motowidlo, 1993). Williams and Anderson (1991) described task 

performance as the degree to which an employee formally meets his job requirements 

and proficiently performs all his essential job duties. 
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Task performance has also been considered to include behaviors and activities 

which complement the technical core functions of the organization. It also involves 

carrying out of technical processes such as transformation of raw material into finished 

goods and services or the maintenance of such processes by providing raw material, 

product distributions or planning and coordination (Borman & Motowidlo, 1993; 

Motowidlo, et al., 1997). Job performance has been captured by task performance which 

has evolved from the researches on job analysis (Borman & Motowidlo, 1997).  

Murphy and Shiarella (1997) considered that the employees must possess 

sufficient skills and knowledge to successfully perform their expected tasks when 

appropriate, and also possess awareness of the job context to better utilize their abilities 

in achieving the tasks more efficiently. Borman (2006) explained that the task 

performance has two distinct features as follows: (1) performer’s behaviors or activities 

are often job-specific and (2) the performance level predicts the level of knowledge, 

skill, and ability of the performer. Organizations therefore formally recognize task 

activities by job requirements, generally and explicitly through the job descriptions.   
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CHAPTER 3 

RESEARCH METHODOLOGY 

Introduction 

This chapter presents the employed methodology to examine public official’s 

perceived accountability, leadership behaviors, conflict management styles and the 

corresponding relationships with job performance as an outcome variable. Based on 

review of relevant literature, a conceptualized research model is developed and twenty 

research hypotheses are presented. Furthermore, the sampling method, description of 

study variables, instrumentation, data collection procedures, descriptive and inferential 

statistics and analysis are also presented in this chapter. 

The quantitative methodology described in this chapter was designed to examine 

the relationships between perceived accountability, leadership behaviors 

(transformational and transactional), conflict handling styles (integrating, compromising, 

obliging, dominating, and avoiding) and job performance (contextual and task 

performance) and to determine whether theses relationships were statistically significant 

based on the data collected through the direct reports of public officials employed in the 

Federal and Provincial Governments in Pakistan. 

Research studies have indicated that perceived accountability, leadership styles, 

conflict management approaches are related to performance behaviors (Bass, 1985; 

Brunhart, 2013; Burns, 1978; Montoya Weiss et al., 2001; Yammarino, Spangler & Bass, 

1993).  As a result, accountability, leadership and conflict management styles of 

managers can make a difference in determining the extent of managers’ performance.  

This study identifies the concepts, theories and assumptions of perceived accountability, 
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leadership styles, conflict handling styles and their relationship to job performances of 

the public officials in Pakistan. 

Population and Sample 

Pakistan gained its independence on 14th August 1947 and has administratively 

existed in the form of a federation. The federation comprises of four provinces namely; 

(1) Punjab, (2) Sindh, (3) Khyber Pakhtunkhwa (KPK) and (4) Baluchistan. The 

federation also comprises of the Capital Territory (i.e. Islamabad) and also the Federally 

Administered Tribal Areas (FATA) in the north-west region. Kashmir remains as a 

disputed region between India and Pakistan, and the Government of Pakistan has a de-

facto jurisdiction over the western portions of disputed Kashmir. The northern region 

also includes the Gilgit–Baltistan (GB) which enjoys province-like status and is self-

governed since the enactment of the GB Empowerment and Self Governance Order in 

2009. As this research study started in 2011, therefore the relevance of including public 

officials from Gilgit–Baltistan was very limited due to the premature set up of the Gilgit–

Baltistan government and limited number of years (i.e. 2-years) of the public functions in 

operation. Figure 3.1 provides the administrative map of Pakistan and Table 3.1 presents 

the administrative units, status and capitals in Pakistan (Wikipedia, The Free 

Encyclopedia 2014). 
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Source: Wikipedia, The Free Encyclopedia (2014) 

Figure 3.1. Administrative Map of Pakistan

The target population for this study was therefore the public officials employed in 

Federal Government and the Provincial Governments of Punjab, Sindh, Baluchistan and 

Khyber Pakhtunkhwa (KPK).  The public officials were mainly serving in law 

enforcement agencies and regulatory bodies. Samples were selected from the public 

officials working in four provincial capital cities in Pakistan i.e. Punjab (Lahore), Sindh 

(Karachi), Baluchistan (Quetta) and Khyber Pakhtunkhwa (Peshawar) and also the 

Federal Capital (Islamabad).   
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Table 3.1  
Pakistan’s Administrative Units, Status and Capitals 

Country:    Pakistan 
Capital:      Islamabad 

Administrative units Status Capital 

Punjab Province Lahore 
Sindh Province Karachi 
Baluchistan Province Quetta 
Khyber Pakhtunkhwa Province Peshawar
Islamabad Capital Territory Federal Capital Islamabad 
Federally Administered 
Tribal Areas 

Semi-Autonomous Tribal 
Region Peshawar

Azad Kashmir Autonomous 
Administrative Territory   Muzaffarabad 

Gilgit–Baltistan Autonomous 
Self-Governing Territory Gilgit 

Source: Wikipedia, The Free Encyclopedia (2014)

The respondents were approached by the researcher through personal contacts 

with the liaison officers working in the respective public organizations. Volunteering 

public officials of at least 18 years of age were eligible to participate in this study. 

Therefore, a convenience sampling method was adopted for purpose of this study.  

Gorsuch (1983) indicated that a sample size of 100 was the absolute minimum, 

whereas Comrey and Lee (1992) considered that such small sample size was poor 

enough to determine reasonable level of agreement for research models involving more 

than one factor or greater number of variables. Ross, et al. (2002) viewed that a sample 

size equals to 500 or greater is adequate to accomplish confident results. Glick (2011) 

considered a sample size of 1200 respondents to analyze the underrepresented females in 

nonprofit leadership positions. Davis, Kraus, and Capabianco (2009) examined the 

relationship between age and conflict behavior in the workplace by using a sample size 

of 2,513 participants. The use of larger sample sizes results into increased credibility and 
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generalizability of results (Mason, 2010). Aziz (2008) in his doctoral dissertation 

collected data from 1,925 Turkish police officers to examine the impacts of leadership 

styles on job satisfaction. Hence, in order to investigate the existing relationships among 

the independent and dependent variables in this study, the total number of participants 

was set between 1000 and 1250. Fifteen hundred self-reporting questionnaires were 

evenly distributed i.e. 300 each to the public officials in Punjab, Sindh, Baluchistan and 

Khyber Pakhtunkhwa (KPK) and also Federal Capital.  The maximum numbers of 

questionnaires (i.e. 1500) were distributed to the public officials in the Federal and 

Provincial Governments in Pakistan, keeping in view that the survey might encounter 

high non-response rate and if there is a low non-response then this study will have an 

excellent sample size (Aziz, 2008). 

Liaison officers in the public sector organizations were contacted by telephone 

and their consent was obtained for participating in this study and facilitating the 

collection of research data through distribution of questionnaires to the public officials 

working in their respective institutions. The questionnaires were mailed to the liaison 

officers and the researcher made telephonic reminders for the completion of the 

questionnaires. An explanatory letter explaining the survey was attached with the 

questionnaires assuring the respondents for confidentiality of the data and identification 

of the participants. 

Public officials working in these different public sector organizations mainly 

performing law enforcement duties and regulatory functions completed the 

questionnaire. 291 completely filled questionnaires were received from Punjab, 215 from 

Sindh, 147 from Baluchistan, 196 from Khyber Pakhtunkhwa (KPK) and 206 from 

Federal Capital. Hence, the total number of usable questionnaires was 1055 with a 

response rate of 97% from Punjab, 68% from Sindh, 49 % from Baluchistan, 65.3 % 
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from Khyber Pakhtunkhwa (KPK) and 68.7 % from Islamabad. The lowest response rate 

from Baluchistan was due to the vulnerable law and order situation in the province which 

had adversely affected the response rate of public officials working in the province. The 

overall response rate was 70% for the total number of questionnaires which were 

distributed in the four provincial capitals and the federal capital of Pakistan. 

Demographic (control) Variables 

The demographic variables included age, education and years of working (tenure) 

in the public organizations. 

Independent and Dependent Variables 

The independent variables referred in this study include perceived accountability,  

leadership styles (transactional and transformational) and conflict handling styles 

(integrating, compromising, obliging, dominating, and avoiding). The dependent variable 

in this study is job performance. The behavior of perceived accountability, leadership 

styles and conflict handling influence the changes in the dependent variables referred to 

as behaviors in job performance. 

Conceptual Model and Research Hypotheses 

The hypotheses of this study investigated the relationship among the constructs of 

perceived accountability, transformational and transactional leadership, conflict 

management styles and job performance. This was accomplished by measuring the 

strength and direction of the relationship that exists between the five observable 

indicators that make up the constructs that represent transformational leadership,  two 

observable indicators that make up the constructs that represent transactional leadership 

and the five observable variables that make up the five independent dimensions of 
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conflict management styles. Similarly the dependent variable was observed through two 

constructs i.e. task performance and contextual performance.  

The hypotheses for this study address the research question:  Is there a 

statistically significant difference in the Multifactor Leadership Questionnaire (MLQ) 

scores of leaders across the two leadership styles (i.e., transactional and transformational) 

and five conflict management approaches (integrating, compromising, obliging, 

dominating, and avoiding) as perceived by the public officials’ direct reports?  The 

objective in this study is to determine if there is a difference in the performance scores of 

leaders across the leadership styles.  Testing these hypotheses required different 

statistical analyses.  The results will assist public service organizations in updating their 

strategy in management leadership, handling conflicts and performance guidelines. 

Figure 3.2 depicts the Hypothesized Moderated Mediation Model of Perceived 

Accountability, Leadership (transactional and transformational), Conflict Handling 

Styles (integrating, compromising, obliging, dominating, and avoiding) and Job 

Performance (contextual and task performance). 

Perceived Accountability and Job Performance 

Organizations may increase performance levels by ensuring a higher level of 

accountability. This conjecture does not complement the findings of Tetlock’s 

experiments which points towards the darker side of the accountability (Frink & 

Klimoski, 1998, Hall, 2005). Tetlock suggested that higher levels of occupational 

accountability may influence individuals to employ adverse techniques such as blame 

shifting, changing expectations of subordinates or managers and impression 

management. On the contrary, several researchers have argued and questioned this 

negative labeling of accountability and termed it as an obvious accountability paradox 
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(Dubnick, 2003; Halachmi, 2002; Pautz & Washington, 2009). Studies conducted by 

Halachmi (2002a, 2002b) showed that the efforts in nurturing performance through the 

greater application of accountability resulted in slower performance improvements. 

These studies indicated that the research was limited to support this thin relationship 

between accountability and performance. 

Dubnick (2005) analyzed accountability and performance and suggested that 

there was absence of substantive literature to reach to certain propositions or definite 

conclusions about the relationship between accountability and performance. Brown and 

Leigh (1996) argued that when employees experience a greater level of accountability in 

the workplace they would be pressed to exert greater efforts in terms of time and energy 

to boost their performance. Numerous studies have viewed that accountability has 

significantly positive effects on job performance (Frink & Ferris, 1999; Ranft et. al., 

2007). These increased levels of performance are realized on the basis of employees 

feeling to justify his or her actions which are answered by rewards and sanctions.  

Brunhart (2013) in his doctoral dissertation have confirmed that perceived accountability 

has a significantly positive relationship with overall organizational performance. 

Brunhart have also suggested that practitioners can employ the benefits of accountability 

measures in improving organizational performance. Similarly, Kim (2003) has also 

indicated that higher levels of felt accountability display corresponding positive effects 

on contextual performance. Based on the above, hypothesis one proposed for this study 

was:

H1. Public officials’ perceived accountability and job performance are positively related. 
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Leadership Styles and Job Performance 

The transformational and transactional styles of leadership play a vital role in 

managerial performance (Bass, 1985). The organizational effectiveness is dependent on 

underlying factors such as the follower’s perception, which serves as one of the obvious 

reasons in recognizing the importance of managers in career building of his followers. 

Managers can guide their followers to make an advance or slow improvement towards 

the progression of their careers. The followers continue to seek performance feedback 

from their managers who present themselves as leadership models. The effective 

managers reflect consistent behavior in challenging, trusting and investing time in their 

subordinates. To be an effective leader, the managers need to utilize convincing skills 

during interactions with the followers who are willing to learn for their job progression. 

There are equal chances that the followers may have to deal with good or bad managers 

who can make influence in their careers. The leaders have to function in a network of 

occupational relationships. The leaders should influence others within all tiers of their 

organization even though if they enjoy limited authority (Bass, 1985).   

The critical challenge faced by managers and the main element of their job 

success depends on their effective building of lateral relationships (Kotter, 1996). 

Valuable information coming from peers can help managers to be more knowledgeable 

of the ongoing activities in different parts of their organization. Peers may also provide 

advisory and counseling role in sharing feedback with the manager regarding his 

personal style. Transformational and Transactional leadership are two distinct styles of 

leaders (Burns, 1978). The transformational leaders have the drive to transform and 

renew their organization and their followers. On the contrary, the transactional leaders 

remain to restrict themselves and workaround the existing organizational structures and 

the working relationships. Burns (1978) described the transformational leaders as the 
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ones who intellectually stimulate the followers. Transformational leaders also provide 

the required motivation that goes beyond the incentives and controls within organizations 

(Lipman & Blumen, 1996). Such characteristics of these leaders create a 

transformational relationship between them and their subordinates. The followers are 

therefore motivated to perform and accomplish goals towards organizational vision even 

if those goals exceed their individual needs. On the contrary, the transaction leaders may 

possess experience in managing short-term performance goals of the organization and 

they may have more exposure towards transactional roles rather than performing 

transformational roles (Wofford & Goodwin, 1994). The transactional relationship 

maintains an exchange process between the leader and the follower, whereby the 

follower’s needs are fulfilled in exchange of his or her achievement of adequate 

performance. In essence, corrective actions are only applied by the transactional leader 

when the subordinates fail to meet their performance goals. Wofford and Goodwin 

(1998) showed that setting of performance goals have a positive impact on creative 

behavior whereas provision of rewards may have negative impact on creativity and 

intrinsic motivation. 

Bass (1985) conceptualized that transformational and transactional leadership 

may not be generally independent of each other. Waldman, Bass and Einstein (1986) 

conducted study in military and industrial settings and observed that transformational 

leadership had much stronger effects then transactional leadership. In addition, leaders 

who exhibited both transformational and transactional features were found to be more 

effective and successful in comparison to leaders who exhibited only one leadership 

style.  

Bass and Avolio (1994) viewed that many leaders have acquired training on the 

four constructs (or four I’s) of transformational leadership behavior and also the three 
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constructs (or three I’s) of transactional leadership behavior. It is essential that the 

leaders use both transformational and transactional behaviors for maintaining growth and 

performance in complex organization’s (Bass, 1985). The transformational leadership 

delivers results and exceeds performance expectations whereas the transactional 

leadership delivers the predetermined performance levels. The transformational and 

transactional leadership may be conceptualized as distinct behaviors however the same 

leader can display both behaviors at varied intensity (Yammarino, Spangler & Bass, 

1993). The behavioral aspects of transformational and transactional leadership were 

observed by Bass (1985) to establish their relationships with predictive and non–

predictive performance. Bass indicated three underlying factors for transformational 

leadership as follows: (1) charismatic leadership, (2) intellectual stimulation, (3) 

individual consideration, and two factors for transactional leadership: (1) contingent 

reward and (2) management-by-exception. Bass (1985) concluded that the 

transformational factors were more positively correlated with perceived effectiveness, 

extra efforts (by followers), and follower's satisfaction, as compared to transactional 

factors. Bass (1985) further elaborated that extensive focus was being placed on 

changing follower’s behavior rather emphasis should be given on the leader’s behavior 

which can cause benefits or discomfort to the followers in short-term or long-term. 

The leadership roles in managerial positions have been constantly changing with 

the continuous advancement of organizations through restructuring, mergers, 

acquisitions and the adaptability of information technology in the organizational systems 

(Bass & Avolio, 1994). The complexity of organizational systems aided by technology 

and the changing needs of job performance have reduced the managerial positions to 

fewer tiers of organizational structure. Howell and Avolio (1993) viewed the different 
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leadership styles as potential predictors for effectiveness and performance in 

organizations. Based on the above, the next hypotheses derived for this study were: 

H2. Public officials transformational leadership style and job performance are positively 

related.

H3. Public officials transactional leadership style and job performance are positively 

related.

Conflict Management Styles and Job Performance 

Researchers have studies conflict from various perspectives in relation to 

organizational performance. Some researchers hold view that conflict poses treat and 

hindrance to organizational performance, therefore conflicts need to be avoided (Merton, 

1949; Robbins, 1991).  Jehn (1997) suggested that conflict requires to be effectively 

managed to contribute a functional role to the organizational performance. Researchers 

have argued that conflict plays a positive role in optimizing performance by harvesting 

critical evaluation, reducing group thinking, promoting thoughtful consideration, healthy 

criticism and alternative remedies (Jehn, 1995). For an effective conflict resolution, the 

styles of handling interpersonal conflict remains as the key element in making conflicts 

more productive (Jordan and Troth, 2002). 

In a conflict situation when the acceptable solution is equally favorable to both 

parties, the integrating style of conflict management will demonstrate improved job 

performance. The interests of the parties in conflict are equally satisfied through the 

exchange of information from both sides (Meyer, 2004). Effective conflict resolution 

improves satisfaction of the conflicting parties and may lead to greater efforts in 

realizing improved performance. Weider-Hatfield and Hatfield (1995) showed that 
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integrating style of conflict management has a strong relationship with employee’s 

satisfaction and performance. The study however, did not reveal any clear linkages 

between integrating style and employee’s job performance thereby lacking the theoretical 

and operational explanations. Later, Rahim et al. (2001) had established that the problem 

solving approach which greatly utilizes integrating style and makes limited use of 

avoiding style, results in positive effects on employee’s job performance. Montoya 

Weiss et al. (2001) confirmed from their study that the integrating (i.e., collaborating) 

style promotes team performance and the conflicting parties work purposefully and seek 

and provide full information towards a plausible solution. 

The relationship between compromising style of conflict management and 

employees job performance have not been empirically tested by researchers, however, 

many studies have indicated that compromising style is one of the  preferred styles 

adopted during conflict situations (Lee, 2003; Trubisky et al., 1991). The comparative 

study conducted by Kim et al. (2007) analyzed the conflict management approaches of 

three distinct groups and revealed that the compromising style was a preferred choice 

during confronting situations between supervisors and subordinates. The compromising 

approach produces favorable results as both parties in conflict, quickly search for 

agreeable solutions through fair concessions from both sides (Hocker & Wilmot, 1998; 

Rahim, 2002). Prompt and acceptable solutions are attainable through compromising 

approach by the conflicting parties which may also motivate them to lift their efforts to 

achieve desired performance. 

DeChurch and Marks (2001) suggested that the conflict management approaches 

have direct linkages with the work group outcomes. DeChurch and Marks also indicated 

that the active approach in conflict resolution encourages performance whereas agreeable 

conflict resolution promotes satisfaction of the parties. The subordinates who utilize the 
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problem-solving approach in handling interpersonal conflicts with their bosses or 

supervisors are likely to deliver improved performance (Rahim et al., 2001). The 

available literature on conflict studies provides support to the notion that the obliging 

(i.e. cooperative) style of handling conflict has positive relationship with a number of 

constructive outcomes (Rahim, 2000). In organizational environments where conflicts 

are dealt with face-to-face interactions, the obliging (or cooperative) behavior becomes 

relevant as an effective conflict management style which produces harmonious 

relationships and improved performance (Norton, Parry, & Song 1994). The avoiding 

style of conflict management has been found to cause adverse effects on team 

performance due to the lack of interest and involvement of the team members (Montoya-

Weiss, Massey, & Song, 2001). The study by Cohen and Bailey (1997) indicated that the 

dominating (i.e, competing) is a negative style of conflict management and it would 

adversely affect the team performance. Based on the above, following hypotheses were 

proposed for this study: 

H4. Public officials integrating style and job performance are positively related. 

H5. Public officials compromising style and job performance are positively related. 

H6. Public officials obliging style and job performance are positively related. 

H7. Public officials dominating style and job performance are negatively related. 

H8. Public officials avoiding style and job performance are negatively related. 

Leadership and Conflict Management Styles 

Anthony (2004) confirmed through his doctoral study that strong correlations 

existed between transformational leadership and conflict management approaches. The 
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followers rating on the five constructs of transformational leadership style had 

significantly positive relationship with integrating, obliging and compromising styles of 

conflict management. Whereas, transformational leadership (followers rated) had 

significant negative relationship with the dominating and avoiding styles of conflict 

management. Similarly, Anthony (2004) also showed that transactional leadership (as 

rated by followers) had a partially positive relation with integrating, obliging and 

compromising styles of conflict management. On the other hand, transactional leadership 

showed partially negative relation with the dominating and avoiding styles of conflict 

management. Tahir, Shazia, Anis and Niazi (2014) viewed that the stable nature of 

leadership behaviors projects significant relationship with the different conflict handling 

styles (Hendel, 2005). Tahir et al., (2014) recognized that managers who reflect 

transformational behaviors adopt more integrating style and obliging style to manage 

conflicts. Tahir et. al., (2014) also indicated that managers who reflected transactional 

behavior exercised more of the compromising style for resolving conflicts. In contrast, 

the non-leaders (i.e. laissez-faire) exercised more avoiding style during conflict 

situations.  

Kelly (2004) established in her doctoral research that the transformational and 

transactional behaviors of leaders had a significant positive relationship with the 

integrating styles of managing conflicts. In addition, Kelly (2004) also verified that the 

transactional leadership style had a significant positive relationship with compromising 

style of conflict management. In another study, transformational leadership style (as 

rated by followers) has been found to have significant positive effects on integrating and 

compromising styles of conflict management (Melissa, 2007).  Based on the findings of 

the above mentioned studies, the following hypotheses were proposed: 
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H9. Public officials’ transformational leadership and integrating styles are positively 

related.

H10. Public officials’ transformational leadership and compromising styles are positively 

related.

H11. Public officials’ transformational leadership and obliging styles are positively 

related.

H12. Public officials’ transformational leadership and dominating styles are negatively 

related.

H13. Public officials’ transformational leadership and avoiding styles are negatively 

related.

H14. Public officials’ transactional leadership and integrating styles are positively 

related.

H15. Public officials’ transactional leadership and compromising styles are positively 

related.

H16. Public officials’ transactional leadership and obliging styles are positively related.  

H17. Public officials’ transactional leadership and dominating styles are negatively 

related.

H18. Public officials’ transactional leadership and avoiding styles are negatively related.  

Mediating Effects of Conflict Management Styles 

The idea of analyzing conflict management styles as a mediating variable 

between the leadership and performance relationship is a major step forward in 
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expanding the theory on conflict, leadership and performance studies. Bass and Avolio 

(1994) emphasized that the successful leaders must be equipped with necessary skills for 

effective management of conflicts. Successful leaders should better understand the role 

and influence of conflict to improve functioning of teams and encourage group cohesion. 

The positive behaviors of conflict management strategies have a positive impact on the 

team performance (Montoya-Weiss et. al., 2001). Bass (1998) suggested that the 

transformational leaders conceives superordinate goals during conflict situations that 

allows both conflicting parties to mutually gain benefits from effective conflict 

management. Musser and Martin (1988) indicated that the leaders who display 

transformational behaviors are more understanding, compromising, obliging and employ 

integrative approach in resolving conflicts and moving the conflicting parties from 

confronting to cooperative situation. 

Bass (1990) asserted that the leaders should gain from their personal vision, 

intellectual stimulation and inspirational motivation for constructive conflict resolution 

in the broader organizational context. Tichy and Devannah (1986) suggested that conflict 

arising from routine and changing situations can be effectively managed by 

transformational leaders who recognize the importance of conventional methods and also 

the usefulness of innovative ways to meet future challenges. Intellectually stimulating 

behavior helps to looks at old problems in a novel perspective and inspires creativity in 

problem solving thereby encouraging positive conflicts. The transformational leaders 

believe that the encouragement and effective management of conflicts results into 

innovative methods to a better decision-making and improved performance (Bass & 

Avolio, 1994). 

Meyer (2004) has pointed that if conflicts are poorly managed that would 

adversely affect future levels and frequency of conflict and thereby negatively affect 
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productivity and performance. In conflict situations, the adaptation of different conflict 

management styles makes the conflict more tense or simplified (Ting-Toomey et. al., 

1991). The manner in which conflicts are handled ultimately results into the 

corresponding conflict outcomes. John, Kelly and Ye (2010) examined the direct and 

mediating effects of conflict management style on leadership effectiveness. Similarly, 

Arnie et. al. (2007) confirmed that the association between attachment styles and 

relationship satisfaction was mediated by conflict styles. Deborah and Alytia (1999) 

observed in their study that the avoidant strategy mediated the associations of different 

independent variables and interpersonal conflict. Various studies have examined the 

mediating effects of conflict handling styles (CHS) on the association of independent and 

dependent variables (Alesia & Chris, 2009; Almost et. al., 2010; Angela & Laura, 2012; 

Beck & Ledbetter, 2013; Klaus & Anna, 2005; Hsi-An & Ely, 2010; Susan & Philipp, 

2011; Yi-Feng, 2012). Based on these arguments, the following hypothesis was proposed 

for this study: 

H19. Public official’s conflict management styles mediate the effects of their leadership 

styles (transformational and transactional) on their job performance. 

Moderating Effects of Perceived Accountability 

Several studies have indicated performance as an outcome of perceived 

accountability (Frink & Klimoski, 1998; Lerner & Tetlock, 1999) which is usually 

referred as the quality function of effective decision-making or judgment (Lerner & 

Tetlock, 1999). Several studies have indicated performance as an outcome of perceived 

accountability (Frink & Klimoski, 1998; Lerner & Tetlock, 1999) which is usually 

referred as the quality function of effective decision-making (Lerner & Tetlock, 1999). In 

the organizational context, the employees task performance is related to his perceived 

ACCOUNTABILITY, LEADERSHIP AND CONFLICT MANAGEMENT 69



level of accountability (Motowidlo & Van Scotter ,1994; Frink & Klimoski, 1998). 

Likewise, contextual performance or citizenship have also been considered as an 

outcome of accountability (Borman & Motowidlo, 1993; Frink & Klimoski, 1998).  

Traditionally, prior studies have considered accountability as an antecedent or 

moderating variable (Ferris et. al., 2002, Kennedy, 1995). Wallace et. al., (2011) 

observed restaurant managers and confirmed the moderating effects of felt accountability 

on empowerment- performance relationship. Similarly Hun Tong et. al., (2002) 

conducted their study on task complexity and auditors performance. Their study 

confirmed that accountability and knowledge moderated the task complexity-

performance relationship. Several studies have also examined the moderating effects of 

accountability on the independent-dependent variable relationships (Brickner, 1986; 

David & Arthur, 2008; Diana et. al., 2012; Dwight et. al., 1999). Based on insights 

drawn from above mentioned studies, the following hypothesis was proposed for this 

study: 

H20. Public officials’ perceived accountability moderates the effects of their conflict 

management styles on their job performance. 
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Figure 3.2. Hypothesized Model of Perceived Accountability, Leadership, 
Conflict Management Styles and Job Performance

Data Collection 

This study investigated relationships among perceived accountability, leadership 

styles (transformational and transactional) conflict handling styles (integrating, 

compromising, obliging, dominating, and avoiding) and job performance (contextual and 

task performance). 

In this study primary data was collected through self-administered questionnaires. 

The questionnaires were distributed to the participants with the help of the liaison 

officers in the governmental public service organizations. The liaison officers were 

initially briefed about the purpose of the study. After approval from the senior 

management of the public organization the data was collected from employees working 

at various departments of the organization.  

Data was collected on a scheduled visit decided by the researcher and the liaison 

officers. On the data collection day, once the researcher arrived at the research site, the 
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researcher first met each departmental head and was then introduced to the employees 

working in that department. Then, the researcher explained the study and mentioned the 

voluntary rules before distributing the questionnaires. After that, employees went back to 

their own desks and filled out the questionnaires. Some of completed questionnaires 

were directly returned to the researcher on-site and the remaining questionnaires were 

received through courier. 

Instrumentation 

The study instruments were selected based on their known reliability and validity 

to gather data from subjects on the seven studied variables. These instruments were 

completed using a self-report, pencil and paper method. The instruments used in this 

study are (i) Individual data sheet, (ii) perceived accountability (iii) leadership styles 

(transformational and transactional) (iv) conflict handling styles (integrating, 

compromising, obliging, dominating, and avoiding) and (v) job performance (contextual 

and task performance). Following is a description of the instruments regarding items for 

each variable in the study.  

Individuals Data Sheet 

The Individuals Data Sheet represented as Appendix-A, gathered information 

about certain characteristics of the public official. The variables included in the 

Individuals Data Sheet and their respective definitions are as follows: 

Age: referred to the length of life for each public official. Age was measured by 

questioning the public official to indicate their age from the provided age ranges.  

Gender: referred to the sex of the public official. Gender was measured by questioning 

the public official to indicate his or her gender, coded as female = 1 and male = 2. 
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Education: referred to an academic degree completed by the public official. Education 

was measured by questioning the public official to indicate his or her educational level 

from the given options. 

Job Status: referred to the status of the public official in working as a permanent 

employee or contractual employee in his or her respective governmental organization. 

Management level: referred to the position held by the respondent in managerial structure 

of the public organization 

Tenure: referred to the public official’s experience (in number of years) in the 

governmental organization. Tenure was measured by requesting the public official to 

select from a range of number of years they had been employed in their organization. 

Individual Monthly Income: referred to the categories of income levels of public official 

from lowest to highest from given options.  

Current Place of Posting: referred to the posting of the public official from given options 

of provincial and federal level.  

Study Interests: referred to the interest of the public official in receiving the results and 

findings of the research study from given choices of yes or no. 

Perceived Accountability 

The perceived accountability measure developed by Hochwarter, Kacmar and 

Ferris (2003) has been used in this study. The measure is constructed on an eight-item 

unidimensional scale. The measure is based on a seven-point Likert-type rating scale 

ranging from strongly disagree (1) to strongly agree (7). The perceived accountability 

scale has been reported with high reliability (Cronbach’s alpha = 0. 80). For this study, 
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the reliability and validity of the scale were calculated. The perceived accountability 

measure by Hochwarter, Kacmar and Ferris (2003) has been represented as Appendix-B. 

Multifactor Leadership Questionnaire  

The Multifactor Leadership Questionnaire (MLQ) was developed by Bass and 

Avolio (1997) as the measurement for Full-Range Leadership Theory (FRLT). The short 

form of MLQ was utilized for the purpose of this study with measured transformational 

leadership (TRFL) through 16 items and transactional leadership (TRNL) through 12 

items. The transformational leadership (TRFL) scale measured its four factors through 

four items each: (1) idealized influence – attributed, (2) inspirational motivation, (3) 

intellectual stimulation, and (4) individualized consideration.  

The transactional leadership (TRNL) scale measured its three factors through four 

items each: (1) contingent reward, (2) management by exception (MBE active), and (3) 

management by exception (MBE passive). The respondents report their leadership styles 

on the MLQ devised on a five point Likert- scale ranging from 0 to 4, where 0 signifies 

“not at all” and 4 signifies “frequently, if not always”. High values of internal 

consistency have been reported for scales of transformational and transactional 

leadership and the Cronbach’s alpha have been calculated as greater than .84 for 

transformational leadership (Epitropaki & Martin, 2013; Lam & O’Higgins, 2012; 

Simola, Barling, & Turner, 2010) and equals to and greater than .70 for transactional 

leadership (Alabduljader, 2012; Luu, 2012). Various leadership studies have also 

established the criterion validity of MLQ for transformational and transactional 

leadership (Chaudhry, Javed, & Sabir, 2012; Lam & O’Higgins, 2012, O’Donnel et al., 

2012; Rowold & Heinitz, 2007). The Multifactor Leadership Questionnaire (MLQ) 

introduced by Bass and Avolio (1997) has been represented as Appendix-C. 
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Rahim Organizational Conflict Inventory (ROCI-II) 

For measuring the five different types of conflict handling (Rahim, 1983), the 

ROCI-II instrument has been employed for this study, as represented at Appendix-C. The 

instrument is designed on a seven point Likert rating scale with a range from 1 to 7 

(strongly disagree=1 and strongly agree=7). The author has tested the reliability of his 

Organizational Conflict Inventory (ROCI-II) measure and has reported high reliability 

for integrating style (Cronbach’s alpha=.81), compromising style (Cronbach’s 

alpha=.75), obliging style (Cronbach’s alpha=.83), dominating style (Cronbach’s 

alpha=.84) and avoiding style (Cronbach’s alpha=.84). The ROCI-II measure was 

preferred for this study due to its popularity and reputed usage in conflict management 

studies (Rahim & Magner, 1995). McKenna and Richardson (1995) acknowledged the 

wide use of ROCI=II instrument in examining conflict in organizations. Researchers 

have consistently used the ROCI-II measure to study conflict in different organizations 

(Farooqi et al., 2013, Morris-Rothschild & Brassard, 2006; Montes, Rodriguez & 

Serrano, 2012). Rahim’s Organizational Conflict Inventory (ROCI-II) has been 

represented as Appendix-D. 

Contextual Performance 

The current study employed the16-item measure developed by Motowidlo and 

Van Scotter (1994) for analyzing the contextual performance of public official in 

Pakistan. The performance measure consists of five dimensions of contextual 

performance which includes: (1) volunteer in assuming task responsibilities which do not 

relate to formal job requirements; (2) exhibiting extra efforts and enthusiasm in 

accomplishing task activities; (3) extending help and cooperation to others; (4) conform 

to rules and procedures even if they cause personal inconvenience; and (5) sanctioning 
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support and defend objectives of the organization. The performance measure is 

constructed on a 7-point Likert rating scale, ranging from 1 to 5 (not at all likely=1 and 

extremely likely=5). The adapted version of contextual performance measure was 

employed in the present study to adjust for the performance roles of the public officials 

in Pakistan. The instrument was originally developed for analyzing contextual 

performance in military settings (Motowidlo & Van Scotter, 1994) and the instrument 

includes language which is not compatible with other organizational settings. For this 

reason, two questions specifically relating to military setting were dropped from the 

original instrument and adapted version of the instrument has been used to suitably 

reflect the organizational context of the public official in Pakistan. The adapted version 

of contextual performance measure introduced by Motowidlo and Van Scotter (1994) has 

been represented as Appendix-E. 

Task Performance 

The instrument developed by Williams and Anderson's (1991) was utilized in this 

study to measure the task performance of public officials in Pakistan. The instrument is 

based on seven-item performance scale which adequately measures the task performance 

of the interested participants. The public officials provided their self-ratings on the 

amount they considered they met formal job requirements and delivered the required 

performance to meet their essential duties. The performance measure uses a seven-point 

Likert type rating scale, ranging from 1 to 7 (strongly disagree=1 and strongly agree=7). 

The author has reported high reliability of the measurement instrument (Cronbach’s 

alpha=.91). The task performance measure by Williams and Anderson (1991) has been 

represented as Appendix-F. 
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Data Analysis 

Fowler (2009) indicated that the final step of any research survey is to conduct 

analysis of collected data with the objective to reach to statistical conclusions. Numerous 

statistical software packages (e.g. SPSS, Stat View, SAS, Minitab, SYSTAT, Statistica) 

are commonly available for the users (Leedy & Ormrod, 2005). For this study, IBM® 

Statistical Package for Social Sciences (SPSS v.22) was employed, which has been 

recognized as a widely reliable and extensively used statistical package in social sciences 

(Norusis, 2006).  Fourteen hypotheses developed in this study were tested through 

inferential statistical analysis which is the usual analysis for quantitative data (Ross, et 

al., 2002, Sproull, 2002). The significance level alpha=.05 (p< .05) was selected for 

accepting or failing to accept the stated hypotheses. Alpha level at p< .05 indicates that 

the significant difference due to chance was only 5 times out of a 100 (Creswell, 2008). 

Descriptive analyses and frequency distributions procedures were used to 

determine the scores, percentages, means and standard deviations for the study.  To 

determine whether statistically significant relationships existed between the public 

officials’ perceived accountability, leadership styles, conflict management approaches 

and job performances as perceived by their direct reports (Norusis, 2000), correlation 

analysis showed the statistical measurements for the relationships between the study 

variables (Neuman, 2006),  

Model testing was performed through the use of Structural Equation Modeling 

(SEM) and path analysis in AMOS to determine the direct and indirect (i.e. mediation) 

effects of the independent variables (transformational leadership, transactional 

leadership, integrating, compromising, obliging, dominating, and avoiding styles) on job 
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performance. The moderation effects of perceived accountability were tested through 

Preachers, Rucker and Hayes (2007) moderation macro. 
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CHAPTER 4 

DATA ANALYSIS 

Introduction 

This chapter analyzes the quantitative data to explore and reveal the relationships 

between independent variables of perceived accountability, leadership styles 

(transformational and transactional), conflict handling techniques (integrating, 

compromising, obliging, dominating and avoiding) with the dependent variable i.e. job 

performance (contextual performance and task performance). Further, the mediating role 

of conflict management styles and the moderating role of perceived accountability in the 

research model have also been examined. In addition, to test the hypothetical 

relationships among the study variables, the validity of all the measurement instruments 

have been verified in the Pakistani context. This chapter’s objectives are as follows: 

1. To check the western theory of transformational and transactional leadership and 

conflict handling approaches in the Asian context. 

2. To explore the antecedents of job performance in Pakistani public sector 

organizations. 

3. To explore the consequences of leadership styles in Pakistani public sector 

organizations. 

4. To test the role of leadership styles and job performance of employees of 

Pakistani public sector organizations. 

5. To test the mediation of different conflict management styles in Pakistani public 

sector organizations. 

6. To test the moderation of perceived accountability in leadership styles and 

conflict management model.  
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7. To check the validity and reliability of measuring instruments in South Asian 

Context. 

In order to test the hypothesized model involving mediation and moderation of 

variables, the IBM ® SPSS version 22 and Analysis of Moment Structures (AMOS) was 

used to conduct Correlational Analysis, Confirmatory Factor Analysis (CFA), Structural 

Equation Modeling (Hoyle & Smith, 1994), Path Analysis (Hoyle, R. H., 2012) and 

Preachers, Rucker and Hayes (2007) moderation macro through bootstrap method 

(Efron. B., 1979).  In order to test the hypothesized research model, the descriptive 

statistics of respondents, missing values, normality tests, outliers, linearity, 

homoscedasticity and multicollinearity were analyzed beforehand. Additionally, the 

demographic analysis of the public officials across different provinces and at federal 

level was also carried out to know the demographic characteristics of the research 

sample. The data was collected from public officials (N=1055) employed in the Federal 

and Provincial Governments in Pakistan. SPSS v.22 produced the initial analysis. In the 

preceding text, each analysis along with its results is reported.

Demographic Characteristics of the Sample 

Gender  

A number of 1055 public officials have responded the questionnaire. Out of these 

1055 public officials, more than 75% (795) were males and only 260 were females which 

were less than 25% of the total sample as shown in Table 4.1. 
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Table 4.1 
Gender Distribution of Public Officials 

          Gender Frequency Percent Valid Percent Cumulative 
Percent 

Valid 
Female 260 24.6 24.6 24.6
Male 795 75.4 75.4 100.0 
Total 1055 100.0 100.0

Age

Table 4.2 shows the age distribution of the sample of public officials. From the 

table it is evident that the major part of the sample were quite young and less than 35 

years (61%). Whereas, less than 39% of the public officials are greater than 35 years of 

age.  

Table 4.2 
Age Distribution of Public Officials 

Age Frequency Percent Valid 
Percent 

Cumulative 
Percent 

Valid 

30 and under 278 26.4 26.4 26.4 
31-35 366 34.7 34.7 61.0 
36-40 119 11.3 11.3 72.3 
41-45 83 7.9 7.9 80.2 
46-50 75 7.1 7.1 87.3 
51-55 57 5.4 5.4 92.7 
56-60 68 6.4 6.4 99.1 
above 60 9 .9 .9 100.0 
Total 1055 100.0 100.0 

Educational level  

Majority of the public officials in this data have the Master’s degree (67%). 

There are 24% percent public officials who had graduation degree and 3% public 

officials held doctoral degree, as shown in Table 4.3.  
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Table 4.3 
Educational Level Distribution of Public Officials 

Job Status 

Among total public officials (N=1055), the majority of the public officials are 

permanent employees (82%). Other remaining are temporary or contract based 

employees (18%), as shown in Table 4.4.  

Table 4.4 
Job Status Distribution of Public Officials 

Job Status Frequency Percent Valid Percent Cumulative 
Percent 

Valid 

Permanent Employee 866 82.1 82.1 82.1 
Temporary 
Employee 189 17.9 17.9 100.0 

Total 1055 100.0 100.0 

Management Level  

In current study, the public officials are working at different levels in their 

respective governmental organizations. The majority of the public officials are at 

supervisory positions (42%). The public officials at middle level management are 37%. 

At top level management, 8% public officials are working, as shown in Table 4.5. 

Educational 
Level

Frequency Percent Valid Percent Cumulative 
Percent 

Valid 

Bachelor’s degree 248 23.5 23.5 23.5
Master’s degree 705 66.8 66.8 90.3
Doctoral degree 32 3.0 3.0 93.4
Other 70 6.6 6.6 100.0 
Total 1055 100.0 100.0 
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Table 4.5
Management Level Distribution of Public Officials 

Management Level Frequency Percent Valid Percent Cumulative 
Percent 

Valid 

Top/Upper Management 84 8.0 8.0 8.0
Middle Management 386 36.6 36.6 44.5
Supervisory/Lower 
Management 444 42.1 42.1 86.6

Other 141 13.4 13.4 100.0
Total 1055 100.0 100.0

Experience of the Public officials  

Majority of the public officials have the experience less than 5 years (n=405).

There are 241 public officials who have experience of 6 to 10 years. All other public 

officials (n=409) have experiences more than 10 years, as shown in Table 4.6.  

Table 4.6 
Experience Distribution of Public Officials 

Experience Frequency Percent Valid Percent Cumulative 
Percent 

Valid 

5 and below 405 38.4 38.4 38.4
6-10 241 22.8 22.8 61.2
11-15 105 10.0 10.0 71.2
16-20 81 7.7 7.7 78.9
21-25 81 7.7 7.7 86.5
26-30 53 5.0 5.0 91.6
over 30 89 8.4 8.4 100.0
Total 1055 100.0 100.0

Individual Monthly Income  

Majority of the public officials have monthly income below PAK Rs 50,000 

(n=573). There are 135 public officials, who have salary PAK Rs 51-60 thousands and 

19% of the public officials earn monthly salary above PAK Rs 100,000, as shown in 

Table 4.7.  
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Table 4.7 
Individual Monthly Income Distribution of Public Officials 

Monthly Income Frequency Percent Valid Percent Cumulative 
Percent 

Valid 

50,000 or below 573 54.3 54.3 54.3
51,000 - 60,000 135 12.8 12.8 67.1
61,000 - 70,000 39 3.7 3.7 70.8
71,000 - 80,000 36 3.4 3.4 74.2
81,000 - 90,000 36 3.4 3.4 77.6
91,000 - 100,000 32 3.0 3.0 80.7
Above 100,000 204 19.3 19.3 100.0
Total 1055 100.0 100.0

Interest of Public officials in Study Results 

Table 4.8 shows that among 1055 public officials, majority of the officials 

seemed not interested in the results of the study (n=626) whereas, 429 public officials 

(41%) showed their interests to receive the results of this study. The reason for the higher 

number of non-interested public officials to receive study results may be due to their 

propensity of not sharing their email addresses to maintain their anonymity during their 

participation in the current study. 

Table 4.8 
Interests in Study Results Distribution of Public Officials 

       Interests
       in Study 

Frequency Percent Valid Percent Cumulative Percent 

Valid 
Yes 429 40.7 40.7 40.7
No 626 59.3 59.3 100.0
Total 1055 100.0 100.0 

Demographic Frequencies on Provincial and Federal Basis 

According to Table 4.9, it is clear that the male public officials are greater than 

female public officials in every distance. Percentage of females in KPK and Punjab is 

almost same (30%, 32%). The percentage of female public officials in Sindh and 

Baluchistan (22%, 21%) are almost similar. Among 1055 public officials, the highest 
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percentage of male public officials is in Islamabad (85%) followed by Baluchistan 

(79%), Sindh (78%), KPK (70%) and Punjab (68%) respectively. 

Table 4.9 
Gender Frequencies and Percentage across Provinces and Federal level 

Punjab Sindh Baluchistan KPK Federal
Gender Frequency % Frequency % Frequency % Frequency % Frequency %
Female 93 32 48 22.3 31 21.1 58 29.6 30 14.6
Male 198 68 167 77.7 116 78.9 138 70.4 176 85.4
Total 291 100 215 100 147 100 196 100 206 100

Table 4.10 show, that majority of the public official’s ages is less than 35 years in 

all provinces and at federal level (i.e. Islamabad). The majority age of public officials in 

Punjab is below 30 years (50%). The majority age in Sindh, Baluchistan and KPK is 

between 31-35 years and at Federal level it is between 36 – 40 years (19%). 

Table 4.10 
Age distribution across Provinces and Federal level 

Table 4.11 shows that the majority of the public officials in each province and the 

federal capital have master’s degree. After that comes the public officials in every 

province and federal level who hold bachelor degrees. Among the 1055 public officials, 

Punjab showed the highest number of doctoral degree holders (n=17), followed by 

Punjab Sindh Baluchistan KPK Federal
Age Frequency % Frequency % Frequency % Frequency % Frequency %
30 and 
under 145 49.8 48 22.3 19 12.9 31 15.8 35 17

31-35 86 29.6 79 36.7 70 47.6 98 50 33 16
36-40 20 6.9 22 10.2 21 14.3 17 8.7 39 18.9
41-45 16 5.5 18 8.4 10 6.8 17 8.7 22 10.7
46-50 9 3.1 15 7 11 7.5 13 6.6 27 13.1
51-55 7 2.4 9 4.2 7 4.8 7 3.6 27 13.1
56-60 7 2.4 21 9.8 8 5.4 11 5.6 21 10.2
above 60 1 0.3 3 1.4 1 0.7 2 1 2 1
Total 291 100 215 100 147 100 196 100 206 100
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Federal area i.e. Islamabad (n=8), Sindh (n=6) and Baluchistan (n=1). None of the 

public officials from KPK held a doctoral degree. 

Table 4.11 
Education Distribution across Provinces and Federal level 

Punjab Sindh Baluchistan KPK Federal
Education Frequency % Frequency % Frequency % Frequency % Frequency %
Bachelor’s 
degree 65 22.3 18 8.4 39 26.5 42 21.4 84 40.8

Master’s 
degree 183 62.9 190 88.4 102 69.4 144 73.5 86 41.7

Doctoral 
degree 17 5.8 6 2.8 1 0.7 0 0 8 3.9

Other 26 8.9 1 0.5 5 3.4 10 5.1 28 13.6
Total 291 100 215 100 147 100 196 100 206 100

According to Table 4.12, it is clear that the majority of the public officials in 

every province and at federal level are permanent employees. They are 75 to 93% of 

overall public officials across the provincial and federal level. The public officials who 

are temporary employees are 25% in Punjab, 7% in Sindh, 21% in Baluchistan, 21% in 

KPK and 14% in Federal (Islamabad).  

Table 4.12 
Jobs Status Distribution across Provinces and Federal level 

Punjab Sindh Baluchistan KPK Federal
Job Status Frequency % Frequency % Frequency % Frequency % Frequency %
Permanent 
Employee 218 74.9 199 92.6 116 78.9 155 79.1 178 86.4

Temporary 
Employee 73 25.1 16 7.4 31 21.1 41 20.9 28 13.6

Total 291 100 215 100 147 100 196 100 206 100

The study also analyzed the managerial level of the public officials across 

provinces and federal level. Majority of the public officials in different provinces and 

federal level are working at middle management and supervisory positions (Table 4.13).  
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Table 4.13 
Management Level Distribution across Provinces and Federal level 

Punjab Sindh Baluchistan KPK Federal
Management 
Level Frequency % Frequency % Frequency % Frequency % Frequency %

Top/Management 45 15.5 2 0.9 14 9.5 16 8.2 7 3.4

Middle 
Management 110 37.8 112 52.1 25 17 93 47.4 46 22.3

Supervisory/Lower 
Management 92 31.6 99 46 81 55.1 62 31.6 110 53.4

Other 44 15.1 2 0.9 27 18.4 25 12.8 43 20.9
Total 291 100 215 100 147 100 196 100 206 100

Table 4.14 shows the experience distribution and it shows that the majority of the 

public officials have less than five years of experience across provinces and federal level 

(Punjab= 51%, Sindh= 30%, Baluchistan = 35%, KPK= 48% and Islamabad = 22.3%).  

Table 4.14 
Experience Distribution across Provinces and Federal level 

Punjab Sindh  Baluchistan KPK Federal
Experience  Frequency  % Frequency % Frequency % Frequency  % Frequency %
5 and 
below 149 51.2 64 29.8 52 35.4 94 48 46 22.3

6-10 73 25.1 66 30.7 35 23.8 38 19.4 29 14.1
11-15 31 10.7 14 6.5 22 15 16 8.2 22 10.7
16-20 18 6.2 18 8.4 10 6.8 12 6.1 23 11.2
21-25 6 2.1 24 11.2 10 6.8 17 8.7 24 11.7
26-30 2 0.7 16 7.4 4 2.7 11 5.6 20 9.7
over 30 12 4.1 13 6 14 9.5 8 4.1 42 20.4
Total 291 100 215 100 147 100 196 100 206 100

Income distribution (represented in Table 4.15) shows 66% of public officials in 

Punjab have monthly income of PAK Rs 50000 or less, and public officials of Islamabad 

who earn monthly income of PAK Rs 50000 or less are 69%. The public officials of 

other three provinces are lower in percentages as compared to Punjab and Federal level 

that have monthly income PAK Rs 50000 or less.  

ACCOUNTABILITY, LEADERSHIP AND CONFLICT MANAGEMENT 87



Table 4.15 
Income Distribution across Provinces and Federal level 

Punjab Sindh Baluchistan KPK Federal
Income Frequency % Frequency % Frequency % Frequency % Frequency %
50,000 or 
below 192 66 51 23.7 81 55.1 107 54.6 142 68.9

51,000 - 
60,000 22 7.6 39 18.1 21 14.3 21 10.7 32 15.5

61,000 - 
70,000 15 5.2 2 0.9 10 6.8 5 2.6 7 3.4

71,000 - 
80,000 13 4.5 9 4.2 4 2.7 8 4.1 2 1

81,000 - 
90,000 12 4.1 14 6.5 6 4.1 4 2 0 0

91,000 - 
100,000 11 3.8 2 0.9 6 4.1 8 4.1 5 2.4

Above
100,000 26 8.9 98 45.6 19 12.9 43 21.9 18 8.7

Total 291 100 215 100 147 100 196 100 206 100

The majority of the public officials in every province and federal level are not 

interested in receiving the results of this study. They are 54% in Punjab, 74% in Sindh, 

52% in Baluchistan, 57% in KPK, and 59% in Islamabad (Table 4.16).  

Table 4.16 
Interest in study results across Provinces and Federal level 

Punjab Sindh Baluchistan KPK Federal
Interest 
In Study
Results Frequency % Frequency % Frequency % Frequency % Frequency %
Yes 134 46 56 26 71 48.3 84 42.9 84 40.8
No 157 54 159 74 76 51.7 112 57.1 122 59.2
Total 291 100 215 100 147 100 196 100 206 100

Description of Study Variables 

The research data was based on the responses generated by the directs reports of 

the public officials on the 7 points Likert-type scale (1=strongly disagree, 7=strongly 

agree) for the variables of perceived accountability, leadership (transformational and 

transactional), conflict handling styles (integrating, compromising, obliging, dominating 
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and avoiding) and job performance (contextual and task performance). The description of 

the study variables along with their dimensions and related items are given below.  

Independent Variables  

Transformational Leadership   

(q38 + q40 + q41 + q42 + q43 + q45 + q46 + q47 + q49 + q50 + q51 + q53 + q55 

+ q56 + q58 + q59 + q60 + q61 + q62 + q64) 

Dimensions of Transformational Leadership  

Intellectual Stimulation (q38 + q41 + q59 + q61) 

Idealized Influence Behavior (q40 + q46 + q53 + q62)  

Idealized Influence Attributed (q43 + q49 + q51 + q55) 

Inspirational Motivation (q42 + q45 + q56 + q64)  

Individual Consideration  (q47 + q50 + q58 + q60)  

Transactional Leadership      

(q37 + q39 + q44 + q48 + q52 + q54 + q57 + q63)

Dimensions of Transactional leadership  

Contingent Reward   (q37 + q44 + q48 + q63) 

MBEA     (q39 + q52 + q54 + q57) 

Mediation Variables  

Integrating (q9 + q12 + q13 + q20 + q30 +q31 + 

q36) 
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Compromising   (q15 + q22 + q23 + q28)  

Obliging    (q10 + q18 + q19 + q21 + q27 + q32)  

Dominating    (q16 + q17 + q26 + q29 + q33)  

Avoiding    (q11 + q14 + q24 + q25 + q34 + q35) 

Dependent Variables 

Job Performance

(q65 + q66 + q67 + q68 + q69 + q70 + q71 + q72 + q73 + q74 + q75 + q76 + q77 

+ q78 + q79 + q80 + q81 + q82 + q83 + q84 + q85) 

Dimensions of Job Performance  

Contextual Performance (q65 + q66 + q67 + q68 + q69 + q70 + q71 

+ q72 + q73 + q74 + q75 + q76 + q77 + 

q78)

Task Performance   (q79 + q80 + q81 + q82 + q83 + q84 + q85)  

Moderation Variable  

Accountability   (q1 + q2 + q3 + q4 + q5 + q6 + q7 + q8)  

Descriptive Statistics 

Examining the descriptive statistics, table 4.17 shows that the items mean of 

study variables ranges between 2.5 and 6.2 and the corresponding standard deviations 

ranges between .51 and 1.8. Table 4.17 reveals that most of the items representing the 

study variables have skewness and kurtosis values between 2 or -2. Hence, it is 

established that the study data is not normally distributed.  
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Table 4.17 
Descriptive Statistics and Skewness of Variables 

Variables Mean Std. Deviation Skewness Kurtosis
Statistic Statistic Statistic Std. Error Statistic Std. Error

ACC 5.8815 .81150 -1.849 .075 2.115 .150
INTG 6.2060 .58885 -2.121 .075 2.152 .150
COMP 5.9164 .79300 -1.743 .075 1.772 .150
OBLG 5.7689 .68849 -1.771 .075 1.467 .150
DOMNTG 2.5403 1.58827 1.187 .075 -.117 .150
AVDNG 2.7813 1.82392 .926 .075 -.830 .150
TRFL 6.0596 .65399 -1.843 .075 1.365 .150
TRNL 5.9894 .63253 -1.734 .075 1.592 .150
JOBPERF 6.1878 .51751 -2.017 .075 1.377 .150
Valid N (listwise)

Mean Analysis of Study Variables 

Table 4.18 shows the mean analysis of the independent and dependent variables 

across the four provinces and the federal level. The public officials in Punjab (M=6.1287 

SD=.58), Sindh (M=6.1144 SD=.57) and Islamabad (M=6.0874 SD=.65) reported the 

highest mean scores for transformational leadership as compared to Baluchistan 

(M=5.6701 SD=.83) and KPK (M=6.1597 SD=.596). The public officials in Sindh 

reported the lowest mean score for transactional leadership (M=6.0546 SD=.53726), in 

comparison to other provinces and federal level.  

The public official in Punjab reported the highest mean score for job performance 

(M=6.2466 SD=.38120) and Baluchistan reported the lowest mean score (M=6.0184 

SD=.82853), across various provinces and federal level. The mean score for perceived 

accountability has been found to be highest in Punjab (M=6.002 SD=.70525) and then 

followed by KPK (M=5.9778 SD=.72230), Islamabad (M=5.9648 SD=.70744), Sindh 

(M=5.9076 SD=.74128) and Baluchistan (M=5.3597 SD=1.112) respectively.  
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Table 4.18 
Mean Analysis of Independent and Dependent Variables, across Provinces and Federal Level 

Punjab  Sindh  Baluchistan 
Khyber Pakhtunkhwa 

(KPK) Islamabad 

Variables Mean 
Std. 

Deviation Mean 
Std. 

Deviation Mean 
Std. 

Deviation Mean 
Std. 

Deviation Mean 
Std. 

Deviation 
Transformational 
Leadership 

6.1287 .58023 6.1144 .57117 5.6701 .82768 6.1597 .59623 6.0874 .65352 

Transactional 
Leadership 

6.0322 .59156 6.0546 .53726 5.6422 .80645 6.0599 .58605 6.0413 .60817 

Accountability 6.0020 .70525 5.9076 .74128 5.3597 1.11122 5.9778 .72230 5.9648 .70744 

Integrating  6.2645 .46747 6.1839 .53317 5.9177 .85902 6.2662 .58198 6.2949 .50276 

Compromising 6.0335 .66724 5.9081 .68954 5.4252 .97811 6.0485 .79474 5.9842 .78168 

Obliging  5.8980 .49800 5.6792 .71385 5.4444 .92647 5.8732 .55188 5.8124 .73037 

Dominating  2.2687 1.46836 2.6288 1.70192 3.5905 1.65543 2.1316 1.29013 2.4709 1.51423 

Avoiding 2.4067 1.63686 2.7364 1.79395 4.3605 1.74957 2.3409 1.61000 2.6493 1.76524 

Job Performance 6.2466 .38120 6.1227 .51965 6.0184 .82853 6.2386 .39993 6.2454 .46125 

Sample Size (N) 291 215 147 196 206 

Multicollinearity 

The degree of multicollinearity has been evaluated among independent variables 

using both the tolerance value and the variance inflation factors (VIF). The tolerance 

values for all eight independent variables were all greater than the cut-off point of 0.10 

(Cohen et al., 2003), and VIF values were between 2.1 and 6.8, which indicated the 

absence of any serious multicollinearity problem (Table 4.19). Kutner, Nachtsheim and 

Neter (2004) have proposed that the VIF values to be greater than 1 and 10 being the cut 

off value.

Table 4.19 
Multicollinearity Analysis 

Model Collinearity Statistics
Tolerance VIF

1

(Constant)
ACC .414 2.414
INTG .385 2.600
COMP .438 2.281
OBLG .475 2.103

DOMNTG .213 4.697
AVDNG .189 5.279

TRFL .147 6.785
TRNL .181 5.520
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Reliability of Measuring Instruments in Pakistani context 

Reliability is the consistency of a set of measurements or measuring instrument. 

Reliability does not imply validity. This can either be whether the measurements of the 

same instrument give or are likely to give the same measurement, or in the case of more 

subjective instruments, whether two independent assessors give similar scores. That is, a 

reliable measure is measuring something consistently, but not necessarily, what it is 

supposed to be measuring. Cronbach’s (1951) alpha coefficient provided the internal 

consistency which was tested for the 15 instruments employed in this study. The 

reliability of all variables is 0.64 to 0.96. One variable management by exception have 

reliability lower than 0.70 (Table 4.20).  

Table 4.20 
Reliability Analysis of all variables 

Variable Items  Cronbach’s Alpha
Accountability  8 0.92 
Integrating style  7 0.83 
Compromising Style  4 0.80 
Obliging Style  6 0.85 
Dominating Style  5 0.77 
Avoiding  6 0.96 
Intellectual Simulation  4 0.70 
Idealized Influence Behavior  4 0.72 
Idealized Influence Attitude  4 0.86 
Inspiration Motivation  4 0.77 
Individual consideration  4 0.70 
Contingent Reward  4 0.73 
Management by Exception  4 0.64 
Contextual Performance  14 0.87 
Task performance  7 0.85

Correlational Analysis 

Pearson Correlation analyses were conducted through SPSS version 22 to test the 

association between the independent variables of perceived accountability (ACC), 

transformational leadership (TRFL), transactional leadership (TRNL), integrating style 

(INTG), compromising style (COMP), obliging style (OBLG), dominating style 
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(DOMTG) and avoiding style (AVDNG) and the dependent variable i.e. job performance 

(JOBPERF). Table 4.21 shows the correlational matrix of all variables included in the 

study. Perceived accountability showed significantly positive association with job 

performance (r=.512, p<.01). Moreover, the independent variables of transformational 

leadership (r=.652, p<.01), transactional leadership (r=.636, p<.01), integrating style 

(r=.664, p<.01), compromising style (r=.508, p<.01) and obliging styles (r=.501, p<.01) 

reflected significantly positive associations with job performance. In contrast, 

dominating style (r=-.372, p<.01) and avoiding style (r=-.297, p<.01) showed 

significantly negative associations with job performance. 

Transformational leadership confirmed significantly positive effects with 

integrating style (r=.685, p<.01), compromising style (r=.599, p<.01) and obliging style 

(r=.521, p<.01). Whereas, transformational leadership showed significantly negative 

relationship with dominating style (r=-.559, p<.01) and avoiding style (r=-.583, p<.01). 

Likewise, transactional leadership confirmed significantly positive effects with 

integrating style (r=.657, p<.01), compromising style (r=.588, p<.01) and obliging style 

(r=.527, p<.01). In addition, transactional leadership showed significantly negative 

relationship with dominating style (r=-.506, p<.01) and avoiding style (r=-.487, p<.01). 

Table 4.21 
Correlation Matrix of all Variables 

 Variables 1 2 3 4 5 6 7 8 9
ACC 1
INTG .597** 1
COMP .562** .625** 1
OBLG .597** .580** .647** 1
DOMNTG -.458** -.473** -.416** -.317** 1
AVDNG -.555** -.405** -.468** -.358** .866** 1
TRFL .660** .685** .599** .521** -.559** -.583** 1
TRNL .579** .657** .588** .527** -.506** -.487** .896** 1
JOBPERF .512** .664** .508** .501** -.372** -.297** .652** .636** 1
**. Correlation is significant at the 0.01 level (2-tailed). 
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Confirmatory Factor Analysis 

Avolio, Bass and Jung (1999) have indicated that Confirmatory Factor Analysis 

(CFA) is a useful method for testing a pre-factor model structure alongside empirical 

model structures and it also provides the goodness of fit indices (GFI). CFA have also 

been recognized as a helpful technique for measuring the factors in a model and 

evaluating a model fit against the included data (Antonakis et al., 2003). Analysis of 

CFA model of all the 15 measures is given below. 

CFA of Perceived Accountability 

According to Kline (2011) it is described that if a standard CFA model with a 

single factor has at least three indicators, the model is identified. If a standard model with 

two or more factors has at least two indicators per factor, the model is identified. For uni-

dimensional measure, it should have at least two indicators (Kline 2011). The model in 

figure-4.1 given below satisfies the requirements. 

Figure 4.1. Graphical representation of CFA for Perceived Accountability

A rule of thumb is that RMSEA <= .05 indicates close approximate fit, values 

between .05 and .08 suggest reasonable error of approximation, and RMSEA >= .01 

suggests poor fit (Kline 2005). In this model, the value of RMSEA is .049, which shows 

close error of approximation. Hu and Bentler (1999) recommended that RMSEA value 
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<=.06 is a Good Model Fit. A NNFI >= .95 has been recommended as the cut-off level 

for good model fit (Hu & Bentler, 1999). Joreskog (1970) proposed that the chi square be 

adjusted by the degree of freedom to asses model fit for various models. This measure 

can be termed as Normed Chi Square (NC) and is the ratio of Chi Square divided by the 

degree of freedom. According to him, its value should not be greater than an upper 

threshold either 2 or 3 or the more liberal limit of 5. But, it is subject to the sample size. 

Bollen (1989) notes that values of the Normed Chi Square (NC) of 2 or 3 or even as high 

as 5 have been recommended as indicating reasonable fit.  

Out of various available fit indices, the literature has guided us towards the 

following five indices applicable to this model. Some of them are absolute, some are 

incremental and others are parsimonious. These fit indices along with their calculated 

and recommended values and interpretation are given in the next tables. 
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Table 4.22 
Model Fit Indices of Perceived Accountability 

Fit Indices Description of Fit 
Index

Calculated  
Values 

Recommended 
values Interpretation 

Absolute Fit 
measures 

Goodness of Fit Index 
(GFI) .983 

Byrne (1994) 
recommended GFI 
value >= .90 as a 
Good Model Fit 

Good Model 
Fit

Adjusted Goodness of 
Fit index (AGFI) .971 

Baumgartner and 
Hombur (1996) 
recommended AGFI 
value >= .90 as a 
Good Model Fit 

Good Model 
Fit

Root Mean Square 
Error of 
Approximation 
(RMSEA)

.049 

Hu and Bentler 
(1999) recommended 
RMSEA value <=.06 
as a Good Model Fit 

Good Model 
Fit

Incremental 
Fit measures 

Tucker-Lewis Index 
(TLI) or (NNFI) .986 

Hu and Bentler 
(1999) recommended 
NNFI value >= .90 as 
a Good Model Fit 

Good Model 
Fit

Bollen’s  IFI .989 

Bollen (1990) 
recommended IFI 
value >= .90 as a 
Good Model Fit

Good Model 
Fit

Normed Fit Index 
(NFI) .985 

Byrne (1994) 
recommended NFI 
value >= .90 as a 
Good Model Fit 

Good Model 
Fit

Parsimonious 
Fit measures Normed chi-square 2.347 

Schumacker and 
Lomax (2004) 
recommended relative 
chi-square value <= 
5.0 as a Good Model 
Fit 

Good Model 
Fit

Table-4.22, shows the different fit indices (calculated through AMOS). As most 

of the fit indices reported in the above table show that this model has a good fit with the 

data. So, it is concluded that theoretical model of latent structure of perceived 

accountability fits the data. 

Convergent validity is the degree to which an operation is similar to (converges 

on) other operations that it theoretically should also be similar to. Convergent validity 
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can be determined by the factor loading of items over the construct. Factor loadings 

(pattern coefficients) are interpreted as regression coefficients that estimate the direct 

effects of the factor on the indicator (Kline 2005). Standardized Regression weights are 

given below.  

Table 4.23 
Factor Loading of Perceived Accountability 

Item  Variable Estimate P Value 
q1 <--- Accountability .810 *** 
q2 <--- Accountability .791 *** 
q3 <--- Accountability .646 *** 
q4 <--- Accountability .680 *** 
q5 <--- Accountability .787 *** 
q6 <--- Accountability .738 *** 
q7 <--- Accountability .682 *** 
q8 <--- Accountability .814 *** 

Table-4.23 shows factor loading of 8 items over the construct of Perceived 

Accountability. All 8 items are highly loaded because values are over .50 and near to 1.0. 

This shows high convergent validity of the 8 items construct of perceived accountability.

CFA of Integrating Style 

Figure 4.2 Graphical representation of CFA for Integrating Style

In this model, the value of RMSEA is .046 which shows the model is good fit. 

The ratio of chi-square to df is NC 2.437. This value indicates that the model presented 

in Figure 4.2 is reasonably good fit. The relevant fit indices along with their calculated 
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and recommended values and interpretation for the integrating style are given in the table 

4.24.

Table 4.24 
Model Fit Indices of Integrating Style 

Fit Indices Description of Fit 
Index

Calculated 
Values Recommended values Interpretation 

Absolute Fit 
measures 

Goodness of fit Index 
(GFI) .954 

Byrne (1994) 
recommended GFI value 
>= .90 as a Good Model 
Fit

Good Model 
Fit

Adjusted goodness of 
fit index (AGFI) .909 

Baumgartner and Hombur 
(1996) recommended 
AGFI value >= .90 as a 
Good Model Fit 

Good Model 
Fit

Root Mean Square 
Error of Approximation 
(RMSEA) 

.046 

Hu and Bentler (1999) 
recommended RMSEA 
value <=.06 as a Good 
Model Fit 

Good Model 
Fit

Incremental 
Fit measures 

Tucker-Lewis Index 
(TLI) or (NNFI) .898 

Hu and Bentler (1999) 
recommended NNFI value 
>= .90 as a Good Model 
Fit

Acceptable 
Model Fit with 
Caution 

Bollen’s  IFI .932 

Bollen (1990) 
recommended IFI value 
>= .90 as a Good Model 
Fit

Good Model 
Fit

Normed Fit Index 
(NFI) .927 

Byrne (1994) 
recommended NFI value 
>= .90 as a Good Model 
Fit

Good Model 
Fit

Parsimonious 
Fit measures Normed chi-square 2.437 

Schumacker and Lomax 
(2004) recommended 
relative chi-square value 
<= 5.0 as a Good Model 
Fit

Good Model 
Fit

Table-4.25 shows factor loading of 7 items over the construct of integrating. All 7 

items are highly loaded because values are over .50 and near to 1.0. This shows high 

convergent validity of the 7 items construct of integrating. 
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Table 4.25 
Factor Loading of Integrating Style 

Item  Variable Estimate P Value 
q9 <--- integrating .769 *** 
q12 <--- integrating .660 *** 
q13 <--- integrating .640 *** 
q20 <--- integrating .685 *** 
q30 <--- integrating .697 *** 
q31 <--- integrating .550 *** 
q36 <--- integrating .520 *** 

CFA of Compromising Style 

Figure 4.3 Graphical representation of CFA for Compromising Style

In this model, the value of RMSEA is .00 which shows the model is excellent fit. 

The ratio of chi-square to df is NC 0.57. This value indicates that the model presented in 

Figure 4.3 is excellent fit. The relevant fit indices along with their calculated and 

recommended values and interpretation for the compromising style are given in the table 

4.26. 
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Table 4.26 
Model Fit Indices of Compromising Style 

Fit Indices Description of Fit 
Index

Calculated  
Values Recommended values Interpretation 

Absolute Fit 
measures 

Good of fit Index 
(GFI) .999 

Byrne (1994) 
recommended GFI value 
>= .90 as a Good Model 
Fit

Very Good 
Model Fit 

Adjusted goodness of 
fit index (AGFI) .997 

Baumgartner and 
Hombur (1996) 
recommended AGFI 
value >= .90 as a Good 
Model Fit 

Very 
Good Model 
Fit

Root Mean Square 
Error of 
Approximation 
(RMSEA) 

.000 

Hu and Bentler (1999) 
recommended RMSEA 
value <=.06 as a Good 
Model Fit 

Very Good 
Model Fit 

Incremental Fit 
measures 

Tucker-Lewis Index 
(TLI) or (NNFI) 1.002 

Hu and Bentler (1999) 
recommended NNFI 
value >= .90 as a Good 
Model Fit 

Good Model 
Fit

Bollen’s  IFI 1.001 

Bollen (1990) 
recommended IFI value 
>= .90 as a Good Model 
Fit

Good Model 
Fit

Normed Fit Index 
(NFI) .999 

Byrne (1994) 
recommended NFI value 
>= .90 as a Good Model 
Fit

Very 
Good Model 
Fit

Parsimonious 
Fit measures Normed chi-square 0.574 

Schumacker and Lomax 
(2004) recommended 
relative chi-square value 
<= 5.0 as a Good Model 
Fit

Good Model 
Fit

Table-4.27 shows factor loading of 4 items over the construct of compromising. 

All 4 items are highly loaded because values are over .50 and near to 1.0. This shows 

high convergent validity of the 4 items construct of compromising. 
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Table 4.27 
Factor Loading of Compromising Style 

Item  Variable Estimate P Value 
q15 <--- Compromising .831 *** 
q22 <--- Compromising .682 *** 
q23 <--- Compromising .654 *** 
q28 <--- Compromising .653 *** 

CFA of Obliging Style 

Figure 4.4 Graphical representation of CFA for Obliging Style

In this model, the value of RMSEA is .00 which shows the model is excellent fit. 

The ratio of chi-square to df is NC 0.97. This value indicates that the model presented in 

Figure 4.4 is excellent fit. The relevant fit indices along with their calculated and 

recommended values and interpretation for the obliging style are given in the table 4.28. 
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Table 4.28 
Model Fit Indices of Obliging Style 

Fit Indices Description of Fit 
Index

Calculated  
Values Recommended values Interpretation 

Absolute Fit 
measures 

Good of fit Index (GFI) .997 

Byrne (1994) 
recommended GFI value 
>= .90 as a Good Model 
Fit

Very Good 
Model Fit 

Adjusted goodness of fit 
index (AGFI) .994 

Baumgartner and 
Hombur (1996) 
recommended AGFI 
value >= .90 as a Good 
Model Fit 

Very Good 
Model Fit 

Root Mean Square Error 
of Approximation 
(RMSEA) 

.000 

Hu and Bentler (1999) 
recommended RMSEA 
value <=.06 as a Good 
Model Fit 

Very Good 
Model Fit 

Incremental 
Fit measures 

Tucker-Lewis Index 
(TLI) or (NNFI) 1.000 

Hu and Bentler (1999) 
recommended NNFI 
value >= .90 as a Good 
Model Fit 

Very Good 
Model Fit 

Bollen’s  IFI 1.000 

Bollen (1990) 
recommended IFI value 
>= .90 as a Good Model 
Fit

Very Good 
Model Fit 

Normed Fit Index (NFI) .996 

Byrne (1994) 
recommended NFI value 
>= .90 as a Good Model 
Fit

Very Good 
Model Fit 

Parsimoniou
s Fit 
measures 

Normed chi-square 0.964 

Schumacker and Lomax 
(2004) recommended 
relative chi-square value 
<= 5.0 as a Good Model 
Fit

Good Model 
Fit

Table-4.29 shows factor loading of 6 items over the construct of obliging. All 6 

items are highly loaded because values are over .50 and near to 1.0. This shows high 

convergent validity of the 6 items construct of obliging style. 
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Table 4.29 
Factor Loading of Obliging Style 

Item  Variable Estimate P Value 
q10 <--- Obliging .636 *** 
q18 <--- Obliging .721 *** 
q19 <--- Obliging .781 *** 
q21 <--- Obliging .685 *** 
q27 <--- Obliging .702 *** 
q32 <--- Obliging .639 *** 

CFA of Dominating Style 

            Figure 4.5    Graphical representation of CFA for Dominating Style

In this model, the value of RMSEA is .038 which shows the model is good fit. 

The ratio of chi-square to df is NC 2.086. This value indicates that the model presented 

in Figure 4.5 is good fit. The fit indices along with their calculated and recommended 

values and interpretation for the dominating style are given in the table 4.30. 
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Table 4.30 
Model Fit Indices of Dominating Style 

Fit Indices Description of Fit 
Index

Calculated  
Values Recommended values Interpretation 

Absolute Fit 
measures 

Good of fit Index 
(GFI) .960 

Byrne (1994) 
recommended GFI value 
>= .90 as a Good Model 
Fit

Good Model 
Fit

Adjusted goodness of 
fit index (AGFI) .880 

Baumgartner and 
Hombur (1996) 
recommended AGFI 
value >= .90 as a Good 
Model Fit 

Acceptable 
Model Fit with 
caution 

Root Mean Square 
Error of 
Approximation 
(RMSEA) 

.038 

Hu and Bentler (1999) 
recommended RMSEA 
value <=.06 as a Good 
Model Fit 

Good Model 
Fit

Incremental 
Fit measures 

Tucker-Lewis Index 
(TLI) or (NNFI) .930 

Hu and Bentler (1999) 
recommended NNFI 
value >= .90 as a Good 
Model Fit 

Good Model 
Fit

Bollen’s  IFI .965 

Bollen (1990) 
recommended IFI value 
>= .90 as a Good Model 
Fit

Good Model 
Fit

Normed Fit Index 
(NFI) .963 

Byrne (1994) 
recommended NFI value 
>= .90 as a Good Model 
Fit

Good Model 
Fit

Parsimonious 
Fit measures Normed chi-square 2.086 

Schumacker and Lomax 
(2004) recommended 
relative chi-square value 
<= 5.0 as a Good Model 
Fit

Good Model 
Fit

Table-4.31 shows factor loading of 4 items over the construct of dominating. All 

items are highly loaded because values are over .50 and near to 1.0 except of one item 

which is negatively loaded. This shows high convergent validity of the 5 items construct 

of dominating.  
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Table 4.31 
Factor Loading of Dominating Style 

Item  Variable Estimate P Value 
q16 <--- dominating .869 *** 
q17 <--- dominating .788 *** 
q26 <--- dominating .861 *** 
q29 <--- dominating .845 *** 
q33 <--- dominating .761 ***

CFA of Avoiding Style 

Figure 4.6 Graphical representation of CFA for Avoiding Style

In this model, the value of RMSEA is .037 which shows the model is good fit. 

The ratio of chi-square to df is NC 2.092. This value indicates that the model presented 

in Figure 4.6 is good fit. The fit indices along with their calculated and recommended 

values and interpretation for the avoiding style are given in the table 4.32. 
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Table 4.32 
Model Fit Indices of Avoiding Style 

Fit Indices Description of Fit 
Index

Calculated  
Values Recommended values Interpretation 

Absolute Fit 
measures 

Good of fit Index 
(GFI) .964 

Byrne (1994) 
recommended GFI value 
>= .90 as a Good Model 
Fit

Good Model 
Fit

Adjusted goodness of 
fit index (AGFI) .917 

Baumgartner and 
Hombur (1996) 
recommended AGFI 
value >= .90 as a Good 
Model Fit 

Good Model 
Fit

Root Mean Square 
Error of 
Approximation 
(RMSEA) 

. 037 

Hu and Bentler (1999) 
recommended RMSEA 
value <=.06 as a Good 
Model Fit 

Good Model 
Fit

Incremental Fit 
measures 

Tucker-Lewis Index 
(TLI) or (NNFI) .976 

Hu and Bentler (1999) 
recommended NNFI 
value >= .90 as a Good 
Model Fit 

Good Model 
Fit

Bollen’s  IFI .986 

Bollen (1990) 
recommended IFI value 
>= .90 as a Good Model 
Fit

Good Model 
Fit

Normed Fit Index 
(NFI) .985 

Byrne (1994) 
recommended NFI value 
>= .90 as a Good Model 
Fit

Good Model 
Fit

Parsimonious 
Fit measures Normed chi-square 2.092 

Schumacker and Lomax 
(2004) recommended 
relative chi-square value 
<= 5.0 as a Good Model 
Fit

Good Model 
Fit

Table-4.33 shows factor loading of 6 items over the construct of avoiding. All 6 

items are highly loaded because values are over .50 and near to 1.0. This shows high 

convergent validity of the 6 items construct of avoiding. 
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Table 4.33 
Factor Loading of Avoiding Style 

Item  Variable Estimate P Value
q11 <--- Avoiding .856 *** 
q14 <--- Avoiding .869 *** 
q24 <--- Avoiding .920 *** 
q25 <--- Avoiding .907 *** 
q34 <--- Avoiding .889 *** 
q35 <--- Avoiding .932 *** 

CFA of Intellectual Stimulation 

Figure 4.7 Graphical representation of CFA for Intellectual stimulation

In this model, the value of RMSEA is .42 which shows the model is good fit. The 

ratio of chi-square to df is NC 2.962. This value indicates that the model presented in 

Figure 4.7 is good fit. The fit indices along with their calculated and recommended 

values and interpretation for Intellectual Stimulation are given in the table 4.34. 
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Table 4.34 
Model Fit Indices of Intellectual Stimulation 

Fit Indices Description of Fit 
Index

Calculated  
Values Recommended values Interpretation 

Absolute Fit 
measures 

Good of fit Index 
(GFI) .940 

Byrne (1994) 
recommended GFI 
value >= .90 as a 
Good Model Fit 

Good Model 
Fit

Adjusted goodness 
of fit index (AGFI) .908 

Baumgartner and 
Hombur (1996) 
recommended AGFI 
value >= .90 as a 
Good Model Fit 

Good Model 
Fit

Root Mean Square 
Error of 
Approximation 
(RMSEA) 

.042 

Hu and Bentler (1999) 
recommended 
RMSEA value <=.06 
as a Good Model Fit 

Good Model 
Fit

Incremental 
Fit measures 

Tucker-Lewis Index 
(TLI) or (NNFI) .949 

Hu and Bentler (1999) 
recommended NNFI 
value >= .90 as a 
Good Model Fit 

Good Model 
Fit

Bollen’s  IFI .897 

Bollen (1990) 
recommended IFI 
value >= .90 as a 
Good Model Fit 

Acceptable 
Model Fit with 
caution 

Normed Fit Index 
(NFI) .948 

Byrne (1994) 
recommended NFI 
value >= .90 as a 
Good Model Fit 

Good Model 
Fit

Parsimonious 
Fit measures Normed chi-square 2.962 

Schumacker and 
Lomax (2004) 
recommended relative 
chi-square value <= 
5.0 as a Good Model 
Fit

Good Model 
Fit

Table-4.35 shows factor loading of 4 items over the construct of intellectual 

Stimulation. All 4 items are highly loaded because values are over .50 and near to 1.0. 

This shows high convergent validity of the 4 items construct of Intellectual Stimulation. 
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Table 4.35 
Factor Loading of Intellectual Stimulation 

Item  Variable Estimate P Value 
q38 <--- int stimulation .540 *** 
q41 <--- int stimulation .544 *** 
q59 <--- int stimulation .752 *** 
q61 <--- int stimulation .601 *** 

CFA of Idealized Influence Behavior 

Figure 4.8  Graphical representation of CFA for Idealized Influence Behavior 

In this model, the value of RMSEA is .03, which shows the model is excellent fit. 

The ratio of chi-square to df is NC 2.08. This value indicates that the model presented in 

Figure 4.8 is excellent fit. The fit indices along with their calculated and recommended 

values and interpretation for Idealized Influence Behavior are given in the table 4.36. 
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Table 4.36 
Model Fit Indices of Idealized Influence Behavior 

Fit Indices Description of Fit 
Index

Calculated  
Values Recommended values Interpretation 

Absolute Fit 
measures

Good of fit Index (GFI) .998
Byrne (1994) 
recommended GFI value 
>= .90 as a Good Model 
Fit

Very Good 
Model Fit

Adjusted goodness of fit 
index (AGFI) .990

Baumgartner and 
Hombur (1996) 
recommended AGFI 
value >= .90 as a Good 
Model Fit 

Very Good 
Model Fit

Root Mean Square Error 
of Approximation

(RMSEA)
.032

Hu and Bentler (1999) 
recommended RMSEA 
value <=.06 as a Good 
Model Fit 

Good Model 
Fit

Incremental 
Fit measures

Tucker-Lewis Index 
(TLI) or (NNFI) .992

Hu and Bentler (1999) 
recommended NNFI 
value >= .90 as a Good 
Model Fit 

Very Good 
Model Fit

Bollen’s  IFI .997
Bollen (1990) 
recommended IFI value 
>= .90 as a Good Model 
Fit

Very Good 
Model Fit

Normed Fit Index (NFI) .995
Byrne (1994) 
recommended NFI value 
>= .90 as a Good Model 
Fit

Very Good 
Model Fit

Parsimoniou
s Fit 
measures

Normed chi-square 2.081

Schumacker and Lomax 
(2004) recommended 
relative chi-square value 
<= 5.0 as a Good Model 
Fit

Good Model 
Fit

Table-4.37 shows factor loading of 4 items over the construct of Idealized 

influence behavior. All 4 items are highly loaded because values are near to .50 or close 

to 1.0. This shows high convergent validity of the 4 items construct of idealized 

influence behavior. 
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Table 4.37 
Factor Loading of Idealized Influence Behavior 

Item  Variable Estimate P Value 
q40 <--- idealized influence behavior .820 ***

q46 <--- idealized influence behavior .493 ***

q53 <--- idealized influence behavior .695 ***

q62 <--- idealized influence behavior .493 ***

CFA of Idealized Influence Attributed 

Figure 4.9 Graphical representation of CFA for Idealized Influence Attributed 

In this model, the value of RMSEA is .05 which shows the model is good fit. The ratio 

of chi-square to df is NC 3.5. This value indicates that the model presented in Figure 4.9 is 

good fit. The fit indices along with their calculated and recommended values and 

interpretation for idealized influence attributed are given in the table 4.38. 

In this model, the value of RMSEA is .05 which shows the model is good fit. The ratio 

of chi-square to df is NC 3.5. This value indicates that the model presented in Figure 4.9 is 

good fit. The fit indices along with their calculated and recommended values and 

interpretation for idealized influence attributed are given in the table 4.38. 
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Table 4.38 
Model Fit Indices of Idealized Influence Attributed 

Fit Indices Description of Fit 
Index

Calculated  
Values Recommended values Interpretation 

Absolute Fit 
measures 

Good of fit Index 
(GFI) .997

Byrne (1994) 
recommended GFI 
value >= .90 as a 
Good Model Fit 

Very Good 
Model Fit 

Adjusted goodness 
of fit index (AGFI) .983

Baumgartner and 
Hombur (1996) 
recommended AGFI 
value >= .90 as a 
Good Model Fit 

Good Model 
Fit

Root Mean Square 
Error of 
Approximation 

(RMSEA) 

.059

Hu and Bentler (1999) 
recommended 
RMSEA value <=.06 
as a Good Model Fit 

Good Model 
Fit

Incremental 
Fit measures 

Tucker-Lewis Index 
(TLI) or (NNFI) .992

Hu and Bentler (1999) 
recommended NNFI 
value >= .90 as a 
Good Model Fit 

Very Good 
Model Fit 

Bollen’s  IFI .997 
Bollen (1990) 
recommended IFI 
value >= .90 as a 
Good Model Fit 

Very Good 
Model Fit 

Normed Fit Index 
(NFI) .996

Byrne (1994) 
recommended NFI 
value >= .90 as a 
Good Model Fit 

Very Good 
Model Fit 

Parsimonious 
Fit measures Normed chi-square 3.549 

Schumacker and 
Lomax (2004)
recommended relative 
chi-square value <= 
5.0 as a Good Model 
Fit 

Good Model 
Fit

Table-4.39 shows factor loading of 4 items over the construct of Idealized 

Influence attribute. All 4 items are highly loaded because values are over .50 and near to 

1.0. This shows high convergent validity of the 4 items construct of idealized influence 

attribute. 
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Table 4.39 
Factor Loading of Idealized Influence Attributed 

Item  Variable Estimate P Value 
q43 <--- idealized influence attribute .858 *** 
q49 <--- idealized influence attribute .815 *** 
q51 <--- idealized influence attribute .766 *** 
q55 <--- idealized influence attribute .675 *** 

CFA of Inspirational Motivation  

Figure 4.10  Graphical representation of CFA for Idealized Influence Motivation 

In this model, the value of RMSEA is .012 which shows the model is good fit. The 

ratio of chi-square to df is NC 1.23. This value indicates that the model presented in Figure 

4.10 is good fit. The fit indices along with their calculated and recommended values and 

interpretation for inspirational motivation are given in table-4.40. 
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Table 4.40 
Model Fit Indices of Inspirational Motivation 

Fit Indices Description of Fit 
Index

Calculated  
Values Recommended values Interpretation 

Absolute Fit 
measures 

Good of fit Index 
(GFI) .98

Byrne (1994) 
recommended GFI 
value >= .90 as a 
Good Model Fit 

Good Model 
Fit

Adjusted goodness 
of fit index (AGFI) .92

Baumgartner and 
Hombur (1996) 
recommended AGFI 
value >= .90 as a 
Good Model Fit 

Good Model 
Fit

Root Mean Square 
Error of 
Approximation 

(RMSEA) 

.012

Hu and Bentler (1999) 
recommended 
RMSEA value <=.06 
as a Good Model Fit 

Good Model 
Fit

Incremental 
Fit measures 

Tucker-Lewis Index 
(TLI) or (NNFI) .92

Hu and Bentler (1999) 
recommended NNFI 
value >= .90 as a 
Good Model Fit 

Good Model 
Fit

Bollen’s  IFI .97 
Bollen (1990) 
recommended IFI 
value >= .90 as a 
Good Model Fit 

Good Model 
Fit

Normed Fit Index 
(NFI) .96

Byrne (1994) 
recommended NFI 
value >= .90 as a 
Good Model Fit 

Good Model 
Fit

Parsimonious 
Fit measures Normed chi-square 1.23 

Schumacker and 
Lomax (2004)
recommended relative 
chi-square value <= 
5.0 as a Good Model 
Fit 

Good Model 
Fit

Table-4.41 shows factor loading of 4 items over the construct of inspirational 

motivation. All 4 items are highly loaded because values are over .50 and near to 1.0. 

This shows high convergent validity of the 4 items construct of inspirational motivation. 
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Table 4.41 
Factor Loading of Inspirational Motivation 

Item  Variable Estimate P Value 
q42 <--- Inspirational Motivation .88 ***
q45 <--- Inspirational Motivation .62 ***
q56 <--- Inspirational Motivation .59 ***
q64 <--- Inspirational Motivation .61 ***

CFA of Individual Consideration  

Figure 4.11 Graphical representation of CFA for Individual Consideration 

In this model, the value of RMSEA is .009 which shows the model is Excellent fit. 

The ratio of chi-square to df is NC 1.08. This value indicates that the model presented in 

Figure 4.11 is excellent fit. The fit indices along with their calculated and recommended 

values and interpretation for individual consideration are given in the table 4.42. 
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Table 4.42 
Model Fit Indices of Individual Consideration 

Fit Indices Description of Fit 
Index 

Calculated  
Values Recommended values Interpretation 

Absolute Fit 
measures

Good of fit Index 
(GFI) .993

Byrne (1994) 
recommended GFI value 
>= .90 as a Good Model 
Fit

Very Good 
Model Fit

Adjusted goodness of 
fit index (AGFI) .991

Baumgartner and 
Hombur (1996) 
recommended AGFI 
value >= .90 as a Good 
Model Fit 

Very Good 
Model Fit

Root Mean Square 
Error of 
Approximation

(RMSEA)

.009

Hu and Bentler (1999) 
recommended RMSEA 
value <=.06 as a Good 
Model Fit 

Very Good 
Model Fit

Incremental Fit 
measures

Tucker-Lewis Index 
(TLI) or (NNFI) .99

Hu and Bentler (1999) 
recommended NNFI 
value >= .90 as a Good 
Model Fit 

Very Good 
Model Fit

Bollen’s  IFI 1.0
Bollen (1990) 
recommended IFI value 
>= .90 as a Good Model 
Fit

Good Model 
Fit

Normed Fit Index 
(NFI) .99

Byrne (1994) 
recommended NFI value 
>= .90 as a Good Model 
Fit

Very Good 
Model Fit

Parsimonious 
Fit measures Normed chi-square 1.08

Schumacker and Lomax 
(2004) recommended 
relative chi-square value 
<= 5.0 as a Good Model 
Fit

Good Model 
Fit

Table-4.43 shows factor loading of 4 items over the construct of individual 

Consideration. All 4 items are highly loaded because values are over .50 and near to 1.0. 

This shows high convergent validity of the 4 items construct of individual consideration. 
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Table 4.43 
Factor Loading of Individual Consideration 

Item  Variable Estimate P Value 
q47 <--- Individual Consideration .72 ***
q50 <--- Individual Consideration .64 ***
q58 <--- Individual Consideration .57 ***
q60 <--- Individual Consideration .52 ***

CFA of Contingent Reward 

Figure 4.12 Graphical representation of CFA for Contingent Reward 

In this model, the value of RMSEA is .057 which shows the model is good fit. 

The ratio of chi-square to df is NC 3.27. This value indicates that the model presented in 

Figure 4.12 is good fit. The fit indices along with their calculated and recommended 

values and interpretation for contingent reward are given in the table 4.44. 
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Table 4.44 
Model Fit Indices of Contingent Reward 

Fit Indices Description of Fit 
Index

Calculated  
Values Recommended values Interpretation 

Absolute Fit 
measures

Good of fit Index 
(GFI) .971

Byrne (1994) 
recommended GFI value 
>= .90 as a Good Model 
Fit

Good Model 
Fit

Adjusted goodness of 
fit index (AGFI) .894

Baumgartner and 
Hombur (1996) 
recommended AGFI 
value >= .90 as a Good 
Model Fit 

Good Model 
Fit

Root Mean Square 
Error of 
Approximation

(RMSEA)

.057

Hu and Bentler (1999) 
recommended RMSEA 
value <=.06 as a Good 
Model Fit 

Good Model 
Fit

Incremental 
Fit measures

Tucker-Lewis Index 
(TLI) or (NNFI) .995

Hu and Bentler (1999) 
recommended NNFI 
value >= .90 as a Good 
Model Fit 

Very Good 
Model Fit

Bollen’s  IFI 0.93
Bollen (1990) 
recommended IFI value 
>= .90 as a Good Model 
Fit

Good Model 
Fit

Normed Fit Index 
(NFI) .932

Byrne (1994) 
recommended NFI value 
>= .90 as a Good Model 
Fit

Good Model 
Fit

Parsimonious 
Fit measures Normed chi-square 3.27

Schumacker and Lomax 
(2004) recommended 
relative chi-square value 
<= 5.0 as a Good Model 
Fit

Good Model 
Fit

Table-4.45 shows factor loading of 4 items over the construct of contingent 

reward. All 4 items are highly loaded because values are over .50 and near to 1.0. This 

shows high convergent validity of the 4 items construct of contingent reward. 
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Table 4.45 
Factor Loading of Contingent Reward 

Item  Variable Estimate P Value 
Q37 <--- Contingent Reward .79 ***
Q44 <--- Contingent Reward .62 ***
Q48 <--- Contingent Reward .54 ***
Q63 <--- Contingent Reward .59 ***

CFA of MBEA 

Figure 4.13 Graphical representation of CFA for MBEA 

In this model, the value of RMSEA is .048 which shows the model is good fit. The 

ratio of chi-square to df is NC 1.96. This value indicates that the model presented in Figure 

4.13 is good fit. The fit indices along with their calculated and recommended values and 

interpretation for MBEA are given in the table 4.46. 
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Table 4.46 
Model Fit Indices of Management by Exception Active (MBEA) 

Fit Indices Description of Fit 
Index

Calculated  
Values Recommended values Interpretation 

Absolute Fit 
measures 

Good of fit Index 
(GFI) .982

Byrne (1994) 
recommended GFI 
value >= .90 as a 
Good Model Fit 

Good Model 
Fit

Adjusted goodness 
of fit index (AGFI) .904

Baumgartner and 
Hombur (1996) 
recommended AGFI 
value >= .90 as a 
Good Model Fit 

Good Model 
Fit

Root Mean Square 
Error of 
Approximation 
(RMSEA) 

.048

Hu and Bentler (1999) 
recommended 
RMSEA value <=.06 
as a Good Model Fit 

Good Model 
Fit

Incremental 
Fit measures 

Tucker-Lewis Index 
(TLI) or (NNFI) .919

Hu and Bentler (1999) 
recommended NNFI 
value >= .90 as a 
Good Model Fit 

Good Model 
Fit

Bollen’s  IFI .938 

Bollen (1990) 
recommended IFI 
value >= .90 as a 
Good Model Fit 

Good Model 
Fit

Normed Fit Index 
(NFI) .936

Byrne (1994) 
recommended NFI 
value >= .90 as a 
Good Model Fit 

Good Model 
Fit

Parsimonious 
Fit measures Normed chi-square 1.96 

Schumacker and 
Lomax (2004)
recommended relative 
chi-square value <= 
5.0 as a Good Model 
Fit 

Good Model 
Fit

Table-4.47 shows factor loading of 4 items over the construct of MBEA. All 4 

items are highly loaded because values are over .50 and near to 1.0 except of fourth item 

which has 0.45 loading. This shows high convergent validity of the 4 items construct of 

MBEA. 
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Table 4.47 
Factor Loading of Management by Exception Active (MBEA) 

Item  Variable Estimate P Value 
q39 <--- MBEA .53 *** 
q52 <--- MBEA .53 *** 
q54 <--- MBEA .71 *** 
q57 <--- MBEA .45 *** 

CFA of Contextual Performance 

Figure 4.14  Graphical representation of CFA for Contextual Performance 

In this model, the value of RMSEA is .03, which shows that the model is good fit. The 

ratio of chi-square to df is NC 2. This value indicates that the model presented in Figure 4.14 

is good fit. The fit indices along with their calculated and recommended values and 

interpretation for contextual performance are given in the table 4.48. 
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Table 4.48 
Model Fit Indices of Contextual Performance 

Fit Indices Description of Fit 
Index

Calculated  
Values Recommended values Interpretation 

Absolute Fit 
measures 

Good of fit Index 
(GFI) .98

Byrne (1994) 
recommended GFI 
value >= .90 as a 
Good Model Fit 

Good Model 
Fit

Adjusted goodness 
of fit index (AGFI) .97

Baumgartner and 
Hombur (1996) 
recommended AGFI 
value >= .90 as a 
Good Model Fit 

Good Model 
Fit

Root Mean Square 
Error of 
Approximation 

(RMSEA) 

.03

Hu and Bentler (1999) 
recommended 
RMSEA value <=.06 
as a Good Model Fit 

Good Model 
Fit

Incremental 
Fit measures 

Tucker-Lewis Index 
(TLI) or (NNFI) .98

Hu and Bentler (1999) 
recommended NNFI 
value >= .90 as a 
Good Model Fit 

Good Model 
Fit

Bollen’s  IFI 0.98 
Bollen (1990) 
recommended IFI 
value >= .90 as a 
Good Model Fit 

Good Model 
Fit

Normed Fit Index 
(NFI) .96

Byrne (1994) 
recommended NFI 
value >= .90 as a 
Good Model Fit 

Good Model 
Fit

Parsimonious 
Fit measures Normed chi-square 2.0 

Schumacker and 
Lomax (2004)
recommended relative 
chi-square value <= 
5.0 as a Good Model 
Fit 

Good Model 
Fit

Table-4.49 shows factor loading of 14 items over the construct of contextual 

performance. All items are highly loaded because values are over .50 and near to 1.0 

except of q65 and q73 item which have 0.48 loading. This shows high convergent 

validity of the 14 items construct of contextual performance. 
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Table 4.49 
Factor Loading of Contextual Performance 

Item  Variable Estimate P Value 
q65 <--- Contextual Performance 0.48 *** 

q66 <--- Contextual Performance 0.57 *** 

q67 <--- Contextual Performance 0.65 *** 

q68 <--- Contextual Performance 0.53 *** 

q69 <--- Contextual Performance 0.67 *** 

q70 <--- Contextual Performance 0.53 *** 

q71 <--- Contextual Performance 0.62 *** 

q72 <--- Contextual Performance 0.50 *** 

q73 <--- Contextual Performance 0.48 *** 

q74 <--- Contextual Performance 0.73 *** 

q75 <--- Contextual Performance 0.63 *** 

q76 <--- Contextual Performance 0.50 *** 

q77 <--- Contextual Performance 0.63 *** 

q78 <--- Contextual Performance 0.50 *** 

CFA of Task Performance  

Figure 4.15 Graphical representation of CFA for Task Performance 

In this model, the value of RMSEA is .04 which shows the model is good fit. The ratio 

of chi-square to df is NC 2.5. This value indicates that the model presented in Figure 4.15  is 

good fit. The fit indices along with their calculated and recommended values and 
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interpretation for task performance are given in the table 4.50. 

Table 4.50 
Model Fit Indices of Task Performance 

Fit Indices Description of Fit 
Index

Calculated  
Values Recommended values Interpretation 

Absolute Fit 
measures

Good of fit Index 
(GFI) .99

Byrne (1994) 
recommended GFI value 
>= .90 as a Good Model 
Fit

Very Good 
Model Fit

Adjusted goodness 
of fit index (AGFI) .98

Baumgartner and 
Hombur (1996) 
recommended AGFI 
value >= .90 as a Good 
Model Fit 

Good Model 
Fit

Root Mean Square 
Error of 
Approximation

(RMSEA)

.048

Hu and Bentler (1999) 
recommended RMSEA 
value <=.06 as a Good 
Model Fit 

Good Model 
Fit

Incremental Fit 
measures

Tucker-Lewis Index 
(TLI) or (NNFI) .997

Hu and Bentler (1999) 
recommended NNFI 
value >= .90 as a Good 
Model Fit 

Very Good 
Model Fit

Bollen’s  IFI 0.99
Bollen (1990) 
recommended IFI value 
>= .90 as a Good Model 
Fit

Very Good 
Model Fit

Normed Fit Index 
(NFI) .993

Byrne (1994) 
recommended NFI value 
>= .90 as a Good Model 
Fit

Good Model 
Fit

Parsimonious 
Fit measures Normed chi-square 2.5

Schumacker and Lomax 
(2004) recommended 
relative chi-square value 
<= 5.0 as a Good Model 
Fit

Good Model 
Fit

Table-4.51 shows factor loading of 7 items over the construct of Task 

performance. All 7 items are highly loaded because values are over .50 and near to 1. 

This shows high convergent validity of the 7 items construct of task performance. 
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Table 4.51 
Factor Loading of Task Performance 

Item  Variable  Estimate P Value  
q79 <--- Task Performance 0.74 *** 
q80 <--- Task Performance 0.60 *** 
q81 <--- Task Performance 0.65 *** 
q82 <--- Task Performance 0.68 *** 
q83 <--- Task Performance 0.77 *** 
q84 <--- Task Performance 0.57 *** 
q85 <--- Task Performance 0.66 *** 

Testing of Hypothesized Model  

Model testing was performed in three steps. In first step, the study examined the 

direct effects of independent variables on dependent variables. In second step, the 

meditation effects of conflict handling styles were measured. To examine the direct and 

indirect effects, this study utilized Structural Equation Modeling (SEM) and Path 

Analysis in AMOS version 22 was performed. In third step, to examine the moderation 

effects of perceived accountability, Preachers, Rucker and Hayes (2007) moderation 

macro was applied. 

Direct Effects  

We hypothesized that transformational leadership and transactional leadership 

impacts the conflict management style and these conflict management style impact the 

employee job performance. For further understanding we classified the job performance 

into two dimensions, task performance and contextual performance and examine the 

effect of different mediation variables (Conflict management styles) on task and 

contextual performance. Figure 4.16 presents the measurement model for the direct 

effects of independent variables on dependent variables through structural equation modeling. 

According to Table 4.52, transformational leadership has positive and significant impact 
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on Integrating (0.49, P<0.001), compromising (0.37, P<0.001), obliging (0.25, P<0.001) 

conflict management style which demonstrate that transformational leaders adopt these 

three styles (integrating, compromising, and obliging). On the other hand, the impact of 

transformational leadership was found negative significant on dominating (-0.53, 

P<0.001) and Avoiding (-0.74, P<0.001) which demonstrate that transformational leaders 

do not adopt the dominating and avoiding style in conflict management.  

The direct effects of transformational leadership on task performance (0.38, 

p<0.001) and contextual performance (0.25, p<0.001) was also found to be positively 

significant. When we talk about the transactional leadership style, the results elaborated 

that transactional leadership has a positive impact on integrating (0.22, p<0.001), 

compromising (0.26, P<0.001), obliging (0.31, p<0.001) and avoiding (0.18, p<0.001) 

conflict management style which explains the transactional leaders adopt four conflict 

management style (integrating, compromising, obliging and avoiding). Furthermore, 

transactional leadership has no impact on dominating conflict management style. In the 

analysis of direct effect of both leadership styles on task performance and contextual 

performance, it was observed that transformational leadership style has positive 

significant impact on task performance (0.38, p<0.001) and contextual performance 

(0.13, p<0.01). The impact of transactional performance on task performance was 

insignificant (0.004, p>0.05) and significant positive on contextual performance (0.13, 

p<0.001).  
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Figure 4.16. Measurement Model for Direct Effects in Visual SEM 

Results demonstrate that integrating has positive impact on task performance 

(0.26, p<0.001) and contextual performance (0.28, p<0.001). Compromising has positive 

relation with task performance (0.08, p<0.01) and no significant relation with contextual 

performance (0.01, p>0.05). Obliging has positive impact on contextual performance 

(0.16, p<0.001) but has no impact on task performance (-0.01, p>0.05). Dominating style 

has negative impact on task performance (-0.25, p<0.001) and contextual performance   

(-0.14, p<0.001) that is the reason; transformational leaders and transactional leaders 

both do not adopt dominating style. Avoiding has positive impact on employee task 

performance (0.27, p<0.01) and contextual performance (0.38, p<0.001). Public officials 

perceived accountability also has positive impact on task performance (0.07, p<0.01) and 

contextual performance (0.08, p<0.01).  
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Table 4.52 
Direct Effects of Independent Variables on Dependent Variables 

Independent 
Variables

Integrating Compromisin
g Obliging Dominating Avoiding Task

Performance

Contextual 
Performanc

e
Transformatio
nal Leadership 0.49*** 0.37*** 0.25*** -0.53*** -0.74*** 0.38*** 0.25***

Transactional 
Leadership

0.22*** 0.26*** 0.31*** -0.03 0.18** 0.004 0.13***

Integrating 0.26*** 0.28***
Compromising 0.08** 0.01

Obliging -0.01 0.16***
Dominating -0.25*** -0.14***
Avoiding 0.27*** 0.38***

Accountability 0.07** 0.08**

Indirect Effects  

We used AMOS 21 to examine the indirect effects of leadership styles via 

conflict management styles. According to Table 4.53 it is demonstrated that 

Transformational leadership style has direct effect on task performance (0.38, p<0.001) 

and indirect effect via conflict management styles (0.08, p<0.01). So, it is clear that 

transformational leadership style has partial mediation with task performance via all 

conflict management styles. Table 4.53 also demonstrates that transactional leadership 

style has no significant direct effect on task performance (0.004, p>0.05) but has indirect 

effect via conflict management styles (0.13, p<0.001) so, it is concluded that 

transactional leadership style is fully mediated by conflict management styles when it is 

effecting task performance of employees. Conversely to this, transformational leadership 

was not mediated by conflict management styles, because there is insignificant effect via 

conflict management styles (-0.03, p>0.05). On the other hand, the transactional 

leadership is partially mediated by conflict management styles, because there is 

significant indirect effect (0.18, p<0.001).  

ACCOUNTABILITY, LEADERSHIP AND CONFLICT MANAGEMENT 129



Table 4.53 
Indirect Effect of Leadership Styles on Job Performance 

Independent 
Variables

Dependent Variables 
Task performance Contextual Performance

Direct 
Effect 

Indirect 
Effect

Total
Effect

Interpreta
tion 

Direct 
Effect

Indirect 
Effect

Total
Effect

Interpretat
ion

Transformational 
Leadership 0.38*** 0.08** 0.46*** 

Partial 
Mediation 0.25*** -0.03 0.22*** 

No 
Mediation 

Transactional 
Leadership 0.004 0.13*** 0.13*** 

Full 
Mediation 0.13*** 0.18*** 0.31*** 

Partial 
Mediation 

Moderation Effects  

To test the moderation of accountability we used the moderation macro 

developed by Preachers, Rucker and Hayes (2007). We used 5000 bootstrap to perform 

the analysis. Table 4.54 shows that the relationship of integrating style and task 

performance is moderated negatively by perceived accountability of employees 

(Interaction = -0.08; p<0.001) in such way, the positive effect of integrating on public 

officials task performance is reduced with perceived accountability (Low: 0.47, p<0.001; 

High: 0.30, P<0.001), as demonstrated in Table-4.55. The relationship of integrating 

style with contextual performance is moderated negatively by perceived accountability of 

employees (Interaction = -0.06; p<0.001) in such way, the positive effect of integrating 

on public officials contextual performance is also reduced with perceived accountability 

(Low: 0.41, p<0.001; High: 0.30, P<0.001) as shown in Table 4.54 and 4.55 respectively. 

The relationship of compromising style and task performance is moderated 

negatively by perceived accountability of public officials (Table 4.54, Interaction = -

0.06; p<0.001) in such way, the positive effect of integrating on employee task 

performance is reduced and becomes insignificant with perceived accountability (Low: 

0.13, p<0.001; High: -0.001, P>0.05) as shown in Table-4.55. The relationship of 

compromising style with contextual performance is also moderated negatively by 
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perceived accountability of public officials (Table 4.54, Interaction = -0.03; p<0.05) in 

such way, the positive effect of integrating style on contextual performance is also 

reduced and becomes insignificant with perceived accountability (Low: 0.05, p<0.05; 

High: -0.002, P>0.05) as presented in Table-4.55. 

The relationship of obliging style and task performance is insignificant, so there 

is not any moderation of accountability. Furthermore, the results demonstrated that the 

relationship of obliging style with contextual performance is not moderated by 

accountability (Interaction = -0.02; p>0.05).  

Table 4.54 
Moderation Effect of Accountability on the Relationship of Independent Variables and 

Dependent Variables 

Model # Independent Variables Dependent Variables 
Task Performance Contextual Performance

Model 1 & 2

Constant 3.4 2.77
Accountability 0.55*** 0.36***
Integrating 0.38*** 0.36***
Integrating X Accountability  -0.08***  -0.06***

Model 3 & 4

Constant 3.19 2.52
Accountability 0.39*** 0.16***
Compromising 0.06* 0.02
Compromising X Accountability  -0.06***  -0.03*

Model 5 & 6

Constant -- 2.45
Accountability -- 0.11
Obliging -- 0.15***
Obliging X Accountability -- -0.02

Model 7 & 8

Constant 2.86 2.52
Accountability 0.09 0.17**
Avoiding 0.05** 0.08***
Avoiding X Accountability -0.01  -0.03**

The relationship of avoiding style and task performance is not moderated by 

perceived accountability (Table 4.54, interaction = -0.01, p>0.05). The relationship of 

avoiding style with contextual performance is moderated negatively by perceived 

accountability of employees (Interaction = -0.03; p<0.01) in such way, the positive effect 
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of avoiding style on contextual performance is also reduced with perceived 

accountability (Low: 0.11, p<0.001; High: 0.04, P>0.05). 

As both types of leaders (Transformational and Transactional) avoid from 

dominating style so, this study did not test the moderation of accountability on the 

relationship of dominating style with task and contextual performance.  

Table 4.55 
Level of Moderation of Accountability on the Relationship of Independent Variables and 

Dependent Variables 

Independent 
Variable Moderator Dependent Variable 

Perceived 
Accountability Task Performance Contextual Performance

Integrating 
Low 0.47*** 0.41***
High 0.30*** 0.30***

Compromising
Low 0.13*** 0.05*
High -0.001 -0.002

Avoiding
Low -- 0.11***
High -- 0.04*
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CHAPTER 5 

DISCUSSION, CONCLUSIONS AND RECOMMENDATIONS 

Introduction 

The main purpose of this research study was to examine the relationships 

amongst perceived accountability, leadership behaviors (transformational and 

transactional), conflict handling styles (integrating, compromising, obliging, dominating, 

and avoiding) and job performance (contextual and task performance) of public officials 

in the Federal and Provincial Governments in Pakistan. Subsequent to the presentation of 

results in previous chapter, the findings and interpretation, limitations, recommendations 

and conclusions of this study are presented in this chapter. Therefore, this chapter 

comprises of four sections: (a) Discussion on study findings and interpretation, (b) 

limitations of study (c) conclusion and (d) recommendations for future studies.  

Discussion on Study Findings and Interpretation 

This section discusses the study findings while providing answers to each 

research statement and corresponding hypothesis proposed for this study. This section 

also discusses the relevance of each finding of this study in relation to prior researches. 

Research Statement 1 

The first research statement posed for this study was: There is a relationship 

between accountability perceptions and job performance of the public officials in 

Pakistan. Based on review of relevant literature, the hypothesis generated from research 

statement one was:  

H1. Public officials’ perceived accountability and job performance are positively related. 
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The statistical results shown in Table 4.21 indicated that perceived accountability 

has a significant positive relationship with job performance (r=.512, p<.01). Hence the 

public officials who sensed a greater level of accountability towards their job 

responsibilities and work activities are likely to show greater performance. These 

findings are comparable to the conclusions drawn by other authors who examined the 

accountability-performance relationship in different organizational settings (Brown & 

Leigh 1996; Brunhart, 2013; Frink & Ferris, 1999; Kim, 2003; Ranft et. al., 2007). 

Therefore, the hypothesis one was not rejected. 

Research Statement 2 

The second research statement posed for this study was: There is a relationship between 

leadership styles (i.e. transformational and transactional leadership) and job performance 

of the public officials in Pakistan. Based on review of relevant literature, the two 

hypotheses generated from research statement two were: 

H2. Public officials transformational leadership style and job performance are positively 

related.

H3. Public officials transactional leadership style and job performance are positively 

related.

The statistical results shown in Table 4.21 indicated that transformational 

leadership has a significant positive relationship with job performance (r=.652, p<.01). 

Likewise, the transactional leadership also showed a significant positive relationship 

with job performance (r=.636, p<.01). Hence, the public official’s use of either 

transformational or transactional leadership style would enhance his or her job 

performance. These findings confirm the inferences drawn by other studies involving 

leadership and performance models (Bass & Avolio, 1994, Howell & Avolio, 1993; 
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Wofford & Goodwin, 1994, 1998). Therefore, hypothesis two and three were not 

rejected.

Research Statement 3 

The third research statement posed for this study was: There is a relationship 

between conflict management styles (i.e. integrating, compromising, obliging, 

dominating and avoiding) and job performance of the public officials in Pakistan. Based 

on review of relevant literature, the five hypotheses generated from research statement 

three were: 

H4. Public officials integrating style and job performance are positively related. 

H5. Public officials compromising style and job performance are positively related. 

H6. Public officials obliging style and job performance are positively related. 

H7. Public officials dominating style and job performance are negatively related. 

H8. Public officials avoiding style and job performance are negatively related. 

The statistical results shown in Table 4.21 indicated that integrating style (r=.664, 

p<.01), compromising style (r=.508, p<.01) and obliging style (r=.501, p<.01) has 

significantly positive relationships with job performance. In contrast, dominating style 

(r= -.372, p<.01) and avoiding style (r= -.297, p<.01) has significantly negative 

relationships with job performance. Hence, the public official’s use of more integrating, 

compromising or obliging style would improve the public official’s job performance. 

Alternatively, public official’s use of dominating or avoiding style would be detrimental 

to his or her job performance. These findings confirm the theoretical foundations and 

conclusions based on other researches involving conflict management styles and 
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performance (Cohen & Bailey, 1997; Hocker & Wilmot, 1998; Montoya-Weiss et al., 

2001; Norton, Parry, & Song 1994; Rahim, 2000; Rahim et al., 2001). Therefore, 

hypothesis four to eight were not rejected. 

Research Statement 4 

The fourth research statement posed for this study was: There is a relationship 

between leadership styles (i.e. transformational and transactional leadership) and conflict 

management styles (i.e. integrating, compromising, obliging, dominating and avoiding) 

of the public officials in Pakistan. Based on review of relevant literature, the ten 

hypotheses generated from research statement four were: 

H9.   Public officials’ transformational leadership and integrating styles are positively 

related.

H10. Public officials’ transformational leadership and compromising styles are positively 

related.

H11. Public officials’ transformational leadership and obliging styles are positively 

related.

H12. Public officials’ transformational leadership and dominating styles are negatively 

related.

H13. Public officials’ transformational leadership and avoiding styles are negatively 

related.

H14. Public officials’ transactional leadership and integrating styles are positively 

related.
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H15. Public officials’ transactional leadership and compromising styles are positively 

related.

H16. Public officials’ transactional leadership and obliging styles are positively related.  

H17. Public officials’ transactional leadership and dominating styles are negatively 

related.

H18. Public officials’ transactional leadership and avoiding styles are negatively related.  

The statistical results shown in Table 4.21 indicated that transformational 

leadership has a significantly positive relationships with integrating style (r=.685, p<.01), 

compromising style (r=.599, p<.01) and obliging style (r=.521, p<.01). Likewise, 

transactional leadership confirmed significantly positive relationships with integrating 

style (r=.657, p<.01), compromising style (r=.588, p<.01) and obliging style (r=.527, 

p<.01). On the contrary, transformational leadership showed significantly negative 

relationship with dominating style (r= -.559, p<.01) and avoiding style (r=-.583, p<.01). 

Similarly, transactional leadership showed significantly negative relationship with 

dominating style (r=-.506, p<.01) and avoiding style (r=-.487, p<.01). Hence, the public 

officials exhibiting transformational or transactional leadership behaviors are likely to 

use more of the integrating, compromising or obliging style and lesser use of the 

dominating or avoiding style for effective conflict management. These findings 

complement the existing literature and conclusions drawn by notable researches 

(Anthony, 2004; Kelly, 2004; Melissa, 2007; Tahir et. al., 2014). Therefore, hypotheses 

nine to eighteen were not rejected. 
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Research Statement 5 

The fifth research statement posed for this study was: Conflict management styles 

(i.e. integrating, compromising, obliging, dominating and avoiding) mediate the 

relationship between leadership styles (i.e. transformational and transactional leadership) 

and job performance of the public officials in Pakistan. Based on review of relevant 

literature, the hypothesis generated from research statement five was: 

H19. Public official’s conflict management styles mediate the effects of their leadership 

styles (transformational and transactional) on their job performance. 

The statistical results shown in Table 4.53 indicated that the public officials 

transformational leadership style has direct effect on task performance (0.38, p<0.001) 

and indirect effects via conflict management styles (0.08, p<0.01). Hence, the effects of 

public official’s transformational leadership on task performance would be partially 

mediated via all conflict management styles. Further, public officials transactional 

leadership style demonstrated no significant direct effect on task performance (0.004, 

p>0.05) but revealed significant indirect effects via conflict management styles (0.13, 

p<0.001). This concludes that the transactional leadership style relationship is fully 

mediated by conflict management styles when it is affecting task performance of the 

public officials.  

Conversely, transformational leadership effects on contextual performance were 

not mediated by conflict management styles of the public officials. There exist only 

direct effects of transformational leadership on contextual performance (0.25, p>0.001) 

whereas the indirect effects of transformational leadership via conflict management 

styles on contextual performance were insignificant (-0.03, p>0.05). Finally, the 

transactional leadership showed that it is partially mediated by conflict management 
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styles, because there is significant indirect effect on contextual performance of public 

officials (0.18, p<0.001). These findings present the mediation effects of conflict 

management styles and reaffirm the conclusions drawn in comparable studies examining 

conflict management styles as possible mediators (Alesia & Chris, 2009; Almost et. al., 

2010; Angela & Laura, 2012; Arnie et. al., 2007; Bech & Ledbetter, 2013; Deborah & 

Alytia, 1999; John, Kelly & Ye, 2010; Klaus & Anna, 2005; Hsi-An & Ely, 2010; Susan 

& Philipp, 2011; Yi-Feng, 2012). Based on above findings, hypothesis nineteen was 

partially not rejected. 

Research Statement 6 

The sixth research statement posed for this study was: Perceived accountability 

moderates the relationship between conflict management styles (i.e. integrating, 

compromising, obliging, dominating and avoiding) and job performance of the public 

officials in Pakistan. Based on review of relevant literature, the hypothesis generated 

from research statement six was: 

H20. Public officials perceived accountability moderates the effects of their conflict 

handling styles on their job performance.  

The statistical results shown in Table 4.54 and 4.55 indicated that the relationship 

of integrating style and task performance is moderated negatively by perceived 

accountability of employees (Interaction = -0.08; p<0.001) in such manner that the 

positive effect of integrating style on task performance is reduced with perceived 

accountability (Low: 0.47, p<0.001; High: 0.30, P<0.001). Moreover, the relationship of 

integrating style with contextual performance is moderated negatively by perceived 

accountability of public officials (Interaction = -0.06; p<0.001) in such manner that the 

positive effect of integrating on contextual performance is also reduced with perceived 
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accountability (Low: 0.41, p<0.001; High: 0.30, P<0.001). Similarly, the relationship of 

compromising style and task performance is moderated negatively by perceived 

accountability of public officials (Interaction = -0.06; p<0.001) in such manner that the 

positive effect of integrating style on task performance is reduced and becomes 

insignificant with perceived accountability (Low: 0.13, p<0.001; High: -0.001, P>0.05). 

The relationship of compromising style with contextual performance is also moderated 

negatively by perceived accountability of public officials (Interaction = -0.03; p<0.05) in 

such manner that the positive effect of integrating style on contextual performance is also 

reduced and becomes insignificant with perceived accountability (Low: 0.05, p<0.05; 

High: -0.002, P>0.05). 

The relationship of obliging style and task performance is insignificant, so there 

is not any moderation of accountability. Furthermore, the results demonstrated that the 

relationship of obliging style with contextual performance is not moderated by 

accountability (Interaction= -0.02; p>0.05). As neither transformational nor transactional 

leaders use dominating style of conflict management, therefore this study did not test the 

moderation of accountability on the relationship of dominating with task and contextual 

performance. The relationship of avoiding style and task performance is not moderated 

by perceived accountability (interaction = -0.01, p>0.05). However, the relationship of 

avoiding style with contextual performance is moderated negatively by perceived 

accountability of public officials (Interaction = -0.03; p<0.01) in such way that the 

positive effect of avoiding style on contextual performance is also reduced with 

perceived accountability (Low: 0.11, p<0.001; High: 0.04, P>0.05).  

These findings showed the moderating role of perceived accountability which is 

comparable to noteworthy studies that have also examined the moderating effects of 
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perceived accountability in their research models (Brickner, 1986; David & Arthur, 

2008; Diana et. al., 2012; Dwight et. al., 1999; Ferris et. al., 2002, Hun Tong et. al., 

(2002); Kennedy, 1995; Wallace et. al., 2011). Based on above findings, hypothesis 

twenty was partially not rejected. 

Limitations of the Study 

This research study revealed significant results and findings concerning the 

existing relationships between perceived accountability, leadership styles, conflict 

management approaches and job performance. However, this research also has certain 

limitations. Firstly, the generalizability of the study findings is limited. The researcher 

has examined the public officials who are employed in the federal and provincial 

governments in Pakistan mainly serving at law enforcement agencies and regulatory 

bodies in Pakistan. Possibilities of differences may exist in the selected public sector 

organizations and other public organizations operating in Pakistan. Therefore, the 

findings of this study should be cautiously interpreted as these may not be generalized to 

other public institutions or public officials who hold any administrative, executive, 

legislative, or judicial position in performance of their public functions.  

Secondly, the study involved data collected from public officials on self-reported 

questionnaires that may increase the risk of the study participants for not responding 

accurately, honestly or completely on the survey form. Self-reported questionnaires have 

been documented for known limitations (Aiman-Smith & Markham, 2004). To minimize 

this risk, the study participants were not required to provide their names and the 

participation was entirely on voluntary basis. Thirdly, this study utilized the convenient 

sampling approach which involved selection of public officials from conveniently 

available public sector (i.e. governmental) organizations (Singleton & Straits, 2010). 
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Non-probability sampling techniques may weaken the external validity 

(Singleton & Straits, 2010). Quota Sampling has been documented as an alternative 

technique of non-probability sampling, which ensures certain degree of representation of 

all strata within a population. However, the use of convenient sampling technique 

provided cross-sectional data of public officials in law enforcement agencies and 

regulatory bodies functioning at the federal and provincial level in Pakistan. 

Finally, any outside variables affecting the study results cannot be discounted as 

such variables were not employed in the current study as part of research design. 

Conclusion

This study provided evidence that supports the concepts of perceived 

accountability, leadership styles (transformational and transactional), conflict 

management approaches (integrating, compromising, obliging, dominating, and 

avoiding) and job performance (contextual and task performance). This advocates that 

the study variables are not just a Western phenomenon and can be equally applicable in 

the public sector (or governmental) setting in Pakistan. This study used related variables 

together based on previous studies and found that perceived accountability, leadership 

styles (transformational and transactional), conflict management approaches (integrating, 

compromising, obliging, dominating, and avoiding) can better explain variances in job 

performance as compared to other possible factors. Transformational leadership and 

integrating style of conflict management are particularly significant in today’s 

workplace, demanding application of effective leadership styles and conflict handling 

techniques for higher performances. 
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This study endorses the sensible investment of organizational resources in 

building up leadership development skills and conflict handling techniques for higher 

levels of job outcomes such as employee’s performance.  

In today’s global environment, organizations bring with it host of new managerial 

and leadership problems along with challenging demands. But it also liberates within 

organizations a new level of initiative and vitality in job performance that has the 

promise of carrying organizations into strong competitive positions in the twenty-first 

century. These problems, challenges, and opportunities form the focus for further study. 

According to Hammer and Champy (1993) there is a demand for a different set of skills 

and competencies from those that have been developed in the past and a different set of 

managerial attitudes and values are required. They stipulated that there is also a demand 

for new strategies, new structures and new cultures that serve to reconsider and upgrade 

the management approaches. 

Leaders need to be innovative to effectively diagnose and solve day-to-day work 

related problems. Technological advances have rapidly changed the manner in which 

leaders must timely respond to problems and make decisions. As the timeframe for 

making right decisions becomes shorter and shorter, the effective leader has to 

immediately recognize and respond to the work challenges. Leaders have to make 

prompt and precise decisions to put things right the first time as only few leaders are 

lucky enough to get a second chance (Hammer & Champy, 1993). 

Another segment of future research is to address the challenging change in 

workforce demographics, which has generated a need for public institutions to review 

their strategy in leadership, conflict management and job performance structure. 

Managers are now managing people with different cultural backgrounds and are 
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confronted with other issues such as age, gender and ethnic discrimination. Company 

policies and procedures have to be constantly updated in accordance with local, state and 

government laws and regulations. The entire organization is affected, and the challenge 

is to keep updated on these changes through future research and making the necessary 

changes to accommodate this challenge. 

The examination and data analysis in this study revealed that the public officials 

in Pakistan utilized more transformational leadership styles as compared to transactional 

leadership. Public officials or managers, who continue to be visionary and guide their 

followers in realizing the need for improvement and change, exhibit the transformational 

style of leadership. The transformational leaders often consider the moral and ethical 

consequences of decisions and speak about needs which are to be actualized. On the 

contrary, public officials with transactional leadership behaviors are more focused on 

identifying mistakes and deviations from standards.  

Yammarino et al. (1993) indicated that transactional leaders provide the 

foundations for projected performance, whereas the transformational leaders build on 

these foundations and deliver performance beyond expectations. Analysis of the 

leadership behaviors, conflict management styles and job performances of public 

officials in this study, recommends that the best use of leadership and conflict 

management styles could better predict job performance. A business strategy with 

considerations of leadership and conflict management training programs covering all 

organizational levels may possibly be employed and kept updated with innovative 

technology, the personnel could then be groomed for future leadership, effective conflict 

handling and to deliver improved performance. 
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Recommendations for Future Studies 

A variety of avenues are open for making further advancement in future 

researches. This study examined the public officials in the federal and provincial 

governments in Pakistan and examined their perceived level of accountability, leadership 

styles, conflict management approaches and job performance. Comparison researches 

and study replication in different organizational settings including the private sector are 

suggested in order to discover and establish the findings of this study in other 

occupational sectors. Future researches may also consider focusing on leadership 

effectiveness as an outcome variable of different leadership styles and conflict 

management approaches. Determining what specific conditions or factors influence the 

leadership behavior of managers and their consequent job performances is another area 

which can be explored. Exploring if similar accountability friendly environments, 

mechanisms and perceptions are functional within others types of organizations 

including the private sector is of much relevance for improving organizational 

performance. Future researches may consider using a mix of qualitative and quantitative 

methods and may expand theory through ethnographic or grounded theory approach.  

Different organizations maintain different standards to measure accountability, 

leadership, conflict handling techniques and job performance. A consistent measurement 

could be developed and proven by initially conducting qualitative research and then 

moving to quantitative study. Alternatively, a researcher may collect quantitative data in 

first phase and then include qualitative data in the second phase. The rationale behind 

this approach is that the qualitative data which is available through observations, 

interviews and focus groups will assist in better interpretation and explanations of the 

findings through quantitative results. This will enable the researcher to better 
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comprehend the dynamic nature of relationships existing between the variables and 

subsequently provide valued recommendations through the combined benefits of using 

both qualitative and quantitative data sources. This study therefore emanates many 

potential areas to explore through future researches and encourages continuous growth in 

organizational studies focusing on accountability, leadership, conflict management and 

job performance.     

Future studies should also consider other relevant variables such as level of 

leadership, occupations (e.g. teachers, doctors, accountants, attorneys, legislators, etc.) 

and the role of organizational culture. These variables are of much relevance and may 

provide additional insight on the leadership and conflict management relationship. The 

Multifactor Leadership Questionnaire provides the summary score for the dimensions or 

factors of transformational and transactional leadership (Bass & Avolio, 1995, 2000). 

Future studies may consider using individual scores of the dimensions or components of 

transformational leadership (TRFL) and transactional leadership (TRNL), rather the 

TRFL or TRNL summary scores. These additional insights will help researchers to better 

understand the underlying leadership factors in relation to the different conflict 

management approaches and enable leaders to efficiently and effectively manage 

conflicts. 

Lastly, this study examined job performance of the public officials in Pakistan by 

utilizing independent variables of perceived accountability, leadership styles 

(transformational and transactional) and conflict management approaches (integrating, 

compromising, obliging, dominating and avoiding) as the eight predictors of job 

performance. Additional variables, such as interpersonal self-efficacy, motivational fit, 

work attitudes, job complexity, job satisfaction and occupational commitment might 
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provide better explanation of the job performance of the public officials, however due to 

the limited scope of this study, these additional variables were not analyzed. 
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Individuals Data Sheet 

1.    Age (years) 

1) 30 and under 
2) 31-35
3) 36-40
4) 41-45
5) 46-50
6) 51-55
7) 56-60
8) over 60 

2. Gender

1) Female 
2) Male

3.   Educational Level 

1) Bachelors degree 
2) Masters degree 
3) Doctoral degree 
4) Other ( please specify)________________ 

4. Job Status 

1) Permanent  Employee 
(including Regular / Full-time)

2) Temporary  Employee 
(including Contractual / Part-time)

5. Management Level 

1) Top/Upper Management 
2) Middle Management 
3) Supervisory/Lower Management 
4) Other (please specify)_________________ 

___________________________________

6.   Experience/Length of Service 

1) 5 and below 
2) 6-10
3) 11-15
4) 16-20
5) 21-25
6) 26-30
7) over 30 

7.   Individual Monthly Income 
  (this is NOT family income) 

1) Rs 50,000 or below 
2) Rs 51,000 - Rs 60,000 
3) Rs 61,000 - Rs 70,000 
4) Rs 71,000 - Rs 80,000 
5) Rs 81,000 - Rs 90,000 
6) Rs 91,000 - Rs 100,000 
7) Above Rs 100,000 

8. Current Place of Posting 

 [  ] Punjab 
 [  ] Sindh 

[  ] Baluchistan     
[  ] Khyber Pakhtunkhwa (KPK) 
[  ] Federal Area (i.e. Islamabad) 

9. Are you interested in receiving the results 
of this Doctoral (i.e. Ph.D research) study? 
[  ] Yes                        [  ] No 
If yes, please provide your email address 
below:

_______________________________________
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Perceived Accountability 
Hochwarter, Kacmar and Ferris (2003)

Strongly
Disagree

Moderately 
Disagree

Slightly
Disagree 

Undecided Slightly
Agree

Moderately 
Agree

Strongly
Agree

1 2 3 4 5 6 7 

01. I am held very accountable for my actions at work. 1 2 3 4 5 6 7 
02. I often have to explain why I do certain things at work. 1 2 3 4 5 6 7 
03. Top management holds me accountable for all of my decisions. 1 2 3 4 5 6 7 

04. If things at work do not go the way that they should, I will hear about it 
from top management. 1 2 3 4 5 6 7 

05. To a great extent, the success of my immediate work group rests on my 
shoulders. 1 2 3 4 5 6 7 

06. The jobs of many people at work depend on my success or failures. 1 2 3 4 5 6 7 
07. In the grand scheme of things, my efforts at work are very important. 1 2 3 4 5 6 7 

08. Co-workers, subordinates, and bosses closely scrutinize my efforts at 
work. 1 2 3 4 5 6 7 
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Multifactor Leadership Questionnaire
(Transformational and Transactional) 

Bass, Avolio & Jung (1995)

Never Rarely Occassionally Sometimes Frequently Usually Always 

1 2 3 4 5 6 7 

01. I provide others with assistance in exchange for their efforts. 1 2 3 4 5 6 7 
02. I re-examine critical assumptions to question whether they are appropriate. 1 2 3 4 5 6 7 

03. I focus attention on irregularities, mistakes, exceptions, and deviations from 
standards. 1 2 3 4 5 6 7 

04. I talk about my most important values and belief. 1 2 3 4 5 6 7 
05. I seek differing perspectives when solving problems. 1 2 3 4 5 6 7 
06. I talk optimistically about the future. 1 2 3 4 5 6 7 
07. I instill pride in others for being associated with me. 1 2 3 4 5 6 7 

08. I discuss in specific terms who is responsible for achieving performance 
targets. 1 2 3 4 5 6 7 

09. I talk enthusiastically about what needs to be accomplished. 1 2 3 4 5 6 7 
10. I specify the importance of having a strong sense of purpose. 1 2 3 4 5 6 7 
11. I spend time to impart knowledge and give guidance to others. 1 2 3 4 5 6 7 

12. I make it clear what one can expect to receive when performance goals are 
achieved. 1 2 3 4 5 6 7 

13. I go beyond self-interest for the good of the group. 1 2 3 4 5 6 7 
14. I treat others as individuals rather than just as a member of a group. 1 2 3 4 5 6 7 
15. I act in ways that build others’ respect for me. 1 2 3 4 5 6 7 

16. I concentrate my full attention on dealing with mistakes, complaints, and 
failures. 1 2 3 4 5 6 7 

17. I consider the moral and ethical consequences of decisions. 1 2 3 4 5 6 7 
18. I keep track of all mistakes. 1 2 3 4 5 6 7 
19. I display a sense of power and confidence. 1 2 3 4 5 6 7 
20. I articulate a compelling vision of the future. 1 2 3 4 5 6 7 
21. I direct my attention towards failures to meet standards. 1 2 3 4 5 6 7 

22. I consider an individual as having different needs, abilities, and aspirations 
from others. 1 2 3 4 5 6 7 

23. I get others to look at problems from many angles. 1 2 3 4 5 6 7 
24. I help others to develop their strengths. 1 2 3 4 5 6 7 
25. I suggest new ways of looking at how to complete assignments. 1 2 3 4 5 6 7 
26. I emphasize the importance of having a collective sense of mission. 1 2 3 4 5 6 7 
27. I express satisfaction when others meet expectations. 1 2 3 4 5 6 7 
28. I express confidence that goals will be achieved. 1 2 3 4 5 6 7 
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Rahim Organizational Conflict Inventory–II
 (Integrating, Compromising, Obliging, Dominating and Avoiding) 

(Rahim, 1983) 

Strongly
Disagree

Moderately 
Disagree

Slightly
Disagree 

Undecided Slightly
Agree

Moderately 
Agree

Strongly
Agree

1 2 3 4 5 6 7 

01. I try to investigate an issue with others to find a solution acceptable to us. 1 2 3 4 5 6 7 
02. I generally try to satisfy the needs of others. 1 2 3 4 5 6 7 

03. I attempt to avoid being “put on the spot” & try to keep conflict with 
others to myself. 1 2 3 4 5 6 7 

04. I try to integrate my ideas with those of others to come up with a decision 
jointly. 1 2 3 4 5 6 7 

05. I try to work with others to find solution to a problem that satisfies mutual 
expectations. 1 2 3 4 5 6 7 

06. I usually avoid open discussion of my differences with others. 1 2 3 4 5 6 7 
07. I try to find a middle course to resolve an impasse / deadlock position. 1 2 3 4 5 6 7 
08. I use my influence to get my ideas accepted. 1 2 3 4 5 6 7 
09. I use my authority to make a decision in my favor. 1 2 3 4 5 6 7 
10. I usually accommodate the wishes of others. 1 2 3 4 5 6 7 
11. I give in to the wishes of others. 1 2 3 4 5 6 7 
12. I exchange accurate information with others to solve a problem together. 1 2 3 4 5 6 7 
13. I usually allow concessions to others. 1 2 3 4 5 6 7 
14. I usually propose a middle ground for breaking deadlocks. 1 2 3 4 5 6 7 
15. I negotiate with others so that a compromise can be reached. 1 2 3 4 5 6 7 
16. I try to stay away from disagreement with others. 1 2 3 4 5 6 7 
17. I avoid an encounter with others. 1 2 3 4 5 6 7 
18. I use my expertise to make a decision in my favor. 1 2 3 4 5 6 7 
19. I often go along with the suggestions of others. 1 2 3 4 5 6 7 
20. I use “give and take” so that a compromise can be made. 1 2 3 4 5 6 7 
21. I am generally firm in pursuing my side of the issue. 1 2 3 4 5 6 7 

22. I try to bring all our concerns out in the open so that the issues can be 
resolved in the best possible way. 1 2 3 4 5 6 7 

23. I collaborate with others to come up with decisions acceptable to us. 1 2 3 4 5 6 7 
24. I try to satisfy the expectations of others. 1 2 3 4 5 6 7 
25. I sometimes use my power to win a competitive situation. 1 2 3 4 5 6 7 

26. I try to keep my disagreement with others to myself to avoid hard 
feelings. 1 2 3 4 5 6 7 

27. I try to avoid unpleasant exchanges with others. 1 2 3 4 5 6 7 
28. I try to work with others for a proper understanding of a problem. 1 2 3 4 5 6 7 
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Contextual Performance 
(Motowidlo & Van Scotter, 1994) 

Strongly
Disagree

Moderately 
Disagree

Slightly
Disagree 

Undecided Slightly
Agree

Moderately 
Agree

Strongly
Agree

1 2 3 4 5 6 7 

"While performing my job, I ...... " 

01. Comply with instructions even when immediate supervisors/bosses are not 
present. 1 2 3 4 5 6 7 

02. Cooperate with others at work. 1 2 3 4 5 6 7 
03. Persist in overcoming obstacles to complete a task. 1 2 3 4 5 6 7 
04. Volunteer for additional responsibilities. 1 2 3 4 5 6 7 
05. Follow proper procedures and avoid unauthorized shortcuts. 1 2 3 4 5 6 7 
06. Look for a challenging assignment. 1 2 3 4 5 6 7 
07. Offer to help others accomplish their work. 1 2 3 4 5 6 7 
08. Pay close attention to important details. 1 2 3 4 5 6 7 
09. Support decisions of immediate supervisor's/bosses. 1 2 3 4 5 6 7 
10. Support and encourage a coworker with a problem. 1 2 3 4 5 6 7 
11. Take the initiative to solve a work problem. 1 2 3 4 5 6 7 
12. Exercise personal discipline and self-control. 1 2 3 4 5 6 7 
13. Tackle a difficult work assignment enthusiastically. 1 2 3 4 5 6 7 

14. Voluntarily do more than the job requires to help others or contribute to my 
group's effectiveness. 1 2 3 4 5 6 7 
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Task Performance 
 (Williams and Anderson's, 1991) 

Strongly
Disagree

Moderately 
Disagree

Slightly
Disagree 

Undecided Slightly
Agree

Moderately 
Agree

Strongly
Agree

1 2 3 4 5 6 7 

"While performing my job, I ...... " 

01. Adequately complete assigned duties. 1 2 3 4 5 6 7 
02. Meet formal performance requirements of the job. 1 2 3 4 5 6 7 
03. Fulfill responsibilities specified in my job description. 1 2 3 4 5 6 7 
04. Neglect aspects of the job I am obligated to perform. 1 2 3 4 5 6 7 
05. Engage in activities that can positively affect my performance evaluation. 1 2 3 4 5 6 7 
06. Perform tasks that are expected of me. 1 2 3 4 5 6 7 
07. Fail to perform essential duties. 1 2 3 4 5 6 7 

ACCOUNTABILITY, LEADERSHIP AND CONFLICT MANAGEMENT 187




