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THE ROLE OF ORGANIZATIONAL JUSTICE AND CULTURE IN THE
RELATIONSHIPS BETWEEN LEADERSHIP STYLES
AND EMPLOYEES’ PERFORMANCE

Abstract
The present study aimed to examine the impact of leadership styles (transformational &
transactional) of the head of departments on employees (teachers) performance working
in the academic department of higher educational institutions in Khyber Pakhtunkhwa,
Pakistan. In similar vein, current study also examined mediating role of organizational
justice and culture in relationship between leadership styles and teachers’ performance.
For this purpose, data was collected from the both teachers and head of departments in
the selected HEIs. The same data was then analyzed by using different statistical tools
like correlation, regression, mediation and test of significance. In this regard, correlation
analysis shows that all research variables are significantly correlated (table 4.14),
wherein, correlation between transformational style and employees performance is
(R=.915 & P-value=.000), transactional style (R=.816 & P-value=.000), organizational
justice (R=.815 & P-value =.000) and organizational culture (R=.849 & P-value =.000).
Similarly, cause-n-effect relationship shows that there is significant impact of predictors
on criterion variable (table 4.15), wherein, the results showed that the transformational
leadership is stronger predictor of employees’ performance (p- .000) as compared to
transactional leadership (.020). Likewise, the mediation results (four models, table 4.40)
shows that mediating variables (organizational justice & culture) partially mediate the
relationship between the predictors and the criterion (tables 4.16 to 4.30a). In same line,
test of significance shows diverse results about mean differences among demographic
groups of respondents (tables 4.32 to 4.39). The results show that out of fourteen (14)
hypotheses, eleven (11) were accepted and three (3) were rejected. However, findings of
current study were positioned in Chapter 5, where these findings (current study) were
compared with existing research (previous research) findings. In light of this positioning,
conclusion were drawn based on certain recommendations and implications.
Keywords: The Leadership Styles, Organizational Justice, Organizational Culture,
Employees Performance & Higher Education Institutions
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CHAPTER No. 1 INTRODUCTION
For each research study, introduction is the ground-work which clarifies background to need for
particular research work. The introduction provides a Birds-eye view of entire story. This chapter
introduces the research issues through background of study, problem statement and objectives of
study, significance of study, research hypotheses and organization of thesis. In this regard, this
study has been conducted in context of higher education institutions where for last many years
there has been leadership crises. There is acute need of conducting real world studies to explore
the current leadership situation in the higher education institutions of Pakistan. The current study
is in line with the same idea to record the opinion of faculty members in higher education about
the ongoing leadership, its problems, strengths, weaknesses and possible improvements which
can be introduced into the current environment for getting better results on the part of leaders in
the higher education.
1.1 The Background
The performance of organizations including higher education institutions is squarely anchored on
a number of variables including the facilities, infra-structures, professionals and the leadership.
Although, higher educational institutions of Pakistan, are facing problems regarding availabilities
of resources, yet, whatever resources are available, they are reportedly underused due to absence
of proper required leadership. The leadership cannot perform properly rather adequately because
research tells that HEIs are victim of different cultural groupings which have created nepotism,
favoritism and thus injustice. This in turn, not only affect the performance management but also
brings the credibility at stake. On the part of employees, their efficiency, diligence, undaunted
efforts leading to set goals are replica of various leadership styles among which transformational
and transactional are the foremost. For this purpose, this study has been conducted in the context
of HEIs where for the last many years there has been leadership crises.

The leadership in higher education is solely responsible to entire socio-academic phenomenon
and is responsible to strengthen performance and ultimately credibility of institutions. The higher
educational institutions not only helps to groom their workforces rather they provide leadership
to every sector of economy (Marshall, Adams & Cameron, 2001). Conversely, HEIs, themselves

1

need a leadership, well equipped in all respects. The strong leadership will strengthen the HEIs
and thus the quality education will be the only result. The same level of education will put a vast
impact upon socio-economic format of entire social network in developing countries (Martin,
Prosser & Ramsden, 2005). In developing countries like Pakistan, since the inception, education
sector is being consistently sidelined about financial input, structural up-gradation, reforming
statutory bodies, reviewing short term and long term policies, favoritism, political will and last
but not the least the demographic priorities (Haider & Sultan, 2008).

All these parameters were disregarded thus bringing higher educational institutions to the brink
of the academic disaster and along came the socio-economic decline. In this context, the ultimate
responsibility falls upon shoulders of those who are at the helm of affaires namely the leadership.
Although, problems have become chronic, still can be diagnosed and treated accordingly through
a committed and effective leadership (Hoodbhoy, 2009). In HEIs, the leadership is considered as
the beacon of hope, strategy, planning, motivation, commitment, performance and administrative
power for the employees and ultimately for academic institution (Bodla & Nawaz, 2010). In this
regard, the academic leader should be academically well-off, socially diverse, must be physically
sound and possess a personality with national characteristics. The whole phenomenon diverges
out from top (leadership), ends at the bottom (employees) and results in the success of concerned
academic institution (Elham, Silong, Ismail & Othman, 2011).

The credibility of academic institution depends upon efficacy of both leadership and employees.
In other words, the same phenomenon functions like a cycle with leadership and the employee
stationed on the both ends. The whole phenomenon is widely reciprocal as both ends reinforce
each other. In this context, the output is directly proportional to performance of both leadership
and employees (Bolden, Gosling, Brien, Ryan & Haslam, 2012). A dynamic leadership sort out
potential insight and utilizes the same to up-bring and boost working capacity and environment
of institution and try his/her level best to employ all resources in hand. The above phenomenon
can be managed and sustained through performance of leadership and employees in institutions
(Zuraina & Chun, 2013). Relatively, not much research has been pursued to establish the impact
of certain mediators regarding the leadership and performance in organizations in general and in
the HEIs specifically, in the developing countries like Pakistan.

2

In present scenario, for leadership, only creativity and innovation do not cater for the employees’
performance and growth of institution. There are certain other very important parameters those
which are involved in striking performance in institutions like organizational justice and culture.
These two parameters can uplift the working capacity, commitment, ownership, the will power,
tolerance level and ultimately performance of employees (Suliman & Kathairi, 2013). Last but
not the least, the relationship between leadership and employees may become more strengthened
if justice prevails on part of leadership which will help in creating a just culture as well (Bizhan,
Saeid & Barghi, 2013). All this is the backbone for employees’ performance as employees are
basic working units of every institution. A just culture is altogether based upon organizational
justice which must be observed by concerned leadership while exercising his/her authority in the
context of HEIs (Hassan, Kiani & Mohammad, 2015).

The higher educational institutions direly need a leadership who are comprehensively innovative
and creative to accomplish the task of rehabilitation in said sphere. Moreover, they may have the
ability to maintain justice and equality among employees at every level. The desired leadership
can comprehend the problems along with the core issues behind and the same phenomenon can
be pushed forward to the ultimate goals with employees working on the front (Advani & Abbas,
2015). In this regard, multiple factors like the leadership authority and personal characteristics,
decision-making, communication skills and intellectual capabilities are the main kinematics. The
leadership and employees underneath are bridged by performance level. The institutional success
solely rests upon performance of leadership and employees (Simon & Black, 2015). On part of
employees, efficiency, effectiveness, responsiveness, diligence and the undaunted efforts leading
to set goals are replica of various leadership styles (transformational and transactional).

The transformational leader possesses charismatic abilities, induces moral values and strive to
develop the capabilities of employees. This leadership gives a kind of vision which elevates the
working potential and commitment of employees to achieve high valued tasks those which yields
maximum output. Consequently, the employees beneath put forward all their efforts to bring up
the institutional standards at par with global values (Saqib, Irfan & Qamar, 2015). At the same
time, transformational leadership is innovative, creative to some extent, takes bold initiatives and
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stands firm in collaboration with popular will of all units of the institution. The transformational
leader main task is to rebuild structural framework of institution according to wins and wishes of
the employees keeping in view the global standards and contemporary situation (Shah & Kamal,
2015). The transformational leader cultivates a level of trust to up-bring confidence among the
employees further which assembles their moral values resulted in enriched performance which
lacks in the transactional leadership.
The leadership literature provides diverse findings about transactional leadership and employees’
performance. The transactional leader, by following this style, implement rules and regulations,
establishes writ of authority, prescribes and focuses upon certain goals and directs the employees
to achieve pre-determined tasks (Chandra & Priyono, 2016). During course of time, skills and
experience of employees are utilized to its maximum over system of rewards and punishments
for good deeds and otherwise. This entire phenomenon is spanned not over a long period of time
rather organizational profile gets re-oriented and whole dynamics is geared up to certain desired
standards. The transactional leadership strictly follows bee line, prefer to remains in stipulated
framework for maximum employees performance (Khan & Nawaz, 2016). Transactional leader,
about performance, resorts to package of rewards and penalties including increments, bonuses,
certificates of honor on one hand and demotions, suspension, transfers and fines on the other.

In the context of institutional kinematics, the justice is a multi-dimensional phenomenon which
gains attention among academic professionals as it signifies equal opportunities and outcomes
for all the employees. These professional are required to constantly identify the factors that push
employees to put their utmost efforts to nurture efficiency and performance. In this regard, role
of organizational justice is significant to bring about ability of HEIs to provide a supportive and
fair environment to their employees (Khan, Shukor & Ismail, 2016). The organizational justice is
vital because it helps not only to achieve viable edge rather it helps to reinforce professionalism
among employees. The justice perception have been examined under the heads of distributive,
procedural and interactional justices. The fairness perception is related to institutional outcomes
like authority, autonomy, responsibility and performance (Benson & Martin, 2017). Similarly, all
these parameters are buildings blocks for an effective culture within the institution.
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The organizational culture has been recognized as significant area of research and considered as
crucial element which can influence institutional success. The organizational culture is helpful in
increasing institutional effectiveness because it pedals the system in which individuals interpret,
manage and take their decisions suitable to institutional environment (Coman & Catalina, 2016).
Thus, culture has vital effect on employees and institutional performance and grip the sustainable
position in institutional domain. Therefore it is assumed that not one type of culture is the best,
rather, diverse cultures are linked to higher degree of performance on the different magnitudes. It
becomes essential to search for innovative solutions to rise the work efficacy by emphasizing on
institutional goals including constant quality perfection, new technologies usage and the uniform
institutional norms and values application (Bouke, Jong, Kamans & Buttner, 2017). Numerous
researchers applied these ideas in institutional context and focused upon individuals as creators,
managers and leaders.

The term performance is elaborated as the ultimate ability of an individuals to use its knowledge
and skills efficiently and effectively. So far, according to research, the performance of employees
is strictly related with their physical, intellectual and academic profile. In this regard, employees’
performance is most significant to bring about results according to international criteria (Chandra
& Priyono, 2016). Performance of teachers solely depends upon policies of concerned institution
about their pay package, rewards, bonuses, yearly increments and perks and privileges. Still, the
teachers’ academic profile has highest standing among all factors. On the whole, productivity/
output of academic department can be enhanced and sustained by leadership effectiveness and an
agile response of teachers (Rizwan, Nazar, Nadeem & Abbas, 2016). On one hand, leadership
induces emotional strength, motivation, commitment and working relationship while on other
side, teachers performs with their utmost ability and diligence to achieve the desired standards.

With respect to leadership styles (transformational and transactional), different researchers have
conducted their researches in different contexts including the HEIs. Even though, in HEIs, the
leadership styles were explores by keeping vice-chancellors, deans and the directors as academic
leaders. However, in current study, researchers tries to make efforts to examine leadership styles
of head of departments. These leaders (HODs) occupies unique place in institutional setup and
considered by various researchers as the real academic heroes. They perform not only academic
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activities but also performs administrative and financial affairs in concerned departments. The
exposure of the HODs must be maximum among all towards the academic venture so that he/she
should be creative and innovative to bring diversity in his/her department. He/she should possess
a diverse personality regarding academic, culture and the global standards to get them coupled
by utilizing resources in hand to achieve desired standards of the institution.

The present work is a progressive attempt to evolve theoretical framework which may provide a
strong basis for researcher to implement the theory that emerged from already existing theories.
These theories in total cannot be implemented in any context including HEIs. For this purpose,
researcher thoroughly studied prominent theories about leadership styles, organizational justice,
organizational culture and employees’ performance along with their related models and the status
of HEIs in diverse circumstances. This work is an attempt to build a research model wherein the
leadership styles (transformational and transactional) are predictors, organizational justice and
culture are mediators and the employees’ performance is criterion variable. This study is looking
for academic leadership style who systematically examines impediments in institutional uplift,
the political and bureaucratic hurdles, corruption within and seeking suitable measures through
their competency and experience to boost performance of their employees.
1.2 The Problem Statement
The employees’ performance rests upon the interdependence of several parameters (leadership
styles, organizational justice and culture and the personal attributes namely demographics) those
which are inter-related rather strongly linked with each other’s. The problem addressed in this
research is concerned with role of mediators (organizational culture and organizational justice) in
relationship between leadership styles and employees (teachers) performance because mediators
can either strengthen/disconnects links between predictors (transformational & transactional) and
criterion (employees’ performance). This study explores the real world nature of this problem in
the higher education setting.
1.3 The Objectives of Study


To generate a theoretical framework (theory) behind the topic that is grounded in the
already existing literature.
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To examine the impact of leadership styles on the employees performance in the HEIs of
Khyber Pakhtunkhwa, Pakistan. (Descriptive & Inferential evidence).



To compute the association between the independent and mediators with the dependent
variable. (Correlation analysis).



To examine the predictability of the criterion variable with the predictors and mediators.
(Multiple regression).



To measure the interference by mediators in the relationships between the predictors and
the criterion variable. (Mediation analysis).



To test the significance of group mean differences in their role of changing respondents
opinion on all the Five research variables. (Test of significance).

1.4 The Significance of the Study


The role of leadership is vital in reshaping the employees’ behavior and performance and
its vitality increases in case of higher educational institutions.



The findings of this study are guided by global model for the topic, however, the findings
present the local version of problem which explains current situation in HEIs with regard
to research topic. The local version of issue is directly helpful for decision makers.



The contemporary life style has a diversity of issues particularly related to the leadership
at all levels of performance. The knowledge about the current positives and negatives can
help the authorities to take corrective measures according to the results.



This research work will yield an adequate substance that can be utilized for establishing a
well sustained relationship between leadership and performance to bring about maximum
output on the part of the employees.



The current study provides a customized version of a research model filled with the local
first-hand information. It will empower the future researchers to construct an improved
model of the same for their future research projects.

1.5 Scope of the Study
In Pakistan, higher education is passing through crises due to the devolution of higher education
commission by giving most of powers from center to provincial higher education commission or
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department. In this background, higher education institutions are facing multiple problems of
resources, policies, methods and procedures as well as leadership issues. All these issues has to
be taken care of with a view to find the appropriate solutions for every problem keeping in view
the context of working environment. The scope of this study is far reaching because it will come
up with solution models for leadership crises in a tailor made format.
1.6 Limitations of the Study
Since it is academic research where research methodology is given greater priority in comparison
to the research topic. A sample is selected for the field study which satisfies the requirements of
the research project and not necessarily the research problem in real sense. It is therefore notable
that there are several limitations for student researcher to observe while planning and executing
his/her research project, for example:
 Sample size is kept at the level of convenience for the researchers and not with reference
to the nature of the problem relating to a particular community. So, there are limitations
of expanding the sample size.
 Due to limited resources at disposal of student researcher, practically, student conducts
research within the boundaries of available ‘finance, time and expertise’.
 Since, student scholar is supposed to learn research methodology by doing research so,
professional command throughout the research keeps growing thereby also showing the
limitations of a researcher as a researcher.
 Another limitation for a student researcher is the phase of field data collection. It is very
hard to motivate respondent for filling the questionnaire with required level of interest.
So, the researcher has to depend upon whatever the data quality is received.
1.7 Delimitations of the Study
 Since a student researcher is required to exhibit command over research methodology
therefore, more focus is placed on learning methodology than the topic itself.
 Likewise, the student scholar is not a professional researcher rather conducts academic
research for learning the research methodology from A to Z. Because of this situation, the
professional requirements for the research project are sometimes compromised.
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 Finally, the student researcher cannot cover all segments of the target population because
of resource constraints therefore, this issue is considered as the biggest delimitation in an
academic research.
1.8 The Organization of the Thesis
The thesis, in hand, has been organized into different chapters to make possible the categorical
presentation with a view to help the readers in understanding and following the material and the
stream of arguments. The chapters appear in the following sequence with specific contents:
1. Chapter 1: INTRODUCTION: The introduction is the base of thesis which clarifies the
background to the need for this research. It provides the base for the development of a
conceptual framework regarding the research issues by providing the purpose of study
and research questions. It also introduces the research issue through background, problem
statement, the objectives and significance of the study, the research hypotheses and scope
of the study, limitations and delimitations of the study.
2. Chapter 2: LITERATURE REVIEW: In this chapter, the existing literature on the topic
has been explored to identify the research variables, their relative attributes and their
mutual relationships based on certain related theories. For this purpose, it provides the
understanding about the leadership along with associated theories, styles and their related
attributes that were used as predictors. It provides comprehensive data on organizational
justice and culture with their attributes that were used as mediators. Furthermore, it also
provides the literature on employees’ performance with their related attributes that was
used as criterion variable. The relationship among these variables were then abridged to a
theoretical framework which was then used as guideline for conducting the field survey.
3. Chapter 3: RESEARCH METHODOLOGY: This chapter presents research philosophy,
research design, survey approach, data collection and analysis methods, population and
sample, the questionnaire design, the reliability statistics, the ethical issues consideration,
the mediation analysis and finally the operationalization of working concepts by breaking
the variables into their attributes that were later used as questions in the questionnaire.
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4. Chapter 4: FINDINGS OF THE STUDY: In this chapter all the empirical results/findings
have been given comprising descriptive and inferential results (correlation, regression,
mediation and test of significance). It also provides data normality and the exploratory
factor analysis. All the hypotheses have been explained with results and decisions about
the acceptance and rejection of the hypothesized answers to research questions. Finally,
summary tables have been provided regarding the empirical results at the end of chapter.
5. Chapter 5: DISCUSSIONS: In this chapter, all the qualitative and empirical findings/
results have been discussed to make clear the position of the current research among the
existing body of knowledge to reach the conclusion more comprehensively.
6. Chapter 6: CONCLUSIONS AND RECOMMENDATIONS: This chapter provides an
overall conclusion of the present research. It summarizes the research processes and
outcomes in relation to the specified research questions. The evaluations and judgments
about the results are given in form of conclusions and then recommendations have been
generated based on the conclusions reached. Finally, the implications for future research,
the limitations of the study and the managerial implication have been provided at the end
of the chapter.
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Chapter No. 2 THE LITERATURE REVIEW
In this section, the existing literature on issues has been explored to extract research variables,
their related attributes and their mutual relationships which have then reduced to the theoretical
framework. It provides an understanding to leadership along with certain prominent theories and
styles, leadership context (higher education institutions), higher education, the higher education
in DCs, higher education in Pakistan and higher education in Khyber Pakhtunkhwa. It provides
an overview of leadership styles (transformational & transactional) and employees’ performance
along with their related attributes. This section provide comprehensive information regarding the
mediators (organizational justice and culture) and their mutual relationship with predictors and
criterion variables. Moreover, this section also provides demographics (personal characteristics)
and analyze its impact on the research variables under study.
2.1 The Existing Research
As compared to the other sectors, the role of leadership in the education sector is phenomenal. In
this regard, higher educational institutions, especially in developing countries are facing multidimensional challenges in face of rapid technological changes. The socio-economic environment
is changing along with demand of highly educated, skilled, competent and last but not the least
some very committed working force that is required to achieve valued tasks over extraordinary
performance. In this context, the role of leadership (transformational and transactional) becomes
more important in every sector of economy among which the higher education institutions stands
at the top. Contemporarily, leadership has attained crucial status for re-building of basic structure
including working format of academic institutions to bring them at par with international ethics.
For this task, the concerned leader should have strong comprehension of complications faced by
institutions among which performance of employees is foremost for institutional credibility and
success.

The higher education sector requires leadership with additional competencies as it is only mean
of producing qualified workforces to different sectors of economy. The leadership development
in higher education is influenced by an increase in managerial control, the market competition,
organizational restructuring and government scrutiny. The strains between the need to meet the
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requirements of industry versus academic requirements will continue as long as universities face
these dual challenges in competitive global economy. Universities are likely to be efficient and
cost effective, flexible in their offerings, while being gradually reactive to the hopes and needs of
society. The academic leadership is understood to integrate core academic functions of teaching,
learning and research together with broader focus on academic values and identity. The changing
demands on higher education are challenging in traditional norms not only about nature, purpose
and its place in society, but also about management and leadership systems that operates within
educational institutions.

The current study identified most prominent factors like leadership styles, organizational justice,
organizational culture and employees’ performance which are considered as dynamic gears for
institutional success. The leadership is only phenomenon which is solely responsible for failure
and success of institutions. The leadership over certain well-concerted efforts can grip situation
by applying justice and culture as intermediary tool towards higher performances. The leadership
motivates employees to perform beyond potentials to achieve assigned tasks, thus motivated and
inspired employees then show their wholehearted efforts to achieve the said tasks and objectives.
In same line, employees’ positive perception regarding fairness also boost them towards higher
performances. Similarly, the organizational culture helps the leadership and institution in shaping
behavior and attitude of employees. The current study looked at the relationships among all these
variables to find out answers of research questions (hypotheses) theoretically and empirically.
2.2 The Leadership
The term leadership has gradually attracted attention in theoretical and empirical domain during
the last decade. The leadership is phenomenon which creates vision that is principled, ambitious
and inspirational by making individuals to be enthusiastic and energetic towards the orientation
of the organizational success. In this regard, the leaderless organizations are like an army without
generals. In institutions, individuals as leaders play different roles in different capacities (Jones,
Thompson & Cropper, 1998). All of them builds the leadership synergy resulting in visioning,
building strategies and active executions which donates to organizational success. The leadership
research has further moved in direction of recognizing competencies of leadership like abilities,
knowledge, skills and behaviors. Leadership is the art of inspiring and influencing individuals to
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perform given duties effectively and efficiently. The leadership competencies, dynamics and role
becomes crucial for organizational survival and sustainability (Bass, Avolio & Berson, 2001).

The word leadership means to lead the people at organizational or at broader level. The dynamics
of leadership is multi-dimensional those which are followed according to prevailing situations. It
is pertinent to note that there are multiple styles of leadership among those two are prominent are
transformational and transactional leadership (Avolio & Bass, 2004). The person working in
leading portfolio (at the helm) matters a lot as he/she has to look forward to aims and objectives
those which are to be achieved (Antonakis, Avolio & Sivasub, 2006). In present scenario, the
status of leadership has become more than important about social, economic and political issues
faced by organizations. The leadership is described by status, personality, obligation, authority
and last but not least he/she can be accredited as instrument to lead and directs the phenomenon
to ultimate goals (Avolio, Walumbwa & Weber, 2009). The responsibilities vested in leadership
includes motivation, consideration, inspiration, stimulation, rewards and punishments to those
who are working under his direct auspices.

The organizational structure is comprised of different departments in which employees work as
basic units with diverse capacities. The basic responsibility of leadership is to raise moral values,
working capacity and ultimately the output graph of organization. The employees, in presence of
a leadership may not feel isolated from the central authority which keeps them intact and in turn
they work with integrity and commitment (Tahir, Abdullah, Ali & Daud, 2014). At broader level,
leadership is both a research area and a practical skill. The ongoing research highlights different
leadership styles in different contexts and situations. On the part of individual level, it covers the
abilities, leading capacity, skills and experience of an individual or group of individuals. While
exercising the authority, leadership seeks the participation of employees with all their dedication
and sense of ownership through mobilization, motivation and communication in organization, in
present case, the higher education institutions (Chandra & Priyono, 2016).

2.2.1 The Origin of Leadership
The phenomena of leadership commenced since the inception of this world as mankind always
sought for leader who can lead them to proper destination successfully. Thus, creator (Almighty
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God) sent His representatives (Prophets) to lead the mankind. As time passed, people started to
live in groups, clans, tribes and gradually socio-economic and socio-political format got evolved.
In due course of evolution, according to wins and wishes, various organizations were established
for goodwill and benefits of people in different spheres of life. In said organizations, people were
assigned with the job to organize, manage and to lead the matters whatsoever in most organized
way (Jones, Thompson & Cropper, 1998). For this purpose, leader must be adequately educated,
skilled, experienced and well abreast of organizational mechanism in which he is meant to lead.
The leadership in organizations starts with creation of vision in such a way that same should be
shared and owned by others those who are followers in same domain (Krause & Ruxton, 2002).

According to evolutionary aspect, it is not surprising why individuals take to lead by presuming
certain benefits and honors those which come along and without these, socio-economic ease will
be a big question mark. Every individual has certain intrinsic qualities which make them apart
from others (Reicher, & Hopkins, 2003). Therefore, leadership is described sometimes in terms
of measurable trait. Each individual, to some extent, is capable of leading but there exists vibrant
individuals’ differences in their capacity to lead (Boyd & Richerson, 2005). Researchers claimed
that leadership is mainly a function of situation and in right situation and culture, each individual
could be a leader. The successful leadership is output of group efforts, availability of resources
and worth of social cohesion (Vugt, Hogan & Kaiser, 2008). In this regard, leadership is process
towards attaining group objectives, not because of effort of one capable individual (the leader)
but because of the efforts of group of individuals (followers) in the organizational context (Bass
& Bass, 2008).

The leadership is theorized as consequence of certain planned collaborations between individuals
those who follow diverse rules regarding the decisions to solve problems through coordination.
Whether the mutual coordination is important for the ultimate benefits is the mega question for
the leaders (Andrew, King, Dominic, Johnson & Vugt, 2009). Moreover, group problems can be
predicted along with their solutions about different leadership styles. Again from evolutionary
angle it is amazing that why people aspire to take lead in role of leadership by assuming benefits
to other people. In literature, queries about origin of followership are not usually impersonated
which is engrave in evolutionary search (Paula & Tarique, 2012). It is assumed that objectives of
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followers and leaders are alike which is against the evolution theory as, every individual in social
groups, in pursuit of their objectives, usually experience conflicts of interests (Allan & Mark,
2016). By looking leadership as shared influence, evolutionary investigation is dependable only
upon trait in explaining the leadership phenomenon.

2.2.2 The Definition of Leadership
The leadership definitions recognized that there exists an interpersonal process that takes place
among individuals, groups of individuals and leaders towards achievement of predefined goals
(Bass, 1990). In this regard, concept of leadership shows the prominence of emerging leader that
encourages commitment, raise trust level and co-operation between leaders and followers. For
centuries, there is an ongoing search for leadership and only one question persists that what kind
of abilities can make a distinction among the individuals. Basically this pursuit has the one-item
agenda which was respect of leadership status and notion that leadership is entrenched in features
that definite individuals retain (Barrett, Dunbar & Lycett, 2002). The leadership is now and then
viewed as outcome of “social process” where individuals interact through their ideas and actions
to achieve mutual goals. Leadership cannot be considered without observing individuals desires
and needs (Antonakis, Cianciolo & Sternberg, 2004).

The leadership is described sometimes with respect to a reckonable trait. To some extent, every
individual is skilled to lead but there are prominent distinct dissimilarities in the competency to
lead. The leadership is especially a function of the situation (circumstances) and every individual
could be a leader in the favorable situation (Yammarino, Dionne, Chun, Dansereau, 2005). The
leadership is influential process to encourage individuals to willingly make every effort to reach
objectives. In this regard, the effort in specific direction must be in long lasting interest of group
being led. Similarly, leadership is an art of shaping individuals efforts by motivating them to
achieve assigned tasks (Bass & Bass, 2008). The leadership is concerned with sense of vision,
direction and impartment of the same. The main challenges in evolving the general definition of
leadership is that it is miracle of being working with other individuals and groups relentlessly to
implicate devotion and realism (Avolio, Walumbwa & Weber, 2009).
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Therefore, the meaning of leader contingents upon the skills but does not depend upon position
held by leader. The literature reveals that leadership is the most researched and least understood
phenomenon around the globe. In organizational literature, leadership has also been demarcated
in various categories (Wasim & Imran, 2010). Leadership is generally well-defined as influential
(social) process by seeing the individuals’ desires and needs where they interact and coordinate
through their actions to achieve the shared objectives. The leadership is sometimes considered as
strategic social influence by examining traits or situations. Empirical studies can better analyze
the understanding regarding the leadership (Paula & Tarique, 2012). As an influential process,
the leadership can be best understood that how leader influences the subordinates, to what extent
they are being influenced and to what extent the activities of followers are being influenced and
this process defines leadership phenomenon more carefully (Guillen, Mayo & Korotov, 2015).

2.2.3 The Significance of Leadership
In whatever manner, the groups of individuals take collective action to achieve the desired goals
is vital matter in social spheres. However in this process, the leadership role is still questionable
(Burns, 1978). It is accredited fact that leadership is one of the main subjects, infusing all the
characteristics of social-economic affairs of human. Considering above said phenomenon, it is
assumed that leadership is the role common to the entire process (social), from “its simplest and
primitive to its complex and developed manifestations” (Jones, Thompson & Cropper, 1998).
The leadership rises where there are certain groups’ interactions, no matter what maybe drives of
these interactions. The leadership is not only a destination but it is a journey in which the leaders
and employees need to be ready for both predictable unseen hurdles and unpredicted deviations
(Haslam & Platow, 2001). In fact, leadership journey can be rigorous and treacherous if leaders
are not skilled enough to foresee and handle situation ahead (Hogg, Martin, Mankad & Weeden,
2005).
The leadership is the practical skill which includes the capability of an individual to lead others
as a team and the whole phenomenon culminates at maximum output. Moreover, leadership is
the process of influence to enlist the support and assistance of other individuals in achievement
of the shared mission (Burke, Stagl, Klein, Goodwin & Halpin, 2006). The status of the effective
leadership is established unquestionably in creating what is prerequisite for organization. During
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past decade, leadership role within varying background of different organizations has recognized
successfully. Within organizations, leadership existed at all levels which includes specifically the
managerial and administrative tasks (Gilley, Dixon & Gilley, 2008). In this concept leadership is
considered as professional icon that can perform managerial tasks with the strong vision, solid
mission, viable ideas and measurable success indicators. The initiative and motivation are main
leadership attributes which play vital role in forming the organizations (Battilanaa, Gilmartinb,
Sengul, Pached & Alexandere, 2010).

In contemporary era, leadership is most critical issue faced by organizations. The organizations
can achieve their vision and objective through the effective leadership (Day & Antonakis, 2012).
The effective leadership, provides sense of cohesiveness, the quality services, higher satisfaction,
personal development by providing suitable work environment, direction and alignment towards
vision, strong mechanism for creativity and innovation and resources for activating institutional
culture (Ganta & Manukonda, 2014). Researchers acclaim that “leadership is like” the beauty, it
is hard to describe but can be recognized when someone seen it. For this purpose, researchers
presented diverse leadership styles by which leaders explore situation and utilize their knowledge
to enhance and sustain employees’ morale and output (Atkinson & Mackenzie, 2015). Related
literature underlined the factors such like vision, character, trust, motivation, commitment and
achievement which can bring together greater focus and clarity towards leadership approach.

2.2.4 The Competencies of Leadership
With several classifications and interpretations, the concepts of management and leadership are
complex. A theoretical difference is often made between the two concepts wherever management
discusses the alignment in direction of objectives, outcomes, organizing tasks and coordination
(Mumford, Zaccaro, Harding & Jacobs, 2000). Whereas the leadership talks about the direction
towards shaping the interactions between individuals and leader. Leadership is defined as mutual
dialectical process which plays vital role where group structure is agreed, developed, sustained
and reformed when required. Leadership is the process in which activities of organized group is
inclined and measured towards objectives setting and achievement (Chang & Thorenou, 2004).
The leadership style, adopts by the leader, is influenced by beliefs and values of leaders about the
tasks respecting subordinates. The leaders needs to know individuals’ stereotypes, induces moral
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strengths and confidence in underlings that how to tackle situation and complete tasks effectively
(Broome & Hughes, 2006).

The competencies of leadership are the amalgam of potential, behaviors and skills of leaders that
contribute to higher performances on part of leaders and followers. The organizations, through
leadership competency based approach, can better recognize and improve their next generation
of leaders (Kowske & Anthony, 2007). The leaders’ capability to back the task will have diverse
understanding of strategies and task for tackling situation and ultimate tasks. The empowerment
and involvement requires leaders with extensive knowledge and skills. The researchers identified
empowering features involving management style, participation, delegation, gratitude, feedback,
capability to communicate vision and interpersonal understanding (Visagie, Herman & Werner,
2011). Though, future strategy and trends drives focus towards progress of new competencies
regarding leadership however competencies about leadership are essential to all organizations to
produce competitive lead (Paula et al., 2012).

The competencies with respect to leadership, the global leaders face challenges that involve extra
competencies. Some of challenges that global leaders faces include management of employees,
groups, the procedures and challenges of adoptability to approach novel techniques for problemsolving, adjustment with the cultures and values and adapt diverse styles according to the ground
realities (Raisiene, 2014). The researchers have recognized the leadership global competencies of
address challenges of global leaders contributing towards success. The focus upon the leadership
development and competencies paves the way towards effective leadership. On other hand, the
skills required for a specific position in organization may change the scenario at all levels. In this
regard, organizations use the competency approach to determine the position of leadership. The
organizations always identified competencies consistent with leadership effectiveness (Atkinson
& Mackenzie, 2015). The researchers split the required competencies in leading the self, leading
the individuals and leading the entire organization.

2.2.5 The Dynamics of Leadership
The leadership dynamics are the underlying forces those which are operated by leader to achieve
assigned tasks successfully. Still, there are certain factors which can affect the said phenomenon.
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Among these factors, most important is the trust level which reciprocate between the leader and
follower. Trust means understanding of how employees respond and what actually matters a lot
to them. In this regard, when team trusts the leader, it will increase level of commitment towards
the objectives’ achievement, improves communication and can float ideas freely thus increasing
creativity and productivity (Richard & Rich, 1980). Secondly, leadership means acting on will
and say of leader. It proves clear understanding of actions taken by leaders with respect to their
skill, knowledge and professionalism. Thirdly, most prominent trait of leadership is amalgam of
abilities to ensure realization of diverse behaviors to sort decisions (Denis, Lamothe & Langley,
2001). The leaders establish vision, policies, procedures, processes, inspire ideas of followers so
that higher performance is visible, easily defined and observed.

Different analysis start out from traditional approaches in different ways related to the dynamic
and realistic framework. Firstly, the leadership is the phenomenon by which different individuals
contribute in diverse methods. Secondly, leadership is the process in which action of individuals
is more focused in leadership role than perception, personality and demographics. Furthermore,
leadership is dynamic phenomenon where influences, roles and participation get developed from
time to time (Stephen, Alexander, Haslam & Hopkins, 2005). Leadership is considered as supraorganizational phenomenon wherein leadership influences and roles can transcend organizational
limitations. Most successful leaders remain in post for long periods as change takes time to build
mission and culture. The leadership dynamics is devoted to serve by providing required tools and
techniques to make sure a successful journey (Schroder & Scholl, 2009). All these are dedicated
to equipping, training and helping leaders to reach their leadership potential.
Despite recognition that “leadership is a dynamic process” that gets evolved over the time and is
subject to diverse eventualities. Leadership research is largely static in nature, involving models
and research designs that capture snapshots rather than leadership fluidity in dynamic contexts.
There are certain features which are vital for dynamic leaders to increase the success chances of
leadership with new challenges and roles. Leader must be focused upon the change and for this
change (positive), it must increase efficiency, simplicity, trust, improve structure and decrease
time frame (Lee, Gillespie, Mann & Wearing, 2010). Leader builds culture of teamwork which in
turn backs the progress of shared ideas wherein individuals have faith in mutual success. The
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dynamic leader never give worth to realization as leader over individuals they lead. The dynamic
leaders are efficient, effective in time management and know that their values are firm by their
capability to accurately analyze the situations and take decision suitable for organizational uplift
(Marcus, Audrey, Arnold, Rolf & Wigand, 2014).

2.2.6 The Effective Leadership
The influence is the main spirit of leadership which is supported with the guidance and power.
Moreover, traits, skills and behaviors are vital for those who are in leadership role. Leadership
effectiveness is based on standards, framework, culture, effective communication, conflicts and
change management (Schmitt & Pilcher, 2004). An effective behavior provides understanding
and tools required to influence, encourage and motivate the others towards higher performances
level. The leadership is also amalgam of attributes and skills which are required for the personal
commitment and take time to reshape the behavior of others (Hogg et al., 2005). These skills, on
the part of leader, include intellectual capabilities, personal features, decision-making skills and
performance. Researchers argued that effectiveness of individuals and groups both depend upon
relationships between leader’s personality and the prevailing situation (Gilley, Dixon & Gilley,
2008). Inspirational motivation (guidance) is another attribute of effective leadership.

The effective leaders are characterized by the effort to complete task with responsibility, strength
and diligence while chasing the objectives, creativity in solving the problems, personal identity,
confidence, vigor to handle situations, readiness to accept consequences, take appropriate actions
and decisions, willingness to tolerate social stress, avoid delays and hindrance, the capability to
influence others’ behavior and ability to build interaction among the team members (Wasim &
Imran, 2010). The individuals are more motivated when leader articulates his vision for the task
completion together with the steps required to achieve it. Similarly, another quality of effective
leaders is the forming of effective and efficient team members those who may work together to
achieve mission of organization. Effective leader always takes and manages risks when needed
(Candida, Maria & Parreiraa, 2014). These leaders show utmost commitment and dedication by
utilizing their abilities and skills to lead others to ensure success.
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The effective leaders think positively and motivate their followers to show their willingness for
the production of positive outcomes. They ensure their complete control on their instincts so that
they may overwhelm the actions of others. The effective leaders always respect the rights of their
followers and inspire them through their attitude and behaviors to fulfill their responsibilities. An
effective leaders strive to promote interpersonal interactions (Ganta & Manukonda, 2014). They
have strong will power with certain strong ideas, with the help of those they ensure the priorities
of group and ultimately organizational objectives. Effective leader expects conflict and manifests
their abilities to manage and change it in a dynamic way. These conflicts occur randomly due to
individuals’ lack of knowledge about the task related issues and their personal investment in a
given situation (Atkinson & Mackenzie, 2015). The effective communication requires leaders to
enable an effective listening because otherwise the creativity, the self-confidence and self-esteem
of individuals (employees) get weakened.
Figure 2.1 The Competency Model for Leadership

2.3 The Theories of Leadership
To explain the concept and practice, there are leadership related studies both with wide-ranging
and wide-scope. The present study offers an insight of the leading theories about the leadership
phenomenon. In general they can categorized firstly by the relationship (between leader and led),
secondly, the personal qualities of leader and last but not the least, his/her skills relevant to the
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tasks assigned. Among all prominent theories, there exists general view that the word leadership
is actually a process comprised of leaders’ impact upon the group of people unless and until the
tasks are achieved. The current study is an attempt to develop a leadership model which provides
a strong basis for the researchers to implement the same that has been evolved from the theories
in hand. Regarding the leadership theories, the related research is diverse and wide-range. In this
regard, researcher systematically studied the most prominent leadership theories by investigating
the leadership characteristics, competencies and skills which may provide a strong basis to reach
an ultimate leadership model.

The current study not only aims to present an overview of leadership rather it offers background
of leadership theories and scrutinizes the complexities within. In this regard, some consistent
studies on leadership phenomenon have produced theories which involves Great man, traits,
process, contingency, situational, style and behavior, transactional & transformational theories.
The theory of Great Man claimed that leaders are born and gifted with certain daring abilities
(Thomas, 1888). Trait theory represents individual features of leaders and elaborating about the
origin and characteristics of the leaders (Yukl & Fleet, 1992). The style and behavioral theory
expounds mostly about intrinsic abilities and their effectiveness of concerned leader who is at the
helm (Howell & Costley, 2001). The Contingency theory recommends that on part of leadership
there is no distinct approach to lead and allows him/her to proceed accordingly as the situation
demands (Langton & Robbins, 2007).

The Situational approach replaces and makes the leader to compete with situation whenever it
occurs. On contrary, Process theory tells that objectives are achieved by repeating them in certain
cycle by utilizing certain constants whatever situation demands (Hazy & Ashley, 2011). Later
on, transactional leadership theory describes about pact endorsed between leaders and followers
for ultimate benefits of organization. This theory operates for all working units and environment
around to provide best atmosphere whatever possible under direct guidance of leadership (Gerry
& Eid, 2012). Transformational leadership theory is distinct in spectrum of all other theories. It
engages employees on both polls regarding interests either they are personal/organizational. This
theory is inspirational because leadership and followers both participate and share issues and
their appropriate solutions in most conducing environment (Zakeer, Nawaz & Irfan, 2016). This

22

vary phenomenon has certain strong impact to elevate the moral standards of the followers which
ultimately yield prominent output.

2.3.1 The Great-Man Theory (1840)
In mid of nineteenth century, Great Man theory was developed. Though scientifically, there was
no mechanism as such to categorize the types of leadership yet it was a successful attempt. The
attributes concerned with certain person have a prominent status as it is said that some people are
born great and other become great (Carlyle, 1888). Among them, former have certain legacies
behind those which are instrumental in becoming a successful leader. They have the leadership
history which helps them to become a great leader. As for as the second category is concerned,
persons with their knowledge, skills, experience and consistent struggle write their names in list
of the great men (Judge, Piccolo & Kosalka, 2009). The main theme behind this theory was that
whenever suitable situation is confronted, this type of great leaders will rise. The common traits
of leadership are spanned over the time, as to support their rise and fall. They become history as
every nation, culture and organization needs the heroes (Grinin, 2010).

Contrary to above, it is suggested that group of intellectuals have a strong impact upon decisions
regarding certain phenomenon as compared to other individual because group beliefs and ideas
can motivate stronger to that of the single person. These knowledgeable people have related the
development and growth of organization with the strength of the great man (Bryman, Collinson,
Grint, Jackson & Bien, 2011). The theories of leadership got advanced from the basics which say
that leaders are by birth. Moreover, the same theories also support that the potential of leaders is
replica of his/her strength which can be gauged whenever need come about. They also accredit
the leadership as courageous, focused and persuasive. This very theory has its limitations when
the phenomenon of leadership is studied in services sector (Zakeer et al., 2016). The researchers
looked beyond the great man theory to seek for most appropriate and befitting one which may
enfold the leaders those who are neither born great nor do they become the same.

2.3.2 The Trait Theory (1930-1940)
The trait theory expounds that individuals have certain abilities/qualities that motivate them to
rise and assume the role of leadership. Apparently, these intrinsic abilities like intellectual ability
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and personality are main parameters behind the leadership effectiveness. Leadership literature
reveals the most prominent qualities of leadership traits which overwhelms human features like
intelligence and motivation (Yukl & Fleet, 1992). The leadership traits are features which make
him/her distinct and most suitable in leadership role. Trait theories highlight certain behavioral
and personality features which are frequently common among leaders. Later on, about leadership
characteristics, the exponents of trait theory opposed by saying that how come an individual with
same qualities cannot occupy status of leader (Zaccaro, Kemp & Bader, 2004). The difficulties in
correlating between leadership effectiveness and their traits ultimately led researchers to change
the models all together by searching and developing a new model for the same phenomenon.

The situational dynamics occupy prominent status contrary to leadership traits as the response of
leader overwhelms his characteristics. Trait theory of leadership further believes that individuals
have definite natural features that make an ordinary individual a leader. The main characteristics
are creativity, wisdom and responsibility that mark an individual as a good leader (Hitt, Black,
Porter & Hanson, 2007). Trait leadership theory focused upon examining social, physical and the
mental characteristic to develop understanding which is amalgam of features which is further
shared among leaders. With respect to trait theory of leadership, there were many shortcomings.
However, towards psychological aspect, many studies were conducted to get hold of behavioral
approach. Among the existing leaders, various studies have examined the traits by recognizing
characteristics those which are liable for abilities of leadership (Alberto, 2015). The leaders those
who possess required traits undertake certain decisions and the ultimate actions like setting goals,
role modeling and articulating vision to become successful leader.

2.3.3 The Styles and Behavioral Theory (1940-1950)
While going beyond trait leadership theory, the theory based on individual’s behavior proposes
an altogether new perception which focuses upon leaders’ behaviors contrary to social, physical
and mental features of leaders. Consequently, with the psychometrics developments, particularly
factor analysis, scholars were then able to gauge link of causes and effects with unambiguous
behaviors of the leaders (Howell & Costley, 2001). The behavioral theories categorized leaders
in two magnitudes regarding the tasks and individuals involved to achieve them. The leadership
literature reveals that both the magnitudes accredited to diverse terms but their essence are alike.
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This theory opposed the Great Man theory and believes that great leaders are groomed, not born.
The theory of behavioral leadership emphases on leaders’ actions and not on intellectual abilities
(Gibson, Donnelly & Ivancevich, 2003). It is believed that the individuals can learn through
observations and experiences to become great leaders. Yet, there is another belief that leaders’
behavior results from a logical evaluation of democratic and autocratic styles of leadership.

The style theory identifies the standing of certain necessary leadership skills which help them to
perform an action similar to leader prior capacity. This theory suggests that each individual has
their own style, whatsoever, in which they feel more comfortable. The relevant literature reveals
that each style has its own efficacy level regarding its strengths and weakness. By focusing upon
list of successful leaders, researchers recognized two other personas (consideration and initiating
structure) regarding leadership (Langton & Robbins, 2007). To them, consideration comprises
the behaviors, relationship and concern for people while the initiating structure comprised of task
behaviors and concern for feedback. Through consideration, leader elevates understanding and
confidence of their subordinates while initiating structure is manifestation of the magnitude, by
which the leaders and the subordinates describes, directs and improve their participatory role for
betterment of performance and realization of institutional objectives (Zakeer et al., 2016). The
above said phenomenon helps leaders to adopt their styles with the behavioral magnitudes.

2.3.4 The Contingency Theory (1960)
The contingency theory leadership claims that there is no particular approach of leading and each
style is based on certain circumstances. It indicates that some individuals are required to perform
their best accordingly whenever situation arises. Contingency leadership theory, to some extent,
is extension of trait theory with due logic that traits of individuals are situational in which the
leaders use their leadership authority (Vroom & Yetton, 1973). It is usually believed that leader
is expected to express leadership role whenever feel that followers are responsive. Contingency
leadership theories emphasis on certain situational variables that defines which leadership style is
well-matched for definite situation. The main theme of the contingency theory is that “there is no
single style of leadership” which is suitable in all situations. Success leadership while choosing
leadership style depends upon situation and potentials of followers (Langton & Robbins, 2007).
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When designing the organizational strategies, factor of contingency is therefore most effective in
any environment and the concerned situation.

The contingency theory recommends that no leadership style alone can cater all prerequisites of
leadership. This phenomenon is reliant on certain factors those which are responsible for ultimate
success. To be successful, leadership has to adapt, accommodate and respond to certain situation
and eventualities may comprehend the followers’ potentials. Inside the organization, with respect
to change, the leaders not only change situation and dynamic services but also try to transform
accordingly and utilize employees working potentials to its maxima (Lorsch, 2010). Rationally,
contingency theory is similar to behavioral theory in the sense that leadership in not effective in
all situations. It means that one style may be active in one situation but may not be effective in
other. The situational leadership remains to emphasis on leader, however it gives prominence to
group dynamics. With respect to relationships, numerous studies support modern theories related
with leadership and group dynamics (Alberto, 2015). This theory gives support that leadership
effectiveness is depending upon behaviors, traits and diverse situational factors.

2.3.5 The Situational leadership theory (1970)
The situational leadership theory believes that leadership must be matching with the maturity of
their subordinates. There is no other way to lead affectively but to adapt situation and transform
the style whatever the leadership possess formerly. This theory demands that the style must be
relationship and task oriented (Yukl & Fleet, 1992). Among these factors, changing aspects were
grounded upon the extent of task behavior (control, direction and accomplish), the socio-emotive
support, followers behavior, willingness (commitment and competence) in task performing and
last but not the least purpose and objectives (Barrick, Mitchell & Stewart, 2003). Moreover, in
creating leadership approach, leader is required to consider working capacity and psychological
maturity of subordinates. To address the situations, said theory bound leader to determine needs
required by leadership and followers to shape situation being faced (Langton & Robbins, 2007).
The situational theory main theme is that different situations demand different leadership styles.

The factors defining the adaptation of leadership style are an assessment of the commitment level
and the competence of both the followers and leaders. The valuation of the said dynamics can be
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ascertained if leader adapts more supportive and directive style. Situational theory recommends
that effectiveness and ultimate success of leader are contingent on coherence between particular
situation, its format and concerned leaders (Shin, Heath & Lee, 2011). The situational theory
emphases upon adaptation of situation while contingency theory emphasis upon effectiveness of
leadership towards the bracket comprising leaders’ style, abilities, context and the situation. The
effective and successful leaders are those who are task-oriented regarding their style with special
reference to maturity of individuals and corresponding group (Zakeer, Nawaz & Irfan, 2016).
When the leaders completely comprehend the maturity level of followers, they can manage the
situation most successfully. The factor of maturity has a distinguished place in this theory as this
vary factor establishes the level of following.

2.3.6 The Process Leadership Theory (1970)
The process theory of leadership is generally based upon systematic study in which actions and
events are assumed as outcome of certain efforts. The results are assured by certain well defined
process. This theory states that goals are attained by repeating them in certain cycle by using
certain constants whatever situation demands. Process theory elaborates mechanism by linking
the individuals’ motivation with their needs to bring about the change (House & Aditya, 1997).
Path goal theory, equity theory and expectancy theory falls under class of process theory. Process
theory, in management research, offers justification for 'how' something happens while variance
theory expounds the phenomenon of ‘why’. The researchers proclaim that all natural pursuits are
multi-dimensional and ensuing data is not resolute by what we have fed to system (Rothaermel
& Hess, 2007). It is the reason that process theory is altogether different and intricate. On other
hand, the theories of motivation are broadly classified into two diverse approaches, the content
theories and process theories.

The process theory imparts a broad based understanding regarding phenomenon of leadership.
The said theory support the equity values, self-awareness, social justice, responsibility and the
individual empowerment. The process theory and other emerging theories recommend that role
of leaders is to subsidize welfare of those who follow with phenomenon of social concern (Hazy
& Ashley, 2011). Also, this theory strongly supports process of evolution. Later on, leadership
theories have moved from birth to trait, from acquired traits to adapted styles, from behavioral to
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contingency and from situational to processes. The interaction of followers group depends upon
organizational and personal role in development of the morals (Zakeer, Nawaz & Irfan, 2016).
Leadership theories which emerged from former theories, enfolding all attributes of the leaders
and followers, were transactional and transformational leadership theories. Both these theories
were widely used by the researchers in different context and in different situations.

2.3.7 The Transactional leadership Theory (1970)
The transactional leadership theory also identified as exchange leadership theory is considered as
a transaction between the followers and the leader. In fact, this theory believes on the sharing and
high valued relationship between followers and leader (Bass, 1998). The transactional leaders, to
be inspirational and effective, find the means to bring into line the phenomenon of reward and
punishment for task performance assigned to followers by leader. These leaders are effective in
developing shared and supportive environment necessary for individuals and for organizational
performance towards goals success (Howell & Avolio, 1993). Transactional theorists endorse
that usually individuals are pursuing minimum unpleasant experiences and maximum pleasant
experiences. Transactional leaders mainly put emphasis on relationships between follower and
leader based upon a series of exchanges between them (Bass, Avolio, Jung & Berson, 2003). For
achieving goals, these leaders are based upon contingent reward which is an active and positive
exchange between followers and leaders.

The reward comprises respect from the leader to the followers for the task achieved. The positive
support maybe exchanged for effort, performance and teamwork over promotions and increase in
perks and privileges. The leaders instead concentrate upon mistakes, avoid responses and delay
decisions and this method is known as the management-by-exception categorized as active and
passive transactions (Gerry & Eid, 2012). Between these, transformation of transactions is based
upon the effectiveness when the leaders intrude. The leader, in active form, consistently monitors
the output and diligence of followers and strives to take the lead prominently. In managementby-exception (passive), leader pronounces standards and potentials in first part and then miracle
is monitored sitting at the fence. The rewards help to elevate expectation along with association
to realize followers’ values, actions and willingness in due course (Zakeer et al., 2016). These
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leader gets engaged in both complex/simple exchanges with followers about their performance
and ultimate goals which are to be achieved due to stringent rules and regulations.

2.3.8 The Transformational Leadership Theory (1970)
The transformational theory of leadership makes available a basis for strong relationship between
leaders and followers which in further provides a resilient trust level resulting in an unflinching
inspiration. In this theory, on the part of leader, his main power emanates from the charismatic
behavior and the inspiration which he induce (Burns, 1978). The rules and regulations, in this
leadership theory, are flexible keeping in view the dynamics of group norms. From the rest of the
previous and contemporary theories, the transformational leadership is distinguished as all of its
dimensions are aligned to what the followers require. This theory prefers followers’ participation
and their persistent association with leader by sharing ideas and decisions in a most conducive
working atmosphere (Bass & Avolio, 1993). Based on shared values, principles and objectives,
the transformational leaders engage in strong interactions with their followers which ultimately
lead to achievement of goals. These leaders tries to encourage employees to rearrange their needs
beyond self-interests and streamlining efforts for certain high profile objectives (Avolio, 1999).

The transformational leader changes the values, attitudes and views of followers because these
leaders have the ability to lead the changing situation. The literature revealed that followers and
leaders keep aside their personal interests for the goodwill of institution (Masood, Dani, Burns &
Backhouse, 2006). The leader focuses upon the followers’ needs and thus transforms everything
accordingly by motivating and empowering followers. Moreover, transformational theory of
leadership is distinguished from previous theories regarding moral dimensions and professional
ethics (Gerry & Eid, 2012). The transformational leader is characterized by his capability to
identify the need for change, build vision towards change and enhance followers’ commitment to
achieve tasks. The followers of these leaders dwell in an independent working environment and
strive to improve their cognizance, moralities and services (Zakeer et al., 2016). Abiding by rules
and regulations, both the transformational and transactional leaders have certain commonalities
with respect to their vision and organizational uplift.
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Figure 2.2 The Theoretical Framework (Leadership Theories)

Figure 2.3 The Competency Model for Leadership Theories

2.4 The Leadership Styles
The diversity in leadership styles provides solutions for different situations. For the effectiveness
of leadership, individuals are required to adapt style most befitting to situation and organizational
cultures. The leaders have higher level of devotion, readiness to take risks, must be working out
attentively, motivating others and showing ultimate integrity. There are many leadership styles
those which have their strengths and weaknesses. The current section is an attempt to analyze
and compare diverse leadership styles with reference to the features. The final choice concerning
leadership style is actually a strong bracket including of parameters like organizational needs and
goals, the employees’ understanding and the limitations regarding the whole phenomenon. The
present study pursue an insight about leadership style which draws a fine line between leadership
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styles along with their advantages or otherwise. Conclusively, the most suitable leadership style
are proposed in context of different situations and organizational needs.
The leadership literature provides an insight to different leadership styles. These styles prove the
actual dependence of the leadership towards situation, beliefs, attitude, standards and values of
individuals involved. In present study, researcher discussed the eight styles of leadership those
which are most prominent due to their certain characteristics. Indeed, the key elements of leader
effectiveness are the selection of the suitable style, at suitable time and in the suitable situation.
Therefore, the current study yields a strong theoretical basis, in turn which offers comprehensive
material regarding prominent leadership styles with conclusion that how each style contributes
towards the leadership phenomenon. Considering significance of leadership characteristics (traits
and skills), various studies focuses upon fact that leaders’ skills and traits are less significant than
leaders’ behaviors being displayed in various situations. As the time passed, it became clear that
leadership success is determined by the amalgamation of leadership traits, situational factors and
diverse behavioral styles, the leaders adapt in particular situations.
The phenomenon of leadership is described with different dimensions like professional status,
responsibilities, personality and the behavioral process to achieve the objectives of organizations
(Bass, 2000). In the due course, the behaviors of the leaders and those who are led matter a lot as
the leaders’ behavior must be assertive so that the followers’ behavior must replicate in the same
manner to bring about maximum output in different cultures (House, Hanges, Javidan & Gupta,
2004). There are diverse leadership styles which are followed by leaders in diverse contexts and
circumstances. Among many, the earliest that was depicted by leaders was the authoritarian style
of leadership which was responsible for group results and did not take any idea from followers.
This style was followed by certain rigid association which prevailed amid leaders and employees
wherein proceedings were strictly observed. As time passed, shift in style and behavior occurred
and with democratic outlook a new leadership style was evolved which allow their followers to
take their own decisions (Bass & Bass, 2008).

In democratic leadership style, many inconsistencies were found which resulted in another style
which was paternalistic in nature and outlook. Paternalistic leader entirely concerned with his/her
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followers and in return he/she expects the loyalty and trust from their followers those who are
deemed as offspring (Woods, 2010). Later on, the researchers introduced another style named as
charismatic leadership which was akin to that of authoritarian style up to certain extent. In this
style the leaders at the helm, through their covert strategies, keeps their followers week and make
them dependent regarding their choices and actions. Then the ethical style was introduced which
replaced former thus transforming the entire profile regarding the behavior, attitude and way the
authority is exercised. Leader promotes interpersonal relations and thrives on personal actions to
raise followers’ commitment by virtue of leaders’ communication, reinforcement and decision
making (Chen, Eberly, Chiang & Cheng, 2011). The laissez-fair style is considered by abstention
from directions and interference in what followers are pursuing to achieve the assigned tasks.

The transformational leadership, due to its popular characteristics, occupies high standing among
all the leadership theories. In the prevailing situation, the success of this style is due to the close
proximity in all respect between the leader and those who follow. The format of the leadership
style mainly rests upon the level of trust, motivation leading to a decentralized system where an
individual can perform to his/her maximum beyond the personal interests what so ever (Ojokuku,
Odetayo & Sajuyigbe, 2012). The leaders’ ability to properly practice the transformational styles
in managing organizational activities may influence employees’ performance. By way of leading
employees, leaders with transformational leadership is characterized as idealizing influencing
attributes/behavior, inspiring employees’ motivation, encouraging individualized consideration
and intellectual stimulation (Berger, 2013). Unlike, transformational leadership who works upon
popular will and wishes with utmost flexibility towards employees, thus transactional leadership
transcending what is written in black and white.

Afterward weighing the pros and cons of the previous said styles the researchers consented upon
both styles of leadership namely transformational and transactional. These two styles have been
declared as most befitting in contemporary socio-economic, political and academic environment.
Categorically, transformational leadership thrives upon motivation, dedication and participation
on part of followers in most conducive working atmosphere. This style inspires and influences to
change mind-set for giving vision and attaining the goals (Fernet, Trépanier, Austin, Gagne &
Forest, 2015). Under the umbrella of transformational leadership the employees perform beyond
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their working capacity and depict maximum efficiency by engaging themselves in decision
making phenomenon. On the other pole, the transactional leader sets the goals with certain strict
norms and values and centralizes authority. The major dynamic of this style rests upon system of
rewards and punishments (Zakeer, Nawaz & Irfan, 2016). These styles are most compatible and
give tinge of diversity to make them distinguished about different situations.

2.4.1 The Authoritarian/Autocratic Leadership
The leader with authoritarian style only dictates what, when and how needs to be catered because
these leaders generally make decisions independently and do not bother to consult whatsoever.
The creativity of team is hampered due split amid followers and leaders (Foster, 2002). So,
regarding the task achievement, entire responsibility falls on shoulders of concerned employees
those who have to invest all their skills and commitment to bring about the best results. Here, in
this case, the decisions are taken, orders are delivered and followers have to comply. Moreover,
logical aspect has exposed that autocratic supervision undesirably impact the equilibrium and
efficiency among the team (Mark, Sarah, Claire, Hart & Cremer, 2004). In same line, the leader
identifies problematic issue, thinks through different dimensions, picks the suitable solution and
gives directions about what to do against these issues to be solved in better way. An authoritarian
leadership creates fear environment where there is space for discussion and where complaining
may be ineffective (Bass & Bass, 2008).

In authoritarian style, the leader communicates the decisions whatever he/she finds most suitable
and they stands firm whatever consequences may be. The group members find minimum chances
to discuss the matters in case of any impediment towards tasks. An autocratic leader only focuses
upon the results thus creating best conducive working atmosphere for the employees (Ojokuku,
Odetayo & Sajuyigbe, 2012). On the part of leader, the rigidity in the attitude and outlook makes
whole phenomenon liable for the employees those who deemed themselves answerable for their
actions. In this framework, a slump in confidence level becomes clearly visible thus promoting a
sort of misunderstanding between leader and the led. The autocracy is challenging mode of the
leadership still it is productive in rare cases (Maria, Blesso & Yesudian, 2013). An autocrat
leadership abstains from consultation and strives to put things according to his/her own whims
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and wishes. Due to several strong loopholes the autocratic style of leadership fails to deliver and
sustain the developmental strategies which can fulfill the aspirations of followers.

2.4.2 The Democratic/Participative Leadership
In wake of certain very prominent failures, on the part of autocratic leadership, a popular style of
leadership called democratic comes in to rescue the above said phenomenon. This leadership has
mental coherence with followers and strives to synchronize perception and vision with those who
intend to follow those (Foster, 2002). Along with, the orders and directives, the democratic leader
keeps him coupled during the entire phenomenon towards achievement of tasks. He/she induces a
sense of self-esteem and confidence among the followers by which the employee feels self-elated
which is instrumental in path finding and decision-making. As team manager, democratic leaders
are visible and shared (Woods, 2010). Leaders are able to communicate decision to employees to
bring the coordination and harmony. To change situation dynamically, this style is desired to
hold grip on constant factor responsible to shape working environment. Each decision for
development has to be carefully measured to keep group members informed (Martindale, 2011).
With all their skills and capacity, leaders allow followers to take their own decisions suitable
with the situation.

In the frequently changing situations, the democratic leadership adapts flexible ways to organize
things to be done. It is also evident that these leaders are sometime very slow in decision making
and never take quick decisions. In turn, if the decisions are complex then the democratic leader
thrives with their abilities and expertise by taking suitable measures (Ojokuku et al., 2012). The
leadership literature reveals that the democratic leadership is mostly the effective leadership style
among many others. These leaders share the decision making, guide and encourage the group
towards maximum performance. Contrary to authoritarian style, these leaders are less productive
but more focused on quality work. The group members’ contributions matters a lot because they
are more empowered and motivated towards the attainment of the assigned tasks (Maria et al.,
2013). Democratic leadership encourages their followers to struggle for tasks accomplishment.
Toward recognition of working format, democratic style with positive attitudes is more favorable
because they always motivate their followers towards high performance.
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2.4.3 The Paternalistic Leadership
The paternalistic leadership style is mostly focused upon emotions and sentiments of followers/
employees. These leaders are like father figure to followers. These leaders care for aspirations
and needs of followers and help their offspring. These leaders direct and defend their followers
but conversely they do not grow mentally under him (Leung, Liang & Lu, 2000). Due to utmost
dependency, their working capacity is lowest and they fail to visualize about future whatsoever.
In paternalistic leadership, growing interest has led to a new explosion of varied perspectives and
definitions. Paternalistic leadership is a style based on idea that leader knows best for betterment
of organization (Cheng, Chou, Huang, Wu & Farh, 2004). These leaders uses powers to lead and
direct individual and group towards attainment of objectives. Leader always resorts to paternal
managerial approach and uses his position to protect, control, reward and punishes his followers
and in turn always expected trust from followers (Pellegrini & Scandura, 2008).

Conversely, in the organizations, the paternalistic leadership when integrates an over magnified
personality and weakened to keep in touch with the employees then in this case leader makes
poor decisions and turn out to be dictatorial. Leaders follows behavioral pattern of a paternal
figure that leads, transforms, protects and directs those who repose faith in them (Goncu, Aycan
& Johnson, 2014). Leadership is suitable for formal businesses background those which have
hierarchical structure. Leader strongly supports followers’ interests, maintains good link and in
turn gains trust and commitment from followers. In contemporary situation where involvement
and influence in workplace is needed, ways by which leader acts are criticized by researchers
studying leadership theories (Preeti & Rawat, 2016). The logic behind is paternalistic leaders
take inspiring decisions on behalf of those followers who performs well and neglect those who
lack to perform and here, leaders are required to take measures to augment performance.

2.4.4 The Charismatic Leadership
The charismatic leadership style has some common attributes similar to authoritarian leadership
style. The employees under charismatic leadership are weak and depended upon leaders. The
charismatic leaders have deep effect and inspire followers over their personal abilities (DeGroot,
Kiker & Cross, 2001). Leaders generally put emphasis upon employees’ personal loyalty rather
than their behavior of task achievement. Generally, position of these leaders overwhelmed as a
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result of certain reasons those which are vital for upcoming concerns. These leaders have strong
conviction and confirm that how dedication and commitment play significant role on the part of
leader and employees towards the achievement of certain goals (Howell, & Shamir, 2005). This
leadership is based upon influence and charisma of leader. Due to several alike shared attributes,
charismatic leaders are also alike to transformational leaders. The charismatic leader always tries
to make situation healthier while transformational leaders emphasis on transforming organization
into the vision of leader (Roberson & Strickland, 2010).

The implication of charismatic leadership is imperfect if it not emphasis on personality (physical
appearances, linguistic diversity, general knowledge) of the leader. Contrary to other leadership
styles, charismatic leadership is contingent upon the actions and personality of the leader and not
structure and processes. The charismatic style of leadership is classifiable but to other leadership
styles it may be professed with minimum reality (Ojokuku et al., 2012). Both charismatic and
transformational leadership depend on abilities of leader to inspire and influence subordinates.
Charismatic and transformational leaders motivate and encourage subordinates to use potentials
for betterment of organization. The variances amid transformational and charismatic leadership
styles depend mainly on how followers are regarded. Charismatic leaders’ vision is to influence
and inspire followers (Allen & Mark, 2016). The charismatic leaders articulate ethical latitude
instead of prevailing method of controls. The leadership uses the variety of tactics lead to their
image and exercise diligently these approaches to develop their skills.

2.4.5 The Ethical Leadership
In ethical leadership, leaders demonstrate proper behavior over interactive relations and personal
actions and endorse the same to employees through reinforcement, communication and decision
making. The leader recognizes his value and prominence of ethical behavior (Brown, Trevino &
Harrison, 2005). Similarly, leaders, in their style and actions, demonstrate their ethics and values.
The ethical leadership mainly emphasis on justice and moral values and consider the impact of
same on ultimate eventualities. In line, the proper fairness and ethical values increases trust on
leaders, increase followers performance and helps in achieving organizational goals according to
the desired standards (Resick, Hanges & Mitchelson, 2006). The subordinates do not recognize
that what they can expect and if a leader shares their moralities in a proper manner then it will
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build trust and understanding. These leader has to observe and follow definite set of ethical
values quit strictly as it is only option he has to command and deliver successfully (Walumbwa,
Mayer, Workman & Christensen, 2011).
The effective ethical leader emphasis upon accuracy, encouragement, never exploits followers’
weaknesses and always helps them when needed. Conversely, organization gives worth to their
ideas, responds to leaders’ actions, aspire to help followers and never differentiate among them.
The ethical values are comprised of commitment, dedication, ownership, looking beyond oneself
and steadfastness. The leaders, through their ethical values, encourage their followers to upgrade
their working potential (Berger, 2013). Leader nurtures conducive situation in which individuals
can protest their beliefs by sharing tasks which helps them in building trust and encourage them
to converse and share their values towards organizational values (Weichun, Trevino & Wang,
2015). The leaders show commitment to ethical issues which includes social justice, rights and
sustainability. These leaders see ethical values, careful about these values, diagnose deviations
persistently and ensures that ethical behavior demands vigilance from everyone.

2.4.6 The Laissez-fair Leadership
In laissez-faire leadership style the leader allows group members to take their decisions and keep
himself aloof from decision making. The leaders with this style keep him at the arm’s length
maintaining peace and prosperity among subordinates. They do not exercise their authority or
influence and strive to reach over a particular result through a compassionate way (Antonakis,
2001). Here, the leader is successful only when the followers are highly skilled, experienced and
dedicated. As the group members have skills, knowledge and experience so they can work
independently. These group members, with little direction, are then proficient in achieving tasks.
The group members feel more independent thus more contented with their work (Johnson &
Hackman, 2003). Resultantly, when followers have intrinsic motivation for their work then in
these situations, this leadership will be more effective. This leadership is a failure about output as
leader is someone who does not participate directly and directly (Stephen & Ogunlana, 2008).
Similarly, when followers/subordinates lack the experience and knowledge which are required in
completing the tasks then in these situations laissez-faire leadership is not ideal. The leader is not
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necessarily a skilled person as he/she remains outside of the working domain. The time factor is
relative here because of the absence of leaders’ authority therefore, the tasks may be prolonged
to an infinite period (Maria et al., 2013). These leaders believe that follower abilities nurtures
when they work with own ways and left alone to respond their obligations and responsibilities.
The leader, as seems unconcerned about the eventualities, the followers occasionally pick same
and show less concern towards tasks (John & Maxwell, 2014). Followers sometimes have to bear
brunt of their lead in case, the tasks cannot be accomplished as leader blame them for said cause.
Due to above said flaws in modus operandi, a space is created regarding leader authority and
directions and thus, transactional leader steps in to fill the space.

2.4.7 The Transactional Leadership
The transactional leader mainly focuses upon the organization, direction and the performance of
the groups. In transactional leadership, also known as managerial leadership, the leaders endorse
compliances by subordinates through rewards and punishments. These leaders as a role model
give consideration to subordinates’ work, sort out the deviations and pin point the faults (Avolio
& Bass, 1999). The leaders mainly focus on levels of hierarchy and satisfaction of basic needs of
followers. The transactional leader pursues phenomenon of rewards those which are awarded to
those who perform excellently but also punish subordinates for poor outcomes (Mester, Visser &
Roodt, 2003). These leader focuses upon the subordinates’ needs of lower level but in turn also
stressing upon task performance and achievement. These leaders have abilities to collapse tasks
in diverse portion to manage and complete them effectively. These leaders not only rely on ideas
but mainly emphases on processes and actions for emerging the same (Bono & Judge, 2004).

The transactional leaders focus upon the contingent reward categorized as negative and positive
reinforcement. When desired goals are achieved within specified time frame then the employees
are honored with diverse rewards. Similarly, punishment is being given to those who not qualify
same values and desired goals are not met. The negative reinforcement (punishments) is handed
down on the basis of management-by-exception where the exception is somewhat going wrong
(Berger, 2013). In active management-by-exception, leader closely observes the performance of
employees and advises positive changes for corrections during process. In passive managementby-exception, leader tries to fix the issues before they become problem. Transactional leadership
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is mostly passive. To gain passivity from employees, transactional leader uses phenomenon of
reward and punishments (Zakeer, Nawaz & Irfan, 2016).

2.4.8 The Transformational Leadership
The transformational leadership is the new facet of leadership which attracts the attention of
every researcher due to its prominent feature of creating sense of scarifies among subordinates
coupled with the positive attitude as well. In recent years, the leading researchers studied the
transformational leadership alone and linked it with the performance and creativity (Bass &
Avolio, 1993; 1994). Transformational leadership is phenomenon of inspiring and influencing
followers to perform beyond expectations for goals achievement. Transformational leadership
is based on values and character of leaders (Avolio & Bass, 1999). Here, integrity and justice
are basics of this leadership. Leaders wield dominance by principles like strong conviction,
authority, trust and self-confidence. The transformational leadership mainly focused upon the
attributes which are characterized as the individualized consideration, intellectual stimulation,
inspirational motivation, and idealized influence (Judge & Piccolo, 2004).

The idealized influence is the charismatic role model that how to help and assist the followers
(attributions and behaviors). Individualized consideration focuses on development of followers.
Inspirational motivation represents to motivating subordinates by articulating the vision which
convinces the employees about a bright future (Schaubroeck, Lam & Cha, 2007). The intellectual
stimulation includes the followers’ influential process by inquiring them, inspiring problem
identification, stimulating how things must be imagined and positioned, encourage innovative
approaches and boosts rational interests (Ojokuku et al., 2012). This style focused on emotion
of subordinates, building sense of achieving goals, producing maximum outcomes and creating
emotional affection. In fact, this leader focus on basic needs of followers and tries to cater them
to its maxima. Leaders motivate followers and improve efficiency and productivity through his
vision and persistent communication (Fernet et al., 2015).
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Table 2.2 Comparison of Leadership styles
Factors
Task Behavior

Team-work

Supervision

Situational

Advantages

Disadvantages

Authoritarian

Democratic

Paternalistic

Clear & direct instructions
from leaders for timely
decisions about tasks and
eliminating conflict within
team when arises, so no
growth for problem.
Suitable for experienced &
in
experienced
team.
Members not need much
restraint, obey orders &
follow the strategies. So
direct & clear commands
help to achieve goals of
the organization.
Clear & direct supervision
is vital to manage large
group. It is also useful to
communicate the vision &
mission effectively. It is a
progressive & responsible
type of leadership.
In risky situation these
leaders are affective to use
this style and hold
command directly rather
to discuss circumstances.
Honor the followers with
rewards & dishonor with
punishment.
Leaders sustain discipline
and capable in decisions
making when it required.
Leaders are effective for
usage of inexperienced &
experienced team.
Members of team have no
sense of obligation which
can result in lack of vision.
The members may not
work systematically and
put fewer efforts at work
which can create difficulty
in goal achievement.

Takes ample time to argue
and assess the position,
get the views & opinions.
Only useful when time is
not limited and cooperate
team.
With respect to task the
members who have less
experienced can have less
input when sharing and
discussing ideas. The team
members gain knowledge
& intelligence from leaders
in achieving tasks.
Dynamic supervision can
affect the performance of
leaders and provision of
his plan. The not supervise
accurately then conflicts
arises & leader lost control
over the group.
In risky situation this style
cannot be used. Not usable
in urgency because leader
needs much time to
formulate and implement
the strategies. This style is
task oriented and always
focuses on performance.
The team members can
suggest more solutions to
an issue or problem and it
will be easier for leader to
have more options and
decide solution is the best.
These leaders take ample
time to discuss and assess
the situation and to take
the decisions. The leaders
transform the ideas into
actions and shares the
basic ideas with his/her
followers.

Concern towards tasks &
followers, strong and long
term link and in turn
obtain trust and loyalty.
Boost confidence level and
pet in decision making.
The leader is responsible
about the welfare & needs
of the followers because
the leader acts as father
figure. The followers, in
turn, show trust on the
leader resulting in the
strong relationship.
Due to the fulfillment of
basic needs, followers are
likely to stay and put their
efforts, so the supervision
needs at the lower level.
Best motivation resulting
in increased performance.
This style gives the similar
impression as given by the
democratic. Employees are
welcomed to question on
any matter in their minds
because leader considers
their social needs. They
are loyal and motivated.
Leader involves employees
in decision making and
provides response to their
questions and meets their
needs. Leaders keep their
employees motivated.
These leaders if takes
erroneous decisions then
the followers’ shows the
dissatisfaction and not rely
upon the leader. Increasing
dependency of employees
on the leader leading to
more supervision.
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Table 2.2a Comparison of Leadership styles (continued)
Factors
Task Behavior

Team-work

Supervision

Situational

Advantages

Disadvantages

Charismatic

Ethical

Laissez-fair

Affective task behavior
can affect the performance
of both the leader and the
employee. Leader clear &
static decisions based on
rules will be effectual, but
it may not be the best way
to solve the problem.
For both the skilled and
inexperienced employees,
this style is good, as rules
and procedures are strictly
followed. Leader has clear
vision that what he needs.
Then team goes beyond
their regular performance.
This style is inspiring in
supervising team & due
the strict rules from the
leader; the followers may
not be pleased. In turn, in
applying rules leader may
face clash. Therefore, good
supervision is required.
These leaders are not
effective in all situations
due to their inflexibility.
Leader gets confused in
diverse ensuing situations.
From team members, in
these situations, the leader
may lose the respect.
The leader is acquainted
with procedures and rules,
thus with respect to
mistakes, there is marginal
chance. Leader constantly
maintain the criterions and
yields desired values.
These leaders are more
inflexible which results in
confusion further lead to
grave concerns. They are
not more used to with the
situation and not aware
what is in black & white.

The leader in ethical style
may not use subordinates
as a medium towards the
personal aim achievement.
The leader always respects
followers’ values, beliefs,
decisions, feelings and the
approaches.
These leaders keep aside
their personal interests
with respect to followers’
interests and choose the
approach that is beneficial
for subordinates. Leader is
fair and equally treats
followers with no bias.
These leaders improve the
supervision and consider
the followers’ purpose and
its own and accept those
ways and efforts suitable
for both in achieving the
goals. They supervise their
team toward goals.
The leader is honest and
loyal. For the effective and
virtuous leaders, honesty
is essential. The leader
presents the situations and
fact completely and truly,
to what extent the facts
may be critical.
Strong ethical leaders and
high-trust culture will help
to attract and retain the
best talent. Capable and
ethical leader attracts the
followers over their strong
beliefs & ethics to goal.
These leaders can lead the
individuals & teams by
assigning different tasks.
The leader behavior play
vital role in achieving the
desire tasks. Thus, affects
really employee beliefs.

This style is not useful if
there is strict deadline for
achieving tasks. If team is
capable of doing tasks &
has sufficient knowledge
then they can trust them.
Leader is responsible for
efforts towards task.
This style is suitable if the
team have prerequisite
knowledge and skills.
More responsibility lays
on inexperienced team
due to insufficient skills &
knowledge which may
cause them.
The team size is not a big
factor for these leaders.
Leader only assign tasks
and give directions. Team
work upon their own
choices. The leader with
his strong supervisory role
manages the team & tasks.
This style cannot be used
if situation involves any
danger. The leaders in
these situations supervise,
show edge and influence
on the team. Leaders are
effective situations by
taking suitable measures.
Gives more experience to
the team members to work
independent to their own
ways. Leaders motivate
and inspire the follower
due to influential behavior
towards task achievement.
An influence amid team
happens due to unclear
picture that who take the
final decision. Team not
serious when doing the
task, due to lack of
direction form leadership.
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Table 2.2b Comparison of Leadership styles (continued)
Factors
Task Behavior

Team-work

Supervision

Situational

Advantages

Disadvantages

Transactional

Transformational

These leaders are not effective to punish
the members of team by not achieving
the assigned tasks within the specified
time. Leaders also honor them through
rewards when standards are being met.
Phenomenon of reward and punishment
can improve performance.
Leaders present reward and punishment
for members of team to get them used to
rules & discipline and overall system.
For experienced members, the leader
motivate & encourage which leads to
competition for rewards.
These leaders supervise and inspire the
followers to win rewards by showing
elevated performance but in turn the
employees those performances is below
the mark will be effected by punishing
them. They enforce strictly rules and
regulation to track the system.
These leaders are not suitable in risky
situations but in task achievements this
style is the best because these leaders are
leaders oriented and task oriented as
well. These leaders are risk oriented and
more effective in dangerous situations
because they always accept the risk.
These leaders organize the group and
focused upon their performance. They
clear the goals and direct the followers to
achieve. These leaders inspire and also
encourage their followers to win the
rewards by showing extra-ordinary
efforts towards the goals achievement.
These leaders are rigid and lack the
flexibility. They take the decisions by
their own and do not share their ideas
with their followers. They do not accept
any suggestions from their followers and
gives only directions. Their strict attitude
sometimes affects the performance.

In urgent tasks, these leaders motivate
and support the followers for presenting
good idea which help them to show
improved performance. These leader
provides the clear and solid directions
and during the task also encourages the
followers but not suitable in urgent tasks.
For both experienced and inexperienced
teams this leader is best towards vision
sharing and tries to induce a sense of goal
achievement. These leaders influence the
skilled employees to realize the outcomes
closer to final goal.
The team-size for these leaders is not a big
matter. They supervise and direct the
followers by following the vision and
always motivate them to follow the best
and right way. They also influence their
followers by building sense of creating
new and novel ideas.
In risky situation, these leaders use this
style as an alternative style. These leaders
are actually peopled oriented but to some
extent also the task oriented. These
leaders lead the team effectively in all the
situations they are suitable. These leaders
motivate and support the performances.
These leaders motivate and inspire their
followers towards elevated performance.
Leaders have decent relationship with
their followers, support them at work and
creating conducive environment. This
style is best in every situation & context
by utilizing their abilities.
These leaders share their ideas with their
subordinates and help them in achieving
the goals. They are loyal and committed
and always inspire and stimulate their
followers. But too much supervision effect
the feelings of followers through which
they may lose their motivation.
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Figure 2.4 Theoretical Framework

Figure 2.5 The Competency Model for Leadership Styles

2.5 The Bass Model of Leadership (1985)
The current study focuses upon two leadership styles (transformational and transactional). Since
in the leaderships’ literature, both are considered more effective while influencing others. The
common consensus pooled by researchers is that leaders those who adopted the transactional and
transformational styles take certain specific actions to inspire their subordinates to obtain desired
results. Furthermore, researchers argued that although transformational and transactional leaders
dynamically get involved in problem solving but transformational leaders due to its very much
distinguished attributes may be more effective than transactional leaders. Although, according to
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literature, both the styles are effective and successful in their own spheres and situations. Still,
there is a need to compare and analyze the attributes of both these styles and its impact on the
behaviors and attitudes of the followers. The present study is an attempt to mark the comparison
between transformational and transactional leadership and to reach upon a conclusion which may
help in deciding that which style is the best.

The leadership development is dynamic for organizations because employees are handled over
behaviors and actions of leaders. The Leaders, over the inspirational behavior promote coherence
and build culture which may maximize output. The leaders, with any adapted style, may lead the
teams and individuals to achieve objectives. Burns (1978) proposed most prominent leadership
model which considered leadership behavior, both transformational and transactional. The same
model was then further clarified and updated by Bass (1985) by providing transparent picture
about these styles. He explained that transactional leaders are restrictive and reactive whereas
transformational are participative and proactive. The leaders, with transformational style, work
for future whereas the transactional leaders work for refining present situations of organization
(Avolio & Bass, 1991). The former are best for established situations while the later are befitting
for situations where the uncertainty prevails. The first is charismatic while the second one is
bureaucratic in outlook and behavior.

The transformational and transactional are two modes of leadership that were used in different
contexts and situations. The researchers underlined precise comparison between transformational
and transactional leaders by clarifying that the transactional leader exchanges rewards to win the
faith and efforts of subordinates (Avolio & Bass, 1991). These leaders are those who focus on
basic needs, interact with followers and increase the awareness level regarding already set goals
by finding inventive ways to achieve desired outcomes (Bass, 1997). Leaders with transactional
style are passive in their attitude and behavior while transformational leaders establish an active
behavior by inducing the sense of vision as he/she participate actively in all the organizational
phenomenon (Bass, 2000). Transactional leaders are concerned in sustaining common processes
while transformational leaders work together with followers to realize better change by focusing
on motivation, team-building and teamwork. The transactional leaders realize the desired change
through system exchanges (James, Sarros & Santora, 2001).
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The transactional leader uses a strict code of ethics and disciplinary authority to motivate and
encourage their subordinates towards best performances. Transactional leadership may be styled
as protecting ship floating. Their influence is mainly based on their authoritative style supported
by system of reward and punishment (Judge & Piccolo, 2004). These leaders mostly do not look
forward to lead the organization strategically but they are merely anxious about the day-to-day
smooth operations by providing distinctive advantages through their abilities. These leaders are
tasks’ oriented and always gauge the performance whatsoever (Avolio, Walumbwa & Weber,
2009). The transactional leader works within certain standards and margins in traditional manner
to achieve the set goals while on other side, transformational leaders are futuristic and challenge
prevailing situations whatever it is. Transactional leader put their emphasis upon planning and
executing the strategies while transformational leaders’ emphasis on innovation and participation
at all levels (Ismail, Mohamad, Hassan, Rafiuddin & Zhen, 2010).

The transformational leaders have abilities to manage routine operations and establish strategies
for their teams towards organizational performance and ultimate success. The transformational
leaders establish incentives and goals to encourage employees towards elevated performance by
providing them the opportunities for their personal and the professional development (Berendt,
Christofi, Malindretos & Maruffi, 2012). These leaders are crucial to the organizational strategic
growth with their visionary approach and team-building skills which help in achieving the
determined objectives. These leaders help, encourage and motivate subordinates to futuristic
vision of organization by their charismatic and enthusiastic abilities (Wamy & Swamy, 2014).
The transformational leader put stress upon basic needs, beliefs and values of followers. He/she
encourages and augments better affiliation between leader and the led. Transformational leaders
works to bring positive change in prevailing situation of organization (Nasser & Aini, 2016).

2.5.1 The Transformational Leadership Style
The earlier theories, about leadership, focused upon characteristics of successful and effective
leaders concerning their trait, contingency and behavior. On the contrary, studies on leadership
switched over from traditional model to transformational leadership studies. Transformational
leaders are much conscious about followers’ basic needs and always inspire them to accomplish
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the desired outcomes (Avolio & Bass, 1991). These leaders motivate their followers to conceive
innovatively, examines the issues and then better solutions may be provided. Furthermore, by
adopting transformational leadership style, the leaders can bring down the level of fatigue, stress
to reduce absenteeism therefore increase the level of commitment and performance (Dvir, Eden,
Avolio & Shamir, 2002). These leaders are more active in engaging and motivating subordinates
beyond transactional agreements between the leader and followers. In same line, these leaders
increase the trust level, self-esteem, loyalty and ultimate performance of followers to perform
beyond the expectations (Judge, Ronald & Piccolo, 2004).

The transformational leadership is described as the shared inspirational relationship between
follower and the leader. These leaders inspire and influence their subordinates to perform beyond
potentials by catering needs and wants of subordinates, developing an environment of confidence
and encouraging their subordinates to give preference to organizational interests instead of their
personal (Bass & Riggio, 2006). Here, followers are inspired to support organizations by strong
moral standards. Conversely, followers repose high trust, respect, esteem and loyalty towards the
leaders and feel that how and why their performance and efforts are vital for their organization.
These leaders reassure optimism and enthusiasm thus building the followers trust by performing
beyond expectations (Bass, Avolio, Jung & Berson, 2008). Such leaders, through missionary
approach induce sort of self-esteem and confidence among followers. The leader, in turn, wins
trust and respect from followers. The leader inspire followers’ intrinsically and build visionary
approach towards goals’ success (Rukmani, Ramesh & Krishnan, 2010).

The researchers, in contemporary era, produced wide-ranging theoretical and empirical studies
regarding the theories of transformational leadership. These studies elaborated the concepts in
earlier theories and focused upon both emotional and rational dimensions of followers’ behavior
and motivation (Odumeru, James & Ogbonna, 2013). These researchers believe that leaders with
their major attributes (idealized influence, individualized consideration, intellectual stimulation
and inspirational motivation) are able to transform dimensions of followers’ motivation and help
to lead them for exceptional performance thus transcending their self-interest (Fatma & Aini,
2015). These leaders inculcate inspirational motivation to inspire followers for self-actualization.
These leaders practice collegial approach instead of hierarchical to control by using attributes
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like intellectual stimulation, inspirational motivation, individualized consideration and idealized
influence to motivate followers towards greater performance and ultimately the goals’ success
(Sharma & Singh, 2017).

2.5.2 The Attributes of Transformational Leadership
There are certain attributes coupled with leaders those who adopted the transformational style. In
this regard, through idealized influence, the leader resorts to certain positive actions with respect
to followers which yield higher level of trust and greater performance level. The leader discusses
the significant values and beliefs with followers and always takes the decisions based upon ethics
and morality (Bass & Avolio, 2004). Through attribute of inspirational motivation, leader gives
vision to their followers for their bright future and encourages them for the goals achievement.
Through intellectual stimulation, leader floats innovative ideas to his/her followers thus inspired
them by furnishing fitting solutions to prevailing issues (Avolio et al., 2009). With individualized
consideration, leader inspires subordinates for success and development by performing a role of
an instructor and always helps them to develop their professional strengths. Transformational
leader brings up followers job contentment, encourage them for exceptional efforts which makes
this leadership more distinguished (Silva & Mendis, 2017).
A. The Idealized Inﬂuence
The leader, through idealized inﬂuence, motivates their followers to share risks and their ultimate
solutions thus empowering them to challenge prevailing practices, procedures and processes of
the organization. The leaders, with transformational style, induce confidence and maturity among
followers’ abilities of innovative thinking to bring about certain advanced ideas regarding these
processes (Northouse, 2001). Through idealized influence, leader comprehends the behaviors of
followers and by this he/she instills pride in them for being associated with a charismatic leader.
These leaders with idealized features show their confidence and power to reassure their followers
towards problems (Raffrety & Griffin, 2004). These leaders always expounds their main beliefs
and values to their followers and always encourage them to trust one another. The followers thus
follow their leaders who possess feature of idealized influence by considering him as charismatic
leader by representing the mission and values of the organization (Avolio at al., 2009).
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The idealized influence is the emotional feature used by leaders to exercise their authority and
responsibilities with sound effects on their followers. The leaders always manifest more strength
and diligence in chasing the goals, follow the principles, ethical standards and moral behavior by
sacrificing self-interest for the benefits and needs of others (Odumeru et al., 2013). All this is
carried out by sharing risks and successes with followers. On other hand, idealized behavioral
influence denotes to the explicit behaviors of leadership that subordinates can perceive directly
(Nasser & Aini, 2016). Both these elements respecting leaders can be measured and endorsed
simultaneously. In turn, followers show confidence and trust in their leaders. The idealized
influence as a behavior represent the leaders’ actual behavior described by sense of purpose and
values (Sharma & Singh, 2017). The followers idealize only those leaders who are role models
and offer them purpose and vision, those who look confident and powerful, reflect the ethical
and moral implications of their decisions.
B. The Individualized Consideration
The individualized consideration is also a significant attribute of the transformational leadership.
The leaders through individualized consideration regularly provide training and coaching to their
subordinates which help them in developing their personality profile. These leaders interact with
their followers by giving personal attention to their basic needs, aspirations and the abilities by
developing their skills and potentials (Bass, 1985). These leaders focus upon the main concerns
of their followers and extends special kindness and respect to their apprehensions. These leaders
not only help followers in developing their behavior rather they motivate them to occupy better
status through their performances (Bass, 1997). This phenomenon will not only instill the trust
on leaders but also help in improving the personalized interaction between them. Through this
attribute, followers feel supported and esteemed because leaders listen their ideas and give
respect to them (Tucker & Russell, 2004). The leader develops the self-confidence of followers
by providing them appreciation for efforts towards tasks achievement.

By using the attribute of individualized consideration, transformational leader make available to
followers the socio-emotional support by growing followers’ potential through empowerment.
Through individualized consideration, the vision of leader gets aligned with that of employees. It
will only happen when the leaders observe, direct, control and provide consistent attention and
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response (Limsila & Ogunlana, 2008). This attribute becomes vibrant when the leader recognizes
the exceptional needs of followers. The transformational leaders inspire and support individual
desires and realization of their personal aims. The leaders through their actions create a culture of
encouragement and always support what is being pursued and achieved by his/her subordinates
(Odumeru et al., 2013). These leaders build a kind of respectful affiliation with every individual
by paying ultimate care and catering to their basic needs to achieve maximum output. The leader
always imparts vision in direction of high standards and provides meaningful understandings to
various tasks assigned by the leader to achieve the same (Sharma & Singh, 2017).
C. The Inspirational Motivation
The leaders, through inspirational motivation, frequently communicate vision to their followers
with ultimate confidence and intimate them to focus upon the skills and efforts. In turn, followers
will show commitment, autonomy and confidence to achieve the assigned tasks. These leaders
improve followers’ perceptions and interests to inspire them towards better performance (Bass,
1997). These leaders, through their emotional backing and support, motivate the followers to
enhance their potentials. Leaders with inspirational motivation always worried about future and
thus articulate the futuristic vision. Such leaders build strong image among their followers which
is vital for successful leadership (Raffrety & Griffin, 2004). Leaders are effective in challenging
situations where leader raise the team spirit, build enthusiasm and encourages creative behavior.
This factor is most relevant in social sector where motivation and enthusiasm are aspired by
leaders and organization as these two are important to sustain assurance of goal achievements
through all the levels of the organization (Limsila & Ogunlana, 2008).

The transformational leaders consistently motivate their followers by taking challenges and
streamlining their efforts leading to the tasks. The team spirit is empowered where interest and
confidence become prominent. These leaders inspire their followers to visualize the future and
communicate the beliefs by depicting commitment for the shared vision (Berendt et al., 2012).
Through inspirational motivation, the leader motivates and inspires their subordinates to reach
the predetermined objectives which were impossible to be achieved. The factor of inspirational
motivation is different from idealized influence because it employs emotional and nonintellectual
qualities to influence the process (Fatma & Aini, 2015). The leader nurtures the potentials of the
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followers and encourages their actions by inducing confidence. The followers in turn show their
commitment and trust by their utmost efforts to fulfill expectations of the leaders in achieving
the assigned tasks with effectively utilization of the resources in hand to realize the vision of
their leadership (Silva & Mendis, 2017).
D. The Intellectual Stimulation
The transformational leaders with the attribute of intellectual stimulation inspire their followers
to seek out problems and then solve them with innovative techniques. Such leaders support and
stimulate the followers’ level of creativity and innovative thinking. This leader emphasizes upon
expectations and intellectual capabilities of the employees (Bass & Avolio, 2004). The followers,
in reciprocal phenomenon, feel a kind of self-elevation and confidence in resolving the issues.
These leaders look upon the issues and the ultimate solution with different dimensions and also
motivate others to have similar intentions. The leaders with the feature of intellectual stimulation
encourage novel techniques in task completion and discourage traditional thinking (Walumbwa,
Wu & Orwa, 2008). These leaders re-consider the assumptions to problem if they feel that these
are not accurate and adequate as well. The leaders with this feature entrenched logically within
social sector because followers/employees are usually aware of consequences which have direct
impact on abilities and task achievement capabilities (Ismail et al., 2010).

The transformational leaders inspire their subordinates to become innovative and creative by
reframing problems, suggesting the tentative solutions and resolving the longstanding issues by
introducing and implementing new kind of techniques in the organization. These leaders inspire
their subordinates to adapt innovative approaches with wisdom and rationality to cope situation
(Odumeru et al., 2013). In relation to existing traditions and assumptions, the subordinates are
expected to be critical with respect to their beliefs and assumptions to problems. At this time, the
leader expect followers’ understandings, awareness and clarification about problems with their
beliefs and values (Nasser & Aini, 2016). The followers are always involved in problem solving
process due to their commitment and motivation. The intellectual stimulation makes followers to
involve in kind of challenging environment (Silva & Mendis, 2017). Transformational leadership
through this attribute helps and inspire their subordinates to pursue their tasks/activities and
solve the issues/problems with more confidence and diligence.
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2.5.3 The Transactional Leadership Style
In contrast to transformational leaders, transactional leaders emphasized upon short-term plans
and their results. These leaders are reactive rather than proactive because they mainly control
followers through the mechanism of transactions (exchanges). The transactional leadership is the
practice in which influence is based by certain valuable rewards for strange performances (Bass
& Avolio, 1990). However, the transformational leaders may sometimes take advantage of the
transactional rehearses and they usually use such behaviors to enhance understanding towards
the transformational conducts. The transactional leadership talk about to the connection between
leaders and employees towards economic exchanges and psychological values (Bass, 1997).
These leaders emphasize upon the improvement and sustaining the quality performances. He/she
has ability to substitute one task by another to reduce resistant in decision making. These leaders
encourage their subordinates to develop mutual relationship where the influences on both the
sides are rewarded and acknowledged (Sarros & Santora, 2001).
The transactional leaders play dynamic role in reﬁnement and reinforcement of the longstanding
knowledge. The leaders’ knowledge and behavior might be helpful to the organizational pursuits.
These leaders also contribute in setting standardized practices and processes towards the desired
goals (Bass, Avoilio, Jung & Berson, 2003). This process reduce the ambiguity and procedural
complexities. These leaders are effective in setting the clear direction for the followers so that to
helps them to continue their work efficiently towards the organizational goals. This leadership
emphasize to mutual empathies and relationships between leader and followers which results in
motivation and ethics (Antonakis, Avolio & Sivasub, 2006). Leaders concentrate on exchanges
which are contingent upon rewards for best performances. This leader awards punishments when
tasks are not met within due time. These exchanges depend on mutual understanding regarding
task orientation between followers and leader (Hinkin & Schriesheim, 2008).

The leaders are involved in transaction with the subordinates through contingent rewards by
providing them extrinsic motivation and frequently comprehend the expectations and respective
needs of their subordinates. These exchanges allow leaders to avoid unnecessary risks, complete
required tasks, inspire subordinates over the predetermined agreement (Ismail et al., 2010). The
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followers achieve their performance objectives, sustain the optimistic culture of the organization
and give emphasis to extrinsic rewards towards realization of objectives. It is emphasized that
efficiency and effectiveness are the foremost factors (Dai, Chen & Wu, 2013). Therefore, this
leadership is contingent on the leaders’ abilities to meet and react to changing expectations and
reactions of their subordinates. Likewise transformational leadership, the transactional leaders
have also numerous attributes which were widely used by researchers in different studies (Silva
& Mendis, 2017). Leaders mainly use contingent rewards, contingent punishment, managementby-exception (active and passive) towards their followers to achieve the desired goals.

2.5.4 The Attributes of Transactional Leadership
There are certain very important attributes related with the transactional leadership style. In this
regard, through extrinsic motivation, the transactional leader motivates their followers to achieve
the assigned tasks with higher performance level. The subordinates who perform in the expected
way as directed, are rewarded while those who do not, are punished (Avolio & Bass, 2004).
Leaders do not believe in refining the working format and always follow the bee line. Likewise,
in contingent reinforcement, leaders strengthen employees to act artistically for achievement of
desired goals (Hinkin & Schriesheim, 2008). Through passive direction, leaders are relatively
passive because they always focus upon preserving current situation. These leaders only respond
to matters/ problems when they happen and do not take proactive steps for the same (Maryam,
Suandi, Silong & Omar, 2013). They make decisions and the followers have no share in decision
making because they follow only their directives/orders. These leaders do not emphasis upon
achievement of group goals and teamwork (Silva & Mendis, 2017).
A. The Contingent Rewards
The transactional leader uses phenomenon of rewards and punishment towards their followers.
Rewards are given to those employees who achieve assigned tasks within due time by showing
extraordinary performance and punishments are for those who fail to accomplish goals. These
leaders inspire and encourage their employees to perform beyond expectations by preferring the
organizational interests according to their priorities (Bass & Avolio, 1990). These leaders, using
contingent rewards, in which when desired goals are achieved, in exchange, provides recognition
to their employees. These leaders accord positive reinforcement and rewards to their followers
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for best performances. They are naturally more practical as they always focus upon the specific
objectives and targets (Bass, 1997). These leader always confirms connection between reward
and performance, encourages them to improve performance and exchanges rewards for certain
performances. This leadership can be best explained as phenomenon of transaction regarding
rewards and punishments between leader and employees (Judge & Piccolo, 2004).

The leaders with transactional style influence their followers by using the rule of enforcement,
corrective actions and contingent rewards. Through contingent reward, leaders always receive
positive feedback from followers. The leader aimed at providing rewards to their subordinates
who are contingent upon the fulfillment of contractual obligations and role requirements (Limsila
& Ogunlana, 2008). The leadership behaviors is depicted that how leader rewards the followers
and how he/she appreciate the efforts that eventually lead to the reward. The leaders reward only
those employees who show extraordinary performance in achieving assigned tasks. This attribute
is described as coercive influence in decision-making in which they encourage the employees
towards the desired performance (Maryam et al., 2013). This attribute is based upon a system of
bargaining in which the subordinates and leader agree together to achieve the organizational
objectives and leader will offer rewards to them. The leaders must clarify the hopes and offer
appreciation when tasks are attained (Silva & Mendis, 2017).
B. The Contingent Punishment
To influence behavior of employees, transactional leaders exercise coercive authority towards
their followers by punishing them when goals are not met within stipulated time and standard.
The leader offers different packages for best performances and directed their followers to show
their efforts towards goals success. These leaders strictly follow the things same and do not have
faith even in changing working format (Judge & Piccolo, 2004). These leaders are risk takers and
do not avoid risk because they believe that risks pays way towards goal achievements. These
leaders, remaining in strict sphere, they do not hesitate to take any risk for betterment. In the
crises like situations where there is no time for discussion, the usage of coercive powers is
essential to makeover the situations. These leaders imposed coercion style on followers to bring
about desired change. The change, will be achieved quickly but will lead to more resistance
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(Avolio, Walumbwa & Weber, 2009). It is mandatory for leaders to explain the need for change
to followers then they will put their efforts to support their leaders in bringing desired change.

The punishment risk marks the transactional behavior which distinguishes this from punitive and
arbitrary conduct. In this regard, contingent punishment envision behavior of followers towards
elevated performances and establishes their credibility in exchange for the virtuous performance.
The contingent rewards and punishments are based upon emotional and economic interactions by
descripting role necessities and rewarding expected results (Maryam et al., 2013). The contingent
punishment behavior of transactional leaders is productive transaction by which employees are
motivated towards superior performances in contrast to transformational leaders who are lesser
involved in such behaviors. The leaders give the tasks to their followers, provide them technical
and human support for their struggles, praise them and recognize them for goal accomplishment
(Silva & Mendis, 2017). The leader postulates the criterions for compliance and punishes their
employees when desired standards are not met. Leader bring accurate measures proactively to fix
the said deviations and to avoid the possible complications before they arise.
C. The Management by exception (Active)
The attribute of management-by-exception is categorized into active and passive influences. The
management-by-exception (active) is related to contingent reward which focuses on outcomes
wherein leader focuses on errors and mistakes. The leader according to prevailing situation,
interferes when followers do not meet satisfactory level of performance (Avolio & Bass, 2004).
The leaders’ behavior manifests the monitoring of followers by taking corrective actions, when
required, to confirm that the followers are chasing their tasks effectively. Therefore, the effective
transactional leaders are contingent on their skills to observe and react to the responses and the
varying attitudes of subordinates. The active management by exception tells about the active
participation of leader in tasks assigned to subordinates and effectively controls the already set
standards (Hinkin & Schriesheim, 2008). The leaders are well aware about relationships between
efforts and rewards. The leader closely observe the deviancies from norms and values while in
management-by-exception passive, the leader waits until the same happen.
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The management-by-exception comprises the deviations in norms and values towards expected
performance and feedback. The leaders, with this attribute, observe the performance of followers
and take suitable measures when the standards are not met accordingly. The leaders (active)
monitor the behaviors of the followers, highlight the issues behind the problems and take suitable
measures before the situation results in the severe complications (Maryam et al., 2013). These
leaders always monitor the situation regarding the errors, mistakes and deviances. They take
remedial measures directly when required. These leaders specify standards for strict compliance
along with what creates unproductive performance and penalize followers if the set standards are
not achieved. The management by exception (active) denotes to leaders’ dynamic participation in
effort to keenly observe and control whether desires standards are met or not (Silva & Mendis,
2017). By its description, management-by-exception, is transaction as the leader closely observes
and monitors the deviances from norms and values.
D. The Management by exception (Passive)
In management by exception passive, leader avoids to specify the exchanges and do not provide
any recognition when goals are achieved. The transactional leaders are mostly passive because
his/her behavior is directly associated in developing the standards for rewarding their employees
and preserving how things stand (Bass & Avolio, 1990). There are two categories of the passive
leaders. The first is when the problem occurs, the subordinates are completely ignored and the
expectations are not clarified. The second is less extreme and is characterized by the leaders who
do not interfere with problems unless they become serious enough. These leaders mainly focus
upon the goals’ setting and give clear instructions (Bass, 1997). These leaders focus upon the
strategic approaches and the phenomenon of transaction is based upon the performances of their
followers. This leadership can be better described as struggle to control their followers through
rules and regulations, guidelines, policies and provides vision by forcing followers to perform
and deliver the best for success of organization (Avolio & Bass, 2004).

The leaders with passive behaviors take remedial actions subsequently when the problem arise.
The passive leaders avoid bargains, explore and exploit the potentials and set the standards to be
attained by the followers. In this regard, this attribute does not react to problems and situations
systematically (Hinkin & Schriesheim, 2008). The management by exception (passive) responds
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to the situation wherever the leader exploit with remedial action when he/she realize that the
issues have become problems and mistakes should have their ultimate solutions. Similarly, the
transactional leaders, through management-by-exception passive ensure all facets of initiating
structure (Dai et al., 2013). Conversely, the encouraging feature is task related evolving response
which is based upon the avoidance of mistakes and this factor were not gauged in the other
attributes. The transactional leadership hinge on leader influence to strengthen employees for an
optimistic end of the exchanges (Silva & Mendis, 2017). Such leaders help and encourage their
followers to move forward and guide them in the right direction towards goals’ achievement.

2.5.5 The Comparison of Transformational and Transactional Styles
Table 2.3 Comparison of Transformational and Transactional Styles
Transformational

Transactional

These Leaders are dynamic in all the
situations.
These leaders focus upon to change the
organizational culture to apply new ideas.
Through moral values and higher ideals,
employees accomplish the goals.
Leaders motivate employees by inspiring to
put interests of organization first.
Each behavior is directed to each
individual to express respect and support.
Leaders work to enhance the motivation by
leading their performance to mutual vision.
Leader focus on team-work, motivation and
relationship for positive change.
Leaders go beyond for managing strategies
and work team for performance & success.
Increase motivation and link employees'
sense of self with organizational values.
These leaders stress on followers to
recognize the leader's vision and values.
Leader focuses upon individual strengths,
weaknesses, capabilities and commitment.
Leader is more likely to discourse matters
afore they develop into problem.
Leaders give emphasis to novel ideas and
thus transform the culture of organization.
By possessing the inspirational motivation,
leaders try to attain optimistic outcomes.
Leaders, who appealing the interests of
group & views success of organizational.
Leader follows further carefully to what is

These leaders are reactive in all the
situations.
These leaders’ mechanism is to work within
the culture of the organization.
By the rewards and punishments, leaders
accomplish the goals through employees.
Leaders motivate employees by tempting to
the self-interest of their own.
Continue the current situation and take
corrective actions to improve performance.
These leaders emphasis upon the role of
group performance and supervision.
Leaders offer different rewards through their
capabilities to discourse functioning rapidly.
These leaders are crucial to the strategic
development of e organization.
Promote compliance with organizational
goals using rewards and punishments.
Leaders are task and outcome oriented.
Effective in strict time & resource controls
Leaders observe the current situation & pays
close attention how to achieve the tasks.
These leaders react to problems whenever
they rise.
Transactional leaders work inside the current
culture of organization.
Leaders reward and punish the employees
within the standards of the organization.
Leaders appealing egotism of follower who
look themselves for rewards.
leaders is more akin to the common notions
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colloquially referred to as leadership.
In their followers, leaders awaken emotions
to inspire them to act afar agenda.
Leaders are practical and transmute new
potentials in employees.
Leaders are distinguished by their ability to
inspire followers with their attributes.
To solve the problems, leaders make
learning prospects for the employees.
Leaders hold skills and vision to mature
emotive connections with employees.
Leaders look for adaptive clarifications to
involve minds & hearts in change process.

of management
Leaders are conscious of linkages between
the rewards and efforts.
Leaders are reactive and its basic positioning
is distributing with current problems.
Hinge on customary forms of inducement,
reward and punish to control employees.
Leaders inspire employees by setting the
objectives & rewards for good performance.
Hinge on leader influence to strengthen
employees for optimistic end of exchange.
Leaders use practical information to control
the change process.

Figure 2.6 Theoretical Framework of Bass Model

2.6 The Research Context
In the contemporary era, for the people, the education is not a matter of qualification or degree
alone rather it has become a main source of quality living with high socio-academic profile in the
society. So, the education at all levels, has become a hallmark of a developed societies and wellgroomed cultures. In this context, the desired socio-economic status can only be sustained
through a competitive education at higher level which must include both the advanced theories
and research. The higher education institutions, in this regard, are vital components those which
impart higher education related to various spheres of life. In the higher education institutions,
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there are different faculties those which are academic units headed by deans under which the
related academic departments function led by a head of department. Along with the directors of
different administrative units, the entire system of the institution has an ultimate head namely the
vice chancellor.

In the higher education institution, the vice chancellor is considered by various researchers as the
real executive and academic leadership. They are responsible for administrative and academic
affairs of the institutions. The vice-chancellor is nucleus of power and authority around which
different administrative and academic heads/leaders pursue their works. During the past decades,
various research studies were pursued considering the vice chancellors, deans and directors as
the leadership in HEIs. In the current research, researcher has carefully chosen the head of
departments in role of leadership those who are assumed to guide and lead all the administrative
and academic activities in the departments. The head of department are the persons those who
have direct interaction with academic activities in the institution. The head of department, being
the leader of departments must be a senior most, highly experience, academically well-off,
having skills and knowledge and possess all the necessary characteristics of a successful and
effective leadership.

In the current research, the leadership styles were aimed to explore in higher education context.
The phenomenon of leadership is vital for all the organizations including the higher education
institutions. Unquestionably, the strong, creative and effective leadership is most dominant factor
which helps in determining the academic excellence of higher education institutions. The future
of these institutions is contingent upon the growth of effective leadership in all respects. With
respect to higher education, the leadership must be creative, competent and responsive to manage
affairs within institution whereas keeping pace with institutional vision and universal concerns.
The academic leaders exercise their authority and power within institutions that have obviously
diverse expectations, drives and cultures. These leaders are decision-makers and intellectuals and
aware regarding standing of higher education in growing and developing the knowledge-based
culture, economy along with cultural uniqueness at institutional and national level as well. This
section provides the comprehensive literature about leadership and context (higher education).
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2.6.1 The Higher Education
By the virtue of competent and effective leadership, the academic standards in higher education
can be improved significantly. In HEIs, academicians can only thrive and strive when they move
as one unit together with the leadership to achieve pre-determined objectives (Butcher, Moon &
Bird, 2000). Both related functionaries and leadership can produce maximum output by working
together in institution. In context of politico-strategic changes and socio-economic development,
education being imparted should be according to requirements and standard which may cater and
compete the prevailing situation (Cullen, Joyce, Hassall & Broadbent, 2003). The main positions
being occupied by individuals in HEIs are the head of departments, deans of faculties, pro-vice
chancellors and vice chancellors. Together with, managerial heads of different administrative
units have a strong influence upon institutional structure. All these functionaries perform their
own role in both the academic and administrative affairs.

In higher educational institutions, all these workforces with vice-chancellors at the helm forms
the nucleus of managerial linkages. The leadership has certain grave relationships with respect to
main institutional dynamics (Yielder & Codling, 2004). The major characteristics of leader are
intelligence level, strong working capacity, intellectuality, strong personal attributes, ability and
the decision-making power, self-disciplined, tolerant and communicative, consistent, committed,
visionary, culturally and socially diverse, well-mannered and an amalgamation of many styles
related with academicians performance and eventual success of institution (Frenkel, Schechtman
& Koenigs, 2006). By changing nature of individuals’ skills and knowledge, the role of HEIs is
being challenged over changing needs of complex cultures. There is need to develop conception
among academic leaders about how to meet these challenges by the execution critical roles in
knowledge-based economies to achieve desired standards effectively (Baldwin, 2009).

The higher education system continuously changed with respect to social and cultural variation
to meet demands and needs of stakeholders. The academic leadership is challenging issue and
requires additional attention to recognize effective leadership competencies and skills to meet
complex challenges in the contemporary situation (Akhter & Sharif, 2012). In contemporary era,
there are expectations from HEIs to play critical role in promoting morality and ethical values
and defending the cultural individuality. As dynamic institutions, universities play critical role in
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imparting knowledge to humanity, communities and individuals on the root of socio-technical,
socio-cultural and global necessities with aim to educate intellectual and professional individuals
(Barlett & Chase, 2013). Main objective of HEIs is to produce capable and qualified alumnae
and academic leadership faces many challenges about the ethical, cultural, social, economic and
technological dimensions (Walker & Boni, 2014). Moreover, globalization, conflicts, brain drain
and inadequate financial resources also the vital issues faced by these institutions.

For the higher education sector, the researchers identified different challenges comprising the
changing profile of students, increased number of individuals entering to the system, changing
nature of working format, standing of high-quality research, need for knowledge-based abilities
and sustaining socio-economic development (Amaral, Martins & Gouveia, 2015). All these
indicate predictions to effective leadership in higher education in transformation of knowledgebased societies and expansion of leadership abilities in the next generation. In higher education,
academic leadership needs engagement and constructive support from students and employees to
make sure the leadership at all the levels (Marta, Susana & Miranda, 2016). Some researchers
suggested that HEIs are communities of researchers with a highly decentralized and democratic
decision making process by signifying leadership as the shared responsibility through corporate
approaches and gradually well-built common entrepreneurial to the management and leadership
in the universities in contemporary era (Graham & Antony, 2017).

2.6.2 The Higher Education in Developing Countries
In the developing countries, the education field is facing numerous challenges in all respect. The
responsibility of leadership in higher education is to assist knowledge-based undertakings and
make available suitable environment that is supportive and facilitative for knowledge sharing.
(Haider, & Sultan, 2008). Academic leader always assume the attitude and behavior by providing
vision, cultivating confidence, encouraging them to think creatively and cares about needs of
employees. In academic institutions, it becomes challenge for leadership to deal with individuals
who are ethically, culturally, psychologically and physically different from each other (Qaisar &
Sara, 2009). There are many factors responsible for institutional status/ranking and among those
factors effective leadership is foremost. Therefore, the selection of effective leadership becomes
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vital (Bodla & Nawaz, 2010). These leaders should give special attention to present financial
crunch and manage financial systems more prudently to become financially sustainable.

The higher education, in developing countries, is confronted not only the challenges of changing
demands but also leadership and management those which are operative inside the institutions.
The higher education remains to suffer major changes in response to dynamics like government
policies, internationalization and globalization, persistent development and credentials, the rapid
economic development, pervasiveness, information technologies and the demands for increased
access to the said phenomena (Koen & Bitzer, 2010). The emerging idea of knowledge-based
economy has gradually challenged higher education sector to deliver the skilled workforces to
different sectors of the country. The higher education in developing countries is not immune to
economic challenges and thus higher education sector is expected to develop gradually more
imperious in view of economic challenges presently faced (Kabouridis & Kakarelidis, 2011). It
is only HEIs that can cater the situation and play prominent role in the economic development.

In higher educational institutions, leadership plays a significant role in determining the academic
standards and ultimately institutional success. Leadership is actually a bond that motivates the
individuals to work together (Anam, Hassan, Khan & Fatima, 2011). For positive and inspiring
effects on institution, team and individuals, leadership must adopt existing style suitable to all of
them. The contemporary style is the amalgamation of different traits essential for an effective
leadership. These traits are main characteristics of leadership which strengthen the institutional
cultures and enhance the commitment and performance on part of employees (Akhter & Sharif,
2012). The leadership with higher commitment, motivation and performance will be innovative
and creative and show their utmost efforts for institutional uplift. The employees, in turn, will
show their dedication to bring positive changes through their efforts and performance to bring
institutional standards at par to the international criteria (Bakar & Mahmood, 2013).

The academic leadership should be an inspiring individual who directs and leads his subordinates
towards comprehension of certain definite objectives and results. The academic leadership is an
artistic phenomenon by which leader motivates and influences their subordinates to show their
utmost efforts toward achievement of academic excellence at par to the international standards
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(Tahir, Abdullah, Ali & Daud, 2014). The leadership in higher education is more challenging
than the leadership of other organization and demands additional competencies. The leadership
literature provides an insight of different styles those which leader adopted in particular situation
because different situation demands the different styles of leadership. The journey of styles starts
from authoritarian and democratic styles to transactional and transformational styles. Leadership
styles may fluctuate from institution to institution and even within institution when situation
demands (Atkinson & Mackenzie, 2015). These leaders have to deal with various stakeholders
like faculty members, managers and especially students who then became the future leaders.

2.6.3 The Higher Education in Pakistan
The higher education institutions are the backbone of every civilized society in the developed as
well as developing countries like Pakistan. They help in establishing and grooming the economic
and social position of every country according to global norms and values. In higher education
sector, during last few decades, Pakistan has shown considerable development (Usman, 2001).
On the university sector, government is spending more budget and introduced various initiatives
to develop and sustain the desired standards of the higher education. These universities follows
the already set standards to guarantee education excellence in both private and public sector
(Mace & Niazi, 2006). However, to meet the international standards, still some quality measures
are required in terms of improving quality and increasing enrolment ratios. Equally, availability
of limited funds to public sector higher education, some serious issues are awaited in this regard
(Memon, 2007). The private sector, under these circumstances, must be facilitated to play an
active role to cater situation and to find place for them in competitive circumstances.

In developing countries like Pakistan, universities have been recognized as the main source of
the evolution and change. The universities are expected to play role in the eradication of poverty,
management of resources and to ensure the development journey of country (Hoodbhoy, 2009).
In this regard, in 1947, Pakistan starting its journey with only one university, the University of
Punjab, that was established in 1882. With passage of time, due hard and fast struggle, today
Pakistan has 180 universities (103 public & 77 private) spread over across country and number
of public and private universities are growing fast. The higher education institutions in Pakistan,
from 1947 to 2016, have produced 12,788 PhDs in different subject all over country. The HEIs

62

in Pakistan are offering academic and research programs in various fields’ offers by international
universities all over world and tries to cater the needs of students. The government of Pakistan
recognized standing of higher education sector towards economic and social development and
established the Higher Education Commission (HEC) in September, 2002.

The higher education commission is autonomous, constitutionally established and independent
institution with primary objectives of regulating, overseeing, funding and accrediting the efforts
for higher education in Pakistan. The universities were earlier accredited by the university grants
commission established in 1947 but in 2002, through the constitutional amendment, the higher
education commission was established. The higher education commission, under the revised and
new transformational design, is responsible for framing the higher education policies and quality
assurance to meet the international standards (Hoodbhoy, 2009). The higher education system of
every country completely relies on universities. In this regard, this commission is responsible for
development of new institutions, providing accrediting academic degrees and to standardize the
prevailing institutions in Pakistan. The HEC also eased the expansion of higher education system
by upgrading the different institutions to universities and established new institutions of the high
learning education and research and development (Government of Pakistan, 2009).

In order to manage and govern the academic, financial and administrative affaires, universities
are required to have autonomy and freedom from all external influences, especially, in terms of
the employees’ valuation, recruitment and selection, the training and development and providing
up-to-date knowledge to students (Parveen, Rashid, Iqbal & Khan, 2011). In Pakistan, during
past few decades, HEC play leading and vital role in building knowledge-based economy by
proving scholarships every year for doctoral education abroad (Zakaria, Janjua & Fida, 2016). In
HEC, most contemporary developments in governance areas, management, access, quality which
includes formation of quality assurance agency, creation of quality enhancement cell preceded
by every HEIs, launched different programs to train and equip both existing and new faculty with
advanced qualifications, provision for laboratories, curriculum revision, upgradation of scientific
material and equipment, orientation of academic degrees with international standards and the
introduction of tenure track system.
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2.6.4 The Higher Education in Khyber Pakhtunkhwa
The Khyber Pakhtunkhwa, like other provinces of Pakistan, is confronting unemployment and
poverty, poor health conditions, grave socio-economic dilemmas and the fluctuation in inflation
rates. In this regard, the education is believed as effective tool to overwhelm these complications
and to cater the influence of these dilemmas on the human life. By focusing upon the importance
of education, Khyber Pakhtunkhwa government is giving much weightage to educational policies
formulation and try to align their education sector to market demands (Government of Pakistan,
2006). For provincial government and policy-makers, access to higher education has gradually
become foremost concern. Government is trying their best to develop the apathetic situation of
higher education sector, however it did not keep education on top priority because they put more
emphasis upon health sector. The government efforts towards public and private sector added an
educational network round province (Niazi & Mace, 2006). Establishment of higher education
department facilitate higher education to continue its journey towards sustainable development.

The higher education department primary mission is to provide quality education with much
emphasis upon insurance of conducive learning environment and transferring skills with a view
to develop the knowledge based economy. The department persistently make every effort to
encourage higher education and to guarantee value-added intake by advancing learning standards
and facilities by introducing of market oriented courses, the appointments of trained teaching and
administrative workforces, the expansion of facilities and infrastructure and selection of capable
and competent leadership (Parveen, Rashid & Khan, 2011). In this regard, provincial government
along with higher education department and higher education commission offers packages and
grants to HEIs to cater their needs and to bring the standards of these universities at par to the
international standards. For this purpose, government of Khyber Pakhtunkhwa have established
the universities in almost all districts of province because the strong effective goal line behind is
that in age of rapid globalization, universities have turn out to be the apparatuses of development
for knowledge-driven economies.

In Khyber Pakhtunkhwa, the higher education department is working under the direct patronages
of higher education commission and is liable for allocating financials backing, aids, grants and
funds from federal government to universities and help for the selection of vice-chancellors for
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different public sector universities. With respect to the public sector universities, the selection
and appointment criteria for leadership has become the matter of serious discussion. Apparently,
higher education department has changed the mode of selection of leadership (vice-chancellors)
in the public sector universities through the formation of search committees. The said committee
identifies the characteristic and competencies of concerned candidates for leadership role that are
vital to proceed an institution to a higher plane of performance (Khattak, Khan, Khan & Tariq,
2012). In similar vein, the concerned leadership is also required to show their utmost potential to
deal with academic, administrative and financial affairs of institution. These leaders should give
special attention to present financial crunch and manage their financial systems more prudently
to become financially sustainable.

It becomes crystal clear that universities are the fountains of advanced science and technologies
that have changed the world during last few decades. In this regard, the HED is responsible for
quality education, excellence of teaching and learning, provision of different services to students
and arrangements of training programs for teaching and non-teaching employees in both public
and private institutions in Khyber Pakhtunkhwa. The basic aim of higher education department is
not only to cater the educational needs of society also to achieve a highly educated society where
educational opportunities are equally available for all young people in Pakistan, in order to equip
them to deal better with academic and economic challenges of the modern world, no matter what
their social, ethnic, cultural background and family situations (Zakaria, Janjua & Fida, 2016).
The higher education vision is to promote development of an enlightened and prospering vision
by strengthening knowledge-based economy among focus upon teaching and learning quality. In
Khyber Pakhtunkhwa, there are 33 universities (21 public), (11 private) and 1 university for the
armed forces (see annexure # 1).
2.7 The Leadership in Higher Education
The leadership in higher education institution plays crucial role by providing conducive situation
for the delivery of educational services and success of strategic objectives of institution. In the
contemporary complex and changeable environment of higher education, the effective leadership
has become most significant concern and vastly examined and discussed in leadership literature
(Middlehurst & Elton, 1992). But, in current knowledge-based economy, higher educational
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institutions are only institution for academic excellence. Academic leadership role is phenomenal
due to many aspects like academic, technological, economic, political and social dimensions
faced by these institutions. The effective academic leadership not only taking measures for
improvement in teaching, learning and research rather they also show their visible struggle for
the institutional ranking (Blackmore & Sachs, 2000). Parallel to other organizations, HEIs along
with their leadership, developed their mission, visions and strategic goals and take suitable
measures aligned with the success of these goals.

The leadership builds the vision and mission that is aspirational, noble and motivational thus
making individuals to be energetic and enthusiastic towards objective achievement of institution.
The leadership is essential for all the organizations but its role in higher education is phenomenal
(Knight & Trowler, 2001). Unquestionably, academic leadership is dominant factor in creating
intellectuals, foundation for knowledge-based society and hostile towards academic excellence.
In same line, an alteration exists in paradigm of academic leadership in innovating and creating
specific knowledge and skills to the comprehensive culture as it abundantly needed. With respect
to performance of responsibilities and duties, processes and doctrines, the leadership is largely
differs from management. In this regard, management is structure established by contemporary
professionals while leadership is longstanding concept having broader scope in the management
(Adalberto & Ruben, 2002). The current study is an attempt to analyze academic leadership and
tries to combine emergent need of leadership in framework of higher education.

The academic standards, in the higher education, are getting enhanced rapidly by the virtue of an
able leadership working at the helm. The impact of such phenomenon can be clearly gauged in
the socio-economic sphere of lifecycle. The academia in higher education institutions can only
prosper and deliver when they will pursue along with the leadership as one unit to achieve the
already established goals. The leadership and the related functionaries cannot yield the best as
individuals which means that the both have to perform by putting them in one bracket (Marshall,
Adams & Cameron, 2003). In the context of global socio-economic development and politicostrategic changes, the education being imparted to the pupil must be according to the standard
and requirements which may compete and cater what couples with prevailing situation (Yielder
& Codling, 2004). The most important positions being occupied by individuals in HEIs are the
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vice-chancellors, pro-vice-chancellors, deans of faculties and head of departments. Along with,
administrative heads of various units of HEIs also have a strong impact on institutional setup.

In the present global competitive and socio-economic environment, the universities are playing a
momentous role in developmental process around the world. The leadership is critical, complex
and challenging with respect to higher education due to its vast effect on excellence of learning
and teaching (Martin, Prosser & Ramsden, 2005). In traditional sense, many academicians may
not find themselves as the academic leaders. However, leadership is the process of influencing,
motivating and inspiring individuals without using force and power to follow them. In leadership
literature, numerous studies focused on leaders’ behavior, effectiveness and growth (Burgoyne,
Mackness & Williams, 2007). Numerous studies highlighted challenges faced by leadership in
higher education among which restructuring of university governance is the foremost. Fostering
a climate of trust, support and autonomy gives impression to certain standing for the academics
towards their leadership (Bolden, Petrov & Gosling, 2008). Though, there were no distinct
features of leadership success in higher education however expectations of academia over mutual
decisions are esteemed.

In higher education institutions, effective leadership is an imperative prerequisite for decisionmaking process and also a decisive constituent for the success of these institutions. Within higher
education institutions, the term academic leadership describes the collection of roles and tasks
executed by those individuals who are selected for formal positions of responsibility (Bryman &
Lilley, 2009). This term is also used to define characteristics and qualities of specific individuals
those who are acknowledged by others as being the academic leaders. The concept of academic
leadership is being accessible and exposed to others, showing compassion, empathy and care and
in turn need acceptable support and values from others. So, these values can nurture atmosphere
of constancy and trust which eventually having an encouraging influence on employees working
around (Bakar & Mahmood, 2013). Academic leader uses their leadership authority, potentials
and headed different academic units within institutions that have prominently diverse potentials,
purposes, strategies and directions for institutional credibility and success.
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The academic leadership is dynamic factor in creating and building the quality education system
wherever education is a critical pedal in cultural, social and economic growth. There are certain
factors those which are responsible for effective leadership behavior among which intellectual
capabilities, personal features, communication skills, decision-making skills and performances
are foremost (Simon & Black, 2015). The academic leadership requires the wide-ranging skills
and knowledge and considered as an amalgam of the complex behaviors. In higher education,
leadership sustainable development is influenced by increase in market competition, managerial
control, government scrutiny and organizational restructuring (Marta, Susana & Miranda, 2016).
In competitive global economy, there is tensions exists between academic requirements versus
needs to meet desires of industry on notion that higher education always face these challenges
(Graham & Antony, 2017). The HEIs are predictable to be flexible in their offerings, the cost
effective and efficient while being responsive to student needs and expectations.

2.7.1 The Leadership Framework
The faculty positions generally combine the role of teacher, researcher, scholar and institutional
members those who have leadership responsibilities in some or other form, either implicitly or
explicitly identified within leadership role. In the HEIs, there are different authorities those who
play leadership role in their spheres (Gmelch & Miskin, 1993). The most commonly executives
in leadership roles are the vice-chancellor and pro-vice chancellor led by deans and the head of
departments. The head of departments are positioned as in-charge of academic departments with
the definite understanding of management skills and how to bring about the group goals in the
departments (Gmelch & Miskin, 1995). Different studies were conducted by diverse researchers
to explore leadership role either of the vice-chancellors, pro-vice chancellors, deans and head of
departments. These researchers conducted studies to explore leadership styles of these executives
(Hannay & Ross, 1999). However, in current study, the researcher make an attempt to explore
leadership styles of head of departments in higher education institutions.

The head of departments are likely to be the means of professionalisms, means for change and
mentors for guiding staff and faculty members through the professional development and team
building. In HEIs, department heads occupy unique role by considering them as vital element of
the academic administration in institution (Hammond, 2000). These HODs are facing challenges
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and better understanding of these challenges will help and support them to bring the changes in
the department. The head of departments can meet these challenges with less difficulties if they
comprehend the crucial fundamentals for emerging culture of positive change (Brown, Boyle &
Boyle, 2002). The challenges comprises to grow an understanding and clearness about the roles
and motives of department head, to build a mission-statement that defines vision and long term
commitment, to comprehend strategic planning procedure for producing a dynamic department,
to sets the urgencies for departmental activities and to mature basic leadership abilities required
for an effective head of the department (Aziz, Mullins, Balzer, Grauer & Cohen, 2005.

The adaptation of certain leadership style by head of departments in certain situations can greatly
influence success of academic departments. The leadership styles effectiveness of departments
head is an important feature that influence both the quality and nature of the institution. In HEIs,
the department heads are part of the institutional administration and perform both academic and
administrative responsibilities (Ackerman & Mackenzie, 2006). The academic department head
is positioned in a place where he/she come on contradictory potentials in his dealings with group
members. Department heads those who are able to develop active style of leadership and sustain
the correlation of dynamic coherence with colleagues will be able to bestow dynamism toward
the development of concerned department (Lyons, 2008). These heads through an ineffective
leadership style can manage better departmental strategies, policies and guarantee the excellence
to achieve the desired goals of department by maintain the standards and the status of concerned
department (Klar, 2012).

The head of departments need the ultimate support from faculties and administrative colleagues
within the department. The heads of departments are required to use their leadership authority
impartially, establish the vision and empower their colleagues to perform wholeheartedly and to
deliver the already established departmental strategy within university (Sakiru, Othman, Silong,
Kareem & Yusuf, 2014). In an ideal world, each individual should be both an academic leader
and manager as well. Though, most able and eminent academicians are judged by their standards
of teaching and research and they may be the most befitted individuals in role of leadership to
manage a department. The foremost role of department head is to deliver as academic leadership
and is accountable for managing syllabus and budget, promoting and defending the department
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and giving much emphasis on research guidance to their students (Qamar, Inamullah, Nseer,
Hussain & Ahmad, 2016). The academic departments should be examined on quality of learning
and teaching whereas research is examined through series of research publications and research.

2.7.2 The Leadership Challenges
The fast growing development in education, teaching and research requires the academic leaders
in higher education to be more focused on sharing of innovative and creative knowledge. The
academic leaders must identify the prevailing challenges and must take certain suitable measure
by articulating accurate strategies to convert these challenges into prospects (Brower, Schoorman
& Tan, 2000). The effective academic leaders in higher education always provides opportunities
to their academia and the researchers to think and work innovatively to bring the status of their
institutional standards at par to international benchmarks. With respect to desired standards and
change, role of leadership and academia in these institutions is phenomenal (Ginkel & Seddoh,
2002). The academia and researchers are encouraged by their leadership for academic success by
providing new opportunities towards inspired and shared knowledge to others. The HEIs needs
the capable and experienced academic leadership at different level for sustainable development
(Rowley & Sherman, 2003).

Recognizing the appropriate leadership trait in any sector is challenging though the effective
leadership behavior is significant for the situation, followers and leaders themselves. The role of
an academic leader is complex, large and often imbued with ambiguity. One of major challenges
that academic leader faces is a lack of clarity about the nature of this context-specific form of
leadership that embraces both management and leadership functions (Lord & Hall, 2005). The
nature of academic leaders’ role with its multiple dimensions and responsibilities creates stresses
and conflicting demands which may lead to dilemmas requiring reconciling of conflict between
needs of individuals and institution (Hollenbeck, McCall & Silzer, 2006). The major challenges
about strategic leadership in higher education which includes creativity, ability towards change,
conflict resolution, preservation of academic excellence and dealing with human and economic
resources. Effective leadership focused on interaction and engagement which ultimately motivate
their followers to bring positive change in institution (Sarkarani, 2007).
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With respect to higher education, there are certain expectations and growing interests from the
leadership regarding the improvement in learning and teaching and influencing the behaviors of
the students those who afterward grow as leaders to face of global challenges (Baldwin, 2009).
In recent decades, within higher education sector, the contextual changes have arose particularly
internationalization of institutions, globalization of market, development of private institutions,
increased cross-border academic mobility, and cutbacks in public funding. Therefore, in higher
education setting, regarding significance of leadership paradigms, it is compulsory to compare
the prevailing concept of leadership in higher education along with existing leadership practice
and theories (Whitechurch & Gordon, 2010). Subsequently, there are wide-ranging leadership
competencies structures exists (leadership capabilities & activities) and these could be confirmed
regarding demands of higher education sector. The academic leader requires amalgamation of
management and leadership competencies to address challenges met by the higher educational
institutions (Austin, 2012).

The availability of high quality, capable and effective leadership is essential for socio-economic
expansion of higher education sector. The academic leadership, in HEIs can play a fundamental
and pivotal role. Conversely, if the HEIs are not conscious of this connectivity then education
excellence will be amiss (Catrin, Miller & Hamrin, 2014). The above said phenomena pose grave
challenges for the governance system and leadership in vogue in HEIs. The primary challenge is
to bring academic status of institutions to internationally accepted standards (Amaral, Martins,
Gouveia, 2015). The quality education and world ranking assuredly is utility of various factors
but role of effective leadership remains key factor for success of these institutions. Consequently,
selection of top leaders of higher HEIs becomes vital and needs additional competencies to pace
challenges faced by the institutions (Graham & Antony, 2017). In modern era, main challenges
are concerned with building financial sustainability, rating academic standards, strengthening
student culture, prioritization of upshots, blended learning opportunity and academic excellence
those which are vital components of the successful institutions.
Figure 2.7 The Competency Model for Academic Leadership
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2.8 The Leadership and the Impediments Around
As compared to other sectors, the role of the leadership in the education sector is phenomenal. In
this regard, the HEIs, especially in developing countries are facing multi-dimensional challenges
in the face of rapid technological changes. The socio-economic environment is changing along
with the demand of highly educated, skilled, competent and last but not the least some very
committed working force that is required to achieve the high valued tasks through extraordinary
performance. In this context, the role of the leadership becomes more than important in every
sector of economy among which the HEIs stands at the top. Contemporarily, role of leadership
has attained a crucial status for the re-building of basic structure including the working format of
the academic institutions to bring them at par with global standards. For this task, the concerned
leader should have a strong comprehension of the complications faced by the institutions among
which the institutional and employees impediments are the foremost.

In the higher educational institutions, there are certain impediments faced by the leadership
within and outside the institution. In this regard, the main impediments around the leadership are
concerned with the institutional and the employees. The institutional impediments comprise the
academic, economic and political which has strong standing upon the leadership and ultimately
the credibility of the concerned institution. On the other hand, the main impediments, faces by
the leadership, with respect to employees are the job burnout, absenteeism and the intentions to
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leave the institution. Both these kind of barriers can affect the performance of both the leadership
and the employees in the institution. In this regard, the leadership of the concerned institution is
required to take certain measures those which are necessary to up-bring the academic standard of
the concerned institutions at par to international standards. In the present study, the researcher
highlighted the main the impediments around the leadership in the higher educational institution
especially in the developing countries like Pakistan.

2.8.1 The Institutional impediments
In the existing era where in every sphere of life, the globalization is taking place, the academic
institutions occupy their place at the helm. The dynamism in academic institutions in general and
the universities in specific are directly proportional to the competence of both the leadership and
employees. The success of these institutions depends upon solid functioning of leadership about
the issues like academic, economic and the political dimensions. There are other factor which are
also important to be considered like the potential, diligence, commitment, the work efficacy, the
employees’ efficiency and effectiveness and ultimate performance, the leadership abilities and
competencies, the cynicism, the politics within institutions, the favoritism, the corruption within,
the allocation and utilization of resources and political interruption are main kinematics faced by
institutions. In present study, main issues of concerns are the academic, economic and political
impediments which should be analyzed on priority basis to up-bring the institutional standards.
A. The Academic
The institution is a structure, shaped by individuals, who have diverse characteristics, emotional
states, predictions, practices, educational levels and come together to realize the institutional
objectives. Moreover, to sustain institutional strength, the concerned leadership must have strong
constitution, mission and vision matching to the institutional standards, show higher performance
by working with capable and committed leadership and the employees (Lucas, 2000). In higher
education, faculty usually plays a vital and visible role and considered the key resource towards
the quality for academic standards. There are other factors which can cause academic standards
like the non-up-to-data curricula, lack the necessary skills for employment, favoritism in the
recruitment and selection, the law and order situation, lack of facilities, politicized and violent
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student unions and lack of teaching and research (Bolden et al., 2012). Although the problems
are long aged however still can be solve by competent and committed leadership in all respect.
B. The Economic
The economic adjustment needs by a viable and stable economy but unfortunately in developing
countries, education lacks the fundamental resources which are mandatory for development of
higher education. The government, in this regard, is apportioning lowermost budget to education
sector due to rapid technological alterations and these economic restrictions are the roots towards
various economic impediments in higher education (Chaudhry, Iqbal, Gillani, 2009). The budget
of education sector is the main financial impediment that is liable for lower enrollment ratio. The
government, in these circumstances, is not able to spend more on education due to the budgetary
constraints. The population is increasing more rapidly but investment in education sector is not
to the mark to cater the situation (Tehmina, 2012). The allocation of budget to higher education
is not enough to meet basics of education sector and resultantly, due to this pause, educational
development is on stake. The economic status of higher education is not up-to mark due to overemployment which caused an extra burden in smooth running of these institutions.
C. The Political
On one hand, education brings political stability by realizing the individuals towards their rights
and responsibilities and therefore creates moral environment over participation and cooperation
for better implementation of policies. On the other hand, political interference is the main reason
of devastation of education system. The academic institutions cannot achieve the desired quality
and success until the interference of representatives in appointments and in violation of merit is
not ending (Plank & Boyd, 1994). In public sector HEIs, the non-transparent employment and
disappointment from the establishment to keep pace with emerging challenges leads to the poor
quality of education. One of prominent issues faced by the leadership in the HEIs is meddling of
politicians in the institutional affaires especially in the recruitment and selection. These political
leaders pressurize academic leaders to pursue their interests in appointments of various cadres.
Consistent effort from bottom is missing because educational institutions are frequently effected
by uncalled and unnecessary bureaucratic and political intervention (Doyle, 2007).
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2.8.2 The Employees impediments
The leadership, in every institution, faces the impediments with respect to employees. The main
inhibitions, in this regard, are job burnout, absenteeism and intentions to leave. The leadership,
in institution, must focus upon these magnitudes to boost their employees towards the elevated
performance necessary for the up-gradation of academic standards. The phenomenon of burnout
originates from a wholesome relationship between individual and his leadership feeble policies
along with its working environment. Three major dimensions can be elaborated to comprehend
the subject. They are the emotional imbalance due to over fatigue, demoralization and minimum
employee`s achievements. The absenteeism, in professional career of individuals, has seemed as
an indicator of the performance on part of employees which is lower than average along with a
complete violation of the settlement between the employee and leadership. This phenomenon of
absenteeism originates from employee`s burnout and culminates at his/her intention to leave.
A. The Job Burnout
The phenomenon of burnout is being widely debated to develop a theoretical framework in the
context of contemporary corporate culture where employee is highly occupied in many respects.
On the part of employee, his/her social and professional environment coupled by physical and
financial status and the employee`s personal characteristics have some far reaching impact upon
his/her attitude and behavior (Wilmar, Schaufeli & Leiter, 2009). Random outbursts, pessimism,
job sickness, furloughs and disobedience are the prominent features of a disgruntled employee
which may result in physical and mental stress. The related emotional imbalance and physical
fatigue is the obvious cause of the self-exhaustion i.e. burnout as labeled in the modern literature
(Camdena, Pricea & Ludwig, 2011). From professional view, the seniority issues, up-gradations,
annual bonuses, lucrative job assignments, working hours, attitudes and behaviors of co-workers,
conflicts with the immediate boss on policy matters and other alike matters are main sources of
burnout which are operative within the sphere where the employee pursues his/her job.
B. The Absenteeism
The absenteeism is a multidimensional phenomenon which can be discussed categorically under
various heads. Employee resorts to absenteeism due to multiple reasons which can be analyzed
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keeping in view his/her social, financial, physical and the psychological status. The employee, in
this regard, overcome by existences of self-fatigue and like better to remain absent from assigned
duties which is the first measure he/she can adopt to disengage themselves from their workplace
(Clements, Halton, Morton & Whitby, 2008). In this regard, the people at the helm (leadership)
matter a lot to counter this gesture of employee by contemplating core issues behind. Ethically,
some downward trends can be easily observed in attitude and behavior of employee if noticed
keenly. As for as, his/her professional assignments are concerned, those are neglected to a large
extent due to his/her lack of interest and due attention (Shivam & Vijay, 2013). In this regard, the
leadership among other related factors can play a vital role as they are more resourceful in
according the due support to the said employee and removing the job related issues.
C. The Intention to Leave
The phenomenon of intention to leave evolves from certain specific socio-economic and the
professional conditions those which prevail persistently and faced by employee in organization.
It has multi-dimensional format mainly based on disparities pertaining with his/her professional
career, service structure, attitudes regarding high ups, colleagues, sub-ordinates, his/her spouse,
children, relatives and career related perks and privileges including the salary packages and upgradation (Branham, 2005). Moreover, his/her family issues especially the education and health
of parents, children and other such matters are also operative in nurturing his/her intentions to
leave. All these factors accumulatively affect the psychological focus of employee thus he/she
starts thinking over other options which may professionally sound and the socially stable (Ray,
2013). Consequently, employee shows lack of participation and intends to leave the institution
seeking better opportunities in other organizations. In result, the concerned leadership has to face
administrative, professional and financial burden which hampers its credibility and output.
2.9 The Employees Performance
To survive and thrive in a competitive world, institutions have to focus their efforts on all the
dynamics regarding academic and financial management that play key role in elevating the
performance level of their employees in general and institution as a whole. In contemporary era,
the institutional performance is among one of major goal ahead for both the leadership and the
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employees. The employees’ performance is the summary of individuals’ behaviors which donate
to success of an institution. For improving employee performance, researchers count upon many
factors. Some of them about leadership, others relate with colleagues, environment, job security,
wages, promotions, personality profiles, supervision, justice and institutional structure. Beside
these factors, there are some other attributes like the efficiency, effectiveness, innovativeness, the
work ethics, creativity, responsiveness, communication, professionalism, development and the
commitment. Certainly there is need to improve performance to cause change in and refining
performance excellence by accepting mechanisms to recover institutional performance.

The improvement in performance, with respect to employees, in every sector, implicates the
aspiration to lay the bases of modernism and development and providing essentials to excellence,
creativity and effectiveness by accelerating human minds in current competitive environment
(Griffin, Neal & Neale, 2001). Numerous studies reveal influence of supervision and leadership
in organizations which is characterized as responsive characteristic and describes success in
projected performance. The educational psychology researchers have made an effort to explore
diverse relationship that exists between employees’ performance and management (Armstrong &
Baron, 2005). The performance is mainly the capability of employees to use their knowledge and
skills professionally. Similarly, when scholars discuss the performance on the part of employees,
it is built upon both physical and intellectual aspect (Bowles & Cooper, 2009). The management
and leadership have important connection toward the performance of employees. Basically the
performance of the employees is the effectiveness of leadership and ultimately the performance
of the institution.

The human beings are mindful, knowledgeable and continuously attempt to grow in competitive
environment where skills and knowledge are changing rapidly. So the individuals learn, adapt,
change and exchange towards wisdom to improve their professional capabilities (Chaudhry &
Usman, 2011). The management and leadership in the institutions always strive to motivate and
encourage their employees by changing attitudes over behavior development and modification as
per defined norms and values. The employees’ performance has both attributed and accredited
factors for the success and failure of institutions (Paracha, Qamar, Mirza & Waqas, 2012). The
individual willingness for change regarding performance ultimately shows their adaptability,
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involvement and consistency. The employee performance is resultant outcomes made at the work
towards and contingent upon the practices, policies and the structure of the institution (Alavi,
Abdi, Bighami & Heidari, 2013). This integrative perception signifies an approach to strategic
HRM which claims that outlines of HR practices are crucial to achieve institutional objectives.

The professional behavior is critical for effective performance in all the organizations including
the education sector. The higher education needs a high degree of professionalism which is
essential for the employees’ behavior, professional ethics and higher level of performance (Asif
& Searcy, 2014). The good performance, professionalism, work ethics and commitment are said
to go hand in hand. The highly inspired employees perform better, therefore improving their
professional skills through efficiency and effectiveness. It is important to state that employee’
feelings, attached value, behavior and the situation define the degree of struggle they put in the
attainment of the institutional goals (Amjad, Sabri, Ilyas & Hameed, 2015). The employees’
performance is broadly believed as an important instrument to gauge the performance as a whole
however, there is slight agreement as what definite characteristics that make an employee an
extraordinary (Waheed, 2016). Therefore, empowering the employees, with their full potential,
the performance and the coupled attributes are the main kinematics behind in attaining the high
levels of performance on the part of employees.

During the last decade, number of studies are available those who analyzed the performance with
respect to task and contextual performances. The task performance is related to the prescribed
role of employees towards the institutional goals. The task performance can be prescribed as the
efficacy through which the employees perform the activities respecting technical core activities
within the institutions. It is mainly concerned with the application of advanced technologies by
effective utilization of resources to perform technical processes in the institutions. Conversely,
the contextual performance which is also known as citizenship performance involving those
behaviors that are not directly related to the job tasks but having vital impact upon institutional
psychological and social contexts. These behaviors serves as catalyzers for efficient undertaking
of the entrusted tasks. Both tasks and contextual performance helps employees and institutions in
exhibiting the decent performances towards the achievement of the desired objectives. However,
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the present study is focusing upon recommended attributes like the efficiency, effectiveness,
responsiveness and the innovativeness.

2.9.1 The Employees Performance Model (Uphoff & Muharir, 1994)
The performance is an aggregate concept which comprises acquisition of inputs and worth of
outputs, the several effects of these outputs and the results of activities from the institutional
perspective. The employees’ performance is complex and multi-dimensional phenomenon which
helps to evaluate the performance of institution as a whole. Furthermore, due to the probability
of effectiveness, responsiveness and efficiency moving in diverse ways, it should be valuable to
appraise performance together. Different researchers proposed different models for performance.
Though, following models for performance are available in literature comprises the efficiency,
innovation and effectiveness (Nordlinger, 1973), economy, efficiency, effectiveness and quality
(Pollit, 1988), economy, efficiency, effectiveness and equity (Mulreany, 1991 & Carter, 1992),
efficiency, effectiveness, responsiveness and the innovativeness (Uphoff & Moharir, 1994) and
efficiency, effectiveness and adaptability (Razavi, 2007). An ideal situation will be reproduced
by concurrent rise in efficiency, effectiveness, responsiveness and innovativeness.

The job performance assesses the extent to which individuals perform job. The job performance
has been studied academically as part of human resources management and also practiced in
the organizational and industrial psychology. The organizational performance is outcome of the
combined effort of individuals working in the organization (Campbell, McCloy, Oppler & Sager,
1993). These efforts serve as a framework for describing current status of educational institutions
and also as a degree for measuring its competitive advantage. Therefore, performance is critical
issue faced by each and every institutions. Though, the quality and magnitude of performance
depends upon the effectiveness of the leadership and the contextual parameters. However, there
are certain factors, those which are responsible for the success of institution. The main factors, in
this regard, are the leadership and performance (efficiency, effectiveness, innovativeness and
responsiveness) on the part of employees (Uphoff & Moharir, 1994). In current study, efficiency,
effectiveness, innovativeness and responsiveness are regarded as most influencing attributes
which may affect the level of performance.
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On the part of employee, the quality and excellence is broadly believed as an important element
of performance however, there is slight agreement as to what definite characteristics that makes
an ordinary individual as a noble employee (Motowidlo, Borman & Schmit, 1997). In the same
line, it is crystal clear that efficiency and effectiveness of an individual occupies a logical place
in prominent performance. In same line, the employees’ values, behavior, feelings, motivation
and situation defines their effort towards the achievement of institutional objectives (Judge &
Ilies, 2002). In this regard, to measure performance of employees in institutions, the efficiency,
effectiveness, responsiveness and innovativeness plays an overwhelming role. On the other pole,
the creativity on the part of employees also play an important role in nurturing the skills, abilities
and competencies to offer the innovative and creative ideas (Christen, Iyer & Soberman, 2006).
Last but not least, commitment and professionalism on the part of employees are also considered
as prominent features for performance by showing enthusiasm and the professional behavior.

The performance, on the part of employee, is a significant building block for any institution and
the attributes which establishes the basis for great performance should be discussed and explored
on priority basis. It is an accredited fact that institutional survival and development is not based
upon efforts of single individual but it relies strongly on collectively efforts of all its employees
including the leadership and management (Qaisar & Sara, 2009). In this regard, performance is
the multidimensional phenomenon which aimed to attain desired outcomes and strongly linked to
the strategic objectives of the institution. The employees, at every level, are required to produce
maximum results by using their skills, abilities and potentials to achieve the institutional goals
(Chaudhry & Usman, 2011). In this regard, with respect to efficiency and diligence, there are
some expectations from employees working in institutions. Therefore, the employees should
behave professionally to think, work effectively and efficiently and bring about their duties
creatively to survive in contemporary competitive environment (Alavi et al., 2013).

The conceptualization of job performance has been prolonged in recent years including the
behaviors of core task, citizenship and counterproductive. In this regard, the core task behavior
(performance) talks about the basic required responsibilities of the specific job. Similarly, the
citizenship behavior (performance) states the additional behaviors of the employees besides their
core task behavior which dynamically encourage and make stronger employees to become more
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efficient and effective (Baksh, Zaman & Fida, 2015). Likewise, the counterproductive behavior
(performance) denotes to volunteer performances that may harm the good fortune of institution.
The scholars equated the comparative significance of these performance behaviors in decisionmaking regarding overall performance of each employee (Waheed, 2016). The literature reveals
that these performance behaviors backed by motivation towards general performance and giving
emphasis to core task performance shadowed by counterproductive and citizenship performance
(Menges, Tussing, Wihler & Grant, 2017). Regarding the performance, there are certain concept
which are vital to analyze and discuss in the higher education context.

2.9.2 The Employees Performance in Higher Education
In the context of higher education, there are different working units (teaching and non-teaching)
those who perform their responsibilities towards the achievement of institutional objectives. In
this regard, the teachers are the basic units those which are instrumental in establishing academic
standards of department which elevate the ranking of institution. Among numerous obligations, it
is prime duty of the leadership to bring about certain solid changes in the working environment
of the department by providing conducive atmosphere where teachers perform with commitment
thus showing their wholehearted performance (Steven, Appelbaum & William, 2000). This entire
phenomenon, can be pursued most successfully if the performance of teachers are managed and
efficiently and effectively (Griffin, Neal & Neale, 2001). The teachers’ performance depends on
certain parameters and attributes those which are vital for the exceptional performance. In this
regard, the main parameters, on part of employees (teachers) should to be analyzed and discussed
on priority basis to bring the performance up to the mark (Armstrong & Baron, 2005).

In higher education context, the key critical responsibility of these institutions is a transformation
system/production process comprises the activities to distribute knowledge, conduct research and
responsible for community services. The core business of educational institutions and leadership
is geared towards the delivery of teaching, learning and the pursuit of research, innovation and
development (Bartram & Casimir, 2006). Therefore, in order to gain and sustain competitive
lead, the higher educational institutions must be able to manage their workforces as assets built
on leadership, teamwork, loyalty and finally their competencies leading to higher performance.
In this regard, the teachers in higher educational institutions are the core success factor for the
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survival and the ultimate development of these institutions with respect to their knowledge,
experience and the competencies (Thomas & Feldman, 2009). The success of these department
and the institutions totally depends upon the efficiency and the effectiveness of their teachers.
The teachers’ prominent performance is phenomenal to institutional development and success.

In contemporary era, the technological advancement and economic development of any country
highly depends upon the capabilities of higher education. In the same line, capabilities of human
capital is also considered a key critical success factor for higher educational institutions in order
to create and sustain competitive advantage and hence, institutional credibility (Asif & Searcy,
2013). Similarly, the institutional credibility hinges on employees and teachers concerned, when
perform committedly, can play momentous role in uplifting the standards of these institutions. In
same line, performance on the part of teachers also depends upon cross functioning of various
factors namely the attribute of the performance (Asif & Searcy, (2014). In this regard, the main
attributes on part of performance are efficiency, effectiveness, innovativeness and responsiveness
those which are considered vital for prominent performance. The current study is an effort to
analyze impact of these attributes on teachers’ performance in the context of higher education
institutions in developing countries like Pakistan.
The teachers’ capabilities and their attributed performance are key critical success factor for the
survival and the ultimate development of the academic departments. The effectiveness of these
departments depends upon potentials, abilities, skills, competencies, commitment and ultimate
performances of their teachers and head of departments (Amjad, Sabri, Ilyas & Hameed, 2015).
Actually, encouraging attitudes and work ethics on part of employees are essential to realize the
way towards goal success. For this purpose, human resource department in every HEIs should be
more focused on the qualifications, expertise, capabilities while selecting and recruiting the new
personnel. All these reflects an institutions in achieving desired future outcomes, thus creating
mechanisms for measurement of teachers’ performance (Ghosh & Niladri, 2015). This in turn,
will ensures that teachers work towards common objectives and goals, thus with view to achieve
teachers’ performance leading to departmental performance. The present study highlights some
attributes which are considered as vital while measuring the performances of the teachers.
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The teachers’ performance, in higher educational institutions, is influenced by numerous factors
comprises leadership, opportunities to work, external factors and personal traits of individuals
which ultimately have significant impact upon contextual and task performance of teachers.
Similarly, towards higher performances and success, the effective leadership plays a major role
in shaping the attitude and behavior of the teachers. In the same line, number of performance
initiatives was unproductive because of ineffective leadership styles. The literature reveals that
transactional and transformational styles have direct influence on teachers’ performance as well
as the performance of institutions. The transformational leader involves mostly in changing the
ambitions, teachers values and drives and assists them to higher performances. Consequently, the
transformational behaviors develop the hopes for outcomes and the drive that what they could
achieve by applying the transactional behavior. Generally, research on transactional style did not
reflect leaders’ behaviors so for as transformation in standard parameters and performance are
concerned.

2.9.3 The Attributes of Employees Performance
There are certain attributes coupled with the performance on part of teachers. For this purpose,
the present study highlights most prominent attributes which includes efficiency, effectiveness,
innovativeness and responsiveness and considered all these as vital for teachers’ performance
(Uphoff & Moharir, 1994). In this regard, efficiency, is the best utilization of required potential,
dynamism and time to achieve the desired outcomes in institution. In same line, effectiveness, on
par of teachers, is the comprehension of attaining the desired outcome within the predefined
resources (Kenny, 2008). It measures how successfully the employees achieve their missions
through their core activities. The innovativeness and ultimate creativity, on part of employees,
also play a significant role in raising level of performance (Parmar, Mackenzie, Cohn & Gann,
2014). Last but not the least responsiveness is sensitivity, awareness and the involvement of
employees in institution. All these attributes play significant role in boosting the performance
and enhancing work ethics, communication and commitment level (Ahmed & Mostafa, 2017).
A. The Efficiency
The efficiency, on part of employees is important in each and every organization because their
efficient behavior contributes strongly to success of organizations including the higher education
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institutions. The efficiency is a value which is based upon the hard work and diligence on the
part of employees (Uphoff & Moharir, 1994). Numerous studies were conducted on the influence
of efficiency on employees’ commitment and performance with diverse outcomes. In modern
era, the organizations are focusing on developing efficiency which in turn leads the employees to
behave ethically and to maintain the work ethics (Coelli, Rao & Battese, 2001). The efficiency is
the actual way for refining institutional performance particularly when institution uses diverse
approaches in building the ethical culture among their employees. The literature reveals that the
efficiency includes the diversity of parameters like work ethics, self-interest, devotion, personal
morality, social responsibility, communication, the rules and regulations, hard work, codes of
conduct and time utilization (Afonso, Schuknecht & Tanzi, 2003).

The efficiency is an important attribute for both employees and leaders. The efficiency specifies
the use of less inputs while generating the more outputs. The efficiency plays a vital role to
highlight the mistakes because these potential mistakes not only spoil the institutional status but
also hamper its success (Cloete & Moja, 2005). The efficient employee whether the subordinate
or the leader can performs their responsibilities in an effective way that leads the institution to
develop its desired position. The efficiency can be succeeded by maximizing the outcomes of the
actions with respect to the resources used and can be measured by matching the effects acquired
in their efforts (Peng, Pike & Roos, 2007). The efficient employee is the basic need of both the
public and private sector institutions. The efficient employee is always clear about his/her
objectives and updated their skills and knowledge with the changing demands. In the same line,
it is the responsibility of the concerned leadership to regularly gauge and endorsed the efficiency
and performances of their employees (Henry, Eyring & Brigham, 2011).

In the higher educational institutions, on the part of employees, their performance depends upon
their utmost diligence and efficiency because the efficiency is the ability of the employee to
avoid the wastage of resources in performing and achieving their assigned tasks by producing the
desired outcomes successfully. In the systematic terms, efficiency is the degree to which input
(task) is well used for a projected output (action) (Krishnan & Krishnan, 2012). It particularly
involves ability of employees towards their effort to produce maximum results with minimum
wastage of resources, cost and unnecessary effort. Likewise, efficiency is frequently confused
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with effectiveness because the “efficiency is doing things right while effectiveness is doing the
right things” (Elena & Marina, 2015). The HEIs along with leadership require suitable resources
in form of human, material and financial resources to achieve efficiency and desired standards.
The human resources must be effective and efficient while many have accepted the prominence
of employees’ efficiency in higher education institutions towards the smooth running the
effective systems (Elina & Elita, 2017).
B. The Effectiveness
The effectiveness is the capacity the employees or teams to accomplish the assigned tasks and
directed by the leadership in institution. The team is the group of persons who are commonly
reliant upon their tasks, view them as one-unit and share responsibility for outcomes fixed in the
institutional setting which effectively functions within the established boundaries of that system
(Griffin, Neal & Neale, 2000). In the same line, the higher education institutes serve different
individuals from diverse backgrounds and roles. To work efficiently, effective communication is
vital which not only share the facts and figures but also reflects its influence upon employees’
effectiveness (Cloete & Moja, 2005). In the higher education, for determination for higher
effectiveness and efficiency, the leadership contributes greatly to introduce the parameters for
performance to assess and manage performance in higher education. The leadership, in higher
education institutions, may bring changes in the functions and structures to improve and sustain
the building and working of effective interactions between the leadership and the individuals
(Limsila & Ogunlana, 2007).

There are certain factors which need to be established to provide conducive and innovative work
environment among which effectiveness with respect to higher performances is foremost. The
effectiveness plays significant role in decision making process and vital tool for the successfully
achievement of institutional objectives (Krishnan & Krishnan, 2012). The effectiveness generally
means how an employee utilizes the available resources to produce the desired outcomes. In this
regard, the management and leadership are also vital to properly plan and control the wastage of
resources (Ashraf & Khan, 2013). The employees are required to improve themselves to
effectively meet changing needs of institution. The effectiveness is needed for both employees
and leadership in the institution. There is no efficiency without effectiveness since the efficiency
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is the part and parcel for the effectiveness (Upadhaya, Munir & Blount, 2014). The effectiveness
is vital requirement for higher efficiency and has a strong bondage between both the concepts.
The effectiveness is an influential factor but it is also influenced by many factors in institution.

The effectiveness, on the part of employees, has always been linked with the improvement in the
abilities, competencies and skills. The effectiveness is vital attribute to measure the performance
of employees and the leaders always show their concerns to develop the employees' attitudes,
abilities, skills, knowledge and experiences to develop their value and efficiency (Andrea,
Vecera1 & Surinova1, 2014). The leadership in institutions always provides the development
opportunities to their employee which ultimately pays the way towards the effectiveness of the
organization. Simultaneously, the employees should know that the factors like job involvement,
self-efficacy, perceived needs and benefits and superficial work support are dynamic to inspire
them to contribute in the development process (Bratnicka, 2015). The employee effectiveness is
not a “simple phenomenon but it is complex process” that requires a diversity of styles to attain
the preferred outcomes. This process is generally comprises four important components namely
interpersonal skills formal education, responsibility and work capabilities (Elina & Elita, 2017).
C. The Innovativeness
With respect to innovation and creativity researchers have formed variety of definitions. To some
researchers these are the characteristic of individuals while to others it is a process. Numerous
researchers claimed that improving the innovative performance on the part of employees is an
essential element if institutions need to gain competitive lead (Uphoff & Moharir, 1994). When
the employee performs innovatively then they suggests creative, useful and novel procedures and
ideas that provides institution an imperative material for the successive growth. These novelties
then enhance the institutional capabilities by responding the new opportunities and thus adapt,
develop and strive in competitive environment (Scott & Bruce, 1994). Studies have examined
systematically, probability that individualities in institutional backgrounds pays meaningfully to
innovative performance (Obenchain, Johnson & Dion, 2004). Personal individualities includes
complexity attraction about broad interests, self-confidence, understanding and consideration of
ambiguity are positively related to innovative performances through variety of domains.
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The academic institutions need to be creative and innovative employees for preserving survival
and having competitive advantage, so that they are prepared for management of quick changes
and deep global evolutions. The Innovativeness, both as professional capability and as a personal
attribute, is acknowledged as an important dimension for a fast-changing world (Ramamoorthy,
Flood, Slattery & Sardess, 2005). By using the appropriate tools that facilitate learning activities
in higher education can promote creativity and related abilities like digital literacy, independent
learning, collaboration and communication skills and critical thinking. It requires creativity on
part of employees and teachers to develop and manage learning environments in the institution
(Alirezaei & Tavalaei, 2008). The creativity has been recognized as key element for addressing
the challenges affected by fluctuations along with a key influential force towards social and
economic advancement and knowledge creation. As an individual quality, the innovativeness can
be categorized as disposition than a definite ability and correlated to identity creation instead of
information (Lee & Yu, 2010).

The employees in the institutions are always provided the opportunities and support to develop
their knowledge and skills and to improve their practice to grow as professionals. The creativity
and innovation are addressed to recognize the gaps in employees’ accomplishment (Malikeh &
Zare, 2013). The innovativeness becomes pivot which acmes employees’ academic credentials,
measurement of performance and analysis concerning the professional queries that are related to
the situation wherein the professional innovation is provided. Numerous practices are applied to
improve employees’ innovativeness through professional development (Bratnicka, 2015). The
professional competency originates from different attributes possessed by employees comprises
attitudes skills and knowledge. These attributes together bring about the innovation as stated the
innovativeness therefore innovation is mixture of traits underlying some features of professional
performance however the individuals’ attributes does not themselves institute the innovation
(Elina & Elita, 2017). The creativity is also related to the achievement of the series of tasks by
applying new and novel tools and techniques.
D. The Responsiveness
On the part of employee, the responsiveness in the workplace is considered more significant in
modern and complex institutions including higher education institutions. In this regard, different
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changes have occurred in the approachability process mostly due to advanced technology. The
approach by which employees respond currently compared to approach the employees respond
during last eras have completely changed. The active response marks diversity of mechanisms in
an institution and can help in attaining more success for institution (Uphoff & Moharir, 1994).
The responsiveness help in creating strong atmosphere of trust, motivation and sharing of ideas
without obstruction. On other pole, lack of active response may grounds for misunderstanding
and harmfully affects smooth working of institutions. The roles and standing of responsiveness
in higher education have been studied by scholars in several ways (Beer & Nohria, 2000). There
are two types of responses based upon content comprises responsiveness concerning emotional
and social issues, and responsiveness concerning tasks and institutional matters.

The awareness and responsiveness in the institutional setting has always been significant area of
research. In the workplaces, the responsiveness has been studied extensively because institutions
demand the employees to be responsive, efficient and effective to perform their responsibilities
wholeheartedly. In the long run, the improved responsiveness creates an optimal environment to
consider employees’ attitudes at the workplace (Jayachandran & Varadarajan, 2006). Numerous
researchers backed to significance of responsiveness by reviewing and producing the valuable
studies. Within the institutions, the literature reveals that information is the main approach for
responsiveness. In this regard, information process and flow approach which explains whether in
institution communication flow is downward/upward. This perception identifies the institutions
as more machine rather than individual employees moving their own distinctive characteristics
(Homburg, Grozdanovic & Klarmann, 2007). The information process and flow also scrutinizes
institutional structure, roles of information and communication are complex factors and show
how the institutions functions.
With respect to the employees’ responsiveness, there is need to mature the understanding about
the bond between employees, leadership and institution. In behavioral and management sciences,
responsiveness is generally explained as dynamic aspect in describing the relationship between
institution, leadership, employees and tasks. The employees remain responsive due to the sense
of obligation and responsibility (Liang, Chang & Wang, 2011). The individuals, who are
responsive and responsible, will have solid spirit to achieve the assigned tasks. In this regard,
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with respect to employees, responsiveness will help to accomplish the objectives and improve
the level of output in institutions. In the institution, to encourage the employees’ responsiveness,
management should empower employees by concentrating on the psychological empowerment
comprises the self-determination impact cognitions meaning and competence (Elina & Elita,
2017). Numerous researches reveal that employees’ performance level increases obviously if
they adapt responsive working environment to support their economic and social requirements.
2.11 The Organizational Justice (Mediator 1)
In educational settings, the organizational justice research so far has not definitely examined the
justice perceptions. In this regard, the justice perceptions shapes the reactions to unfairness may
be exceptional to the educational perspectives. Since, higher education is specialized field and
different groups of employees work together, therefore, dimension of justice were not effectively
used in the context of higher education institutions particularly in developing countries. In this
regard, some empirical studies are direly needed to address this issue in frame of HEIs. For this
purpose, current study will provide substantial contributions to existing organizational behavior
literature especially organizational justice in context of higher education. The literature reveals,
that organizational justice, with its dimensions, lead to hopes of higher employees’ commitment
and performance in HEIs. The foremost idea of current study is the decisive role of justice in
educational setting which will help in nurturing trust, commitment and performances among the
employees, thus leads to effective working atmosphere in attaining institutional objectives.

The organizational justice concept has emerged and broadly examined in many disciplines like
the social and organizational psychology, organizational behavior, human resources management
and others. The organizational justice is defined as the set of shared perceptions about fair/equal
treatment in the workplaces (Adams, 1965). The said shared justice sensitivities have constantly
been found to be connected to work-related attitudes and behaviors of the employees. The
organizational justice not only affects the employees but also the institution in all respect (Adams
& Freedman, 1976). In this regard, institutions are responsible to provide the fair and supportive
environment to all its employees where they can interact with each other in a positive manner.
When the employees perceive justice and feel that they are equally treated inside the institution
then, they will produce positive attitude, behavior and commitment at workplaces (Greenberg,
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1990). Conversely, when individuals feel unfair treatment at the workplaces, then it will create
demotivation, dissatisfaction, lower commitment, mistrust in management, decrease performance
level and hamper the institutional credibility (Anthony, Robert & Wooten, 1995).

The literature reveals that the organizational justice theory proposes the frame through which it
explores and understands the spirits of trust and mistrust of employees more comprehensively.
The organizational justice mixes the consequences of organizational change along with the ways
used to realize these changes and the behavior about feelings of those who are being affected
(Schminke, Ambrose & Cropanzano, 2000). In this regard, perceiving justice is one of important
factors effecting institutional permanence and stability in long run. In classification of justice,
three concepts were raised comprises distributive, procedural and interactional justices (Allen &
White, 2002). The distributive justice states the attitudes and feelings of employees about the
suitability of what is received and obtained (Colquitt & Shaw, 2005). The procedural justice
states the perceived justice from procedures and processes that through them the consequences
are specified about allocation of resources. The interactional justice states worth of interpersonal
relationship between the management and the employees (Russell, David & Stephen, 2007).

In early times, researchers were interested in issue of justice as a prescriptive means of clarifying
justice practices within scope of public morality. More recently, administrative scientists have
approached organizational justice not as prescriptive/objective/ moral concept but in descriptive
way in order to understand employee awareness of organizational justice and its impact upon the
organizational functioning and success (Russell & Jordan, 2009). In general, the organizational
justice is the insight of individuals regarding the fairness of decisions made by organization, the
fairness of the processes employed in decision-making process and quality of personal treatment
received by employees and leaders (Suliman & Kathairi, 2012). The literature on organizational
justice reveals principles required to summarize the phenomenon of justice more systematically.
These principles help in defining the rights and obligations of the individuals in organizations
(Anna, Silvia, Magnano & Tiziana, 2015). In organizations, management and leadership matter a
lot for development of principles and moralities concerning the justice and equalities with
respect to their employees (Benson & Martin, 2017).
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2.11.1 The Origin of Organizational Justice (Greenberg, 1987)
The organizational justice concept has emerged and developed from the equity theory of Adams
(1965). This theory was closely associated with practices regarding the HRM. In equity theory,
individuals not only make efforts with an expectation of corresponding returns in the form of
perks and privileges but also to experience the sensation of justice in viewing these returns as a
reward for their efforts in output form. The term organizational justice was used by Greenberg
(1987) by suggesting that it refers to fair and equitable behavior of the organizations with respect
to their employees. In organizational behavior, the organizational justice studies are significant
research area due to its connection with organizational and the individual outcomes (Greenberg,
1990). The meaning of organizational justice perceptions differs from individual to individual
regarding the fairness of resources allocations in organization. Furthermore, it is noted that it is
the individual assessment about the moral and ethical standing of decision-making behavior that
leadership and management desires to take while describing the justice (Greenberg, 1995).

Around the globe, organizational justice research gains momentum generally in organizational
perspective in understanding the individuals’ attitude and behavior at the workplaces. Numerous
studies identified the perceptions of employees regarding the fair and unfair treatment in their
institutions, its impact upon the individuals’ outcomes like commitment, performances and the
institutional comes like the credibility, ranking and success (Marshall, Ambrose & Noel, 1997).
Similarly, the organizational justice is focused upon the procedures of decision making regarding
distribution of procurements like services, goods, tasks, wages, punishments, rewards, positions,
roles and opportunities among workforces and social standards that establish the origin for these
procedures (Gordon, Brenden, Michael & Freshman, 2000). If individuals perceive decisions are
fair with respect to all employees then they will perceive fairness of outcomes and procedures.
On other hand, if there are inequalities between inputs (expectations) and output (rewards) then
there will be complete frustration among employees in institutions (Colquitt & Chertkoff, 2002).
In the contemporary era, different studies underlined the motives for employees’ justice related
concerns. The first concern, in this regard, is the instrumental concern, wherein the characters are
worried with justice concerns since they are driven by self-interest. This means that individuals
be likely to respond to procedure more confidently when consequences are favorable (McDowall
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& Fletcher, 2004). In same line, the relational concern recommends that employees are worried
with justice since fair treatment offers an indication of status and standing inside the social
mutuality which in line contributes to employees’ feelings of respect, sense of self-esteem and
self-worth (Colquitt, Scott, Judge & Shaw, 2006). Similarly, in uncertainty management concern,
the employees show apprehension for justice due to their intrinsic need for predictability and
certainty and justice perceptions can provide information which can lessen uncertainties (Harry
& Buren, 2008). Lastly, the ethical concern suggests that individuals care about justice because
treating individuals unethically disrupts standards of morality and ethics (Barsky, Kaplan &
Beal, 2011).

The effective behavior of leadership which is respectful, sensitive, equitable, honest, ethical and
consistent is probable to build the perception of balanced and fair treatment. These behaviors, on
the part of the leadership and employees, collectively named the principles of fairness/justice
(Mahajan & Benson, 2013). Besides, principles of equality, representativeness and voice play
vital role in empowering the employees. The employees desire to contribute in decision-making
that affect them (voice) but they must be enthusiastic to put the institutional ahead interests and
show their efforts (equality) and consequently make sure that their observations are being
reliably embodied in the decision-making process (representativeness) (Maria & Antonio, 2014).
These principles together play crucial role in promoting positive and fair perception in the
employees. Lastly, the concerned leadership and management should have the confidence to
reverse poor and miserable decision and implement corrected decisions whenever collected the
accurate and complete information about their employees regarding their role in task
achievements (Huong & Zheng, 2016).

2.11.2 The Organizational Justice in Higher Education
Globally, with respect to higher educations, there are certain interests those which are at stake
due to numerous factors. These factors consist of the academic, social, economic, political and
managing the human resources. The HEIs, particularly in developing countries, are fronting
various challenges relating to their survival and ultimate development. The main challenge, in
this regard, is human resource factor which is considered as the backbone for the credibility of
these institutions. Similarly, there are factors which are responsible for effective performances of
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these humans (employees), and among those factors, the organizational justice is the foremost
(Morley, 1997). In this regard, the dynamics of justice can contribute towards the better working
environment and the positive and health relationship between the employees and the institutions.
In the same line, justice/fairness is an essential need of the employees for social coherence
(Hartman, Augusta & Galle, 1999). The employees’ positive perception regarding the justice can
lead towards tolerance and satisfaction while the negative perception leads towards the confusion
and creates mental chaos among the employees (Clayton & Opotow, 2003).

The organizational justice is the critical success factor for all organizations including the higher
education institutions. The strong stress upon organizational justice is vital constituent of the
development of these institutions. In this regard, the higher education institutions are required to
offer fair/just environment in institutions where everyone feels accepted, respected and valued
(Gendy & Banna, 2007). The literature reveals that organizational justice is strongly associated
with the employees and institutional outcomes. It also affects the quality (structure & strength) of
interpersonal relations between employees and leadership working in institution (Saud & Sultan,
2009). The organizational justice concept has been determined from different views of different
examiners. The justice is defined as perception of employees about justice practice in institution
and involves reactions to situations in which is perceived that justice is not achieved (Zynalpoor,
Sheikhi & Kamaly, 2010). The fairness perceptions of individuals about practices, processes and
procedures are assumed to have emotional impact on attitude, behavior and work outcomes.

The organizational justice and the professional growth opportunities are currently receiving
amplified influence in academic circles because of its capability to manage attitude and behavior
of employees in institutions. The literature reveals that positive perception regarding justice is
considered as vital tool for increased institutional performances also helps in sustaining valued
workforces to produce decent outcomes (Hassan & Hashim, 2011). In contemporary dynamic
and complex environment, the HEIs performances have constantly been essential and desired for
the sustainability and expansion of competitive lead (Imani, Ali, Golam & Maryam, 2012). For
this purpose, the heads of different working units of institution have to remain fair and impartial
while dealing with employees’ tasks and workloads are to be distributed according to capabilities
and capacity of employees. The employees are concerned with professional status in institutions
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(Altahayneh, Khasawneh & Abedalhafiz, 2014). Their perception regarding the fair distribution
of resources, fair procedures and fair interaction between the employees and institution matters a
lot for decent performances.

In the higher education institutions, employees with their skills and knowledge have the potential
to show their contributions towards realization of institutional goals and success. In this regard,
by providing better growth and development opportunities to the employees will results in better
institutional performance (Tahseen & Akhtar, 2015). Thus, it is essentially needed to assess the
fairness perception among employees which will be supportive in improving performance and
enabled the employees to put their utmost efforts which in turn pays the way towards the better
institutional performance. Procedural justice is vital determining factor of employees’ behavioral
and attitudinal outcomes specifically the commitment and performance (Khan, Shukor & Ismail,
2016). When clear policies and procedures about justice exists then it is arguable that how much
influence they have upon education, leading academic discourses, curriculum development,
epistemology, culture and employment practices (Benson & Martin, 2017). The generous idea is
implanted in concepts of justice, considering the ability and talent as individual attributes.

2.11.3 The Dimensions of Organizational Justice
The organizational justice is the multi-dimensional phenomenon comprises three dimensions like
distributive, procedural and interactional justices. The debates about scopes of organizational
justice have gain momentum due to its inferences for understanding justice broadly (Greenberg
& McCarty, 1990). The researchers who already work out on same phenomenon recommended
that organizational justice measurement can be hypothesized by using three dimensional model
comprises distributive, procedural, and interactional justices (Cropanzano, Mohler & Schminke,
2001). In this regard, the distributive justice denoted to equal resources distribution among the
employees commensurate to their knowledge and skills in organization. Conversely, procedural
justice measures equality about the outcomes and procedures (Cropanzano, Bowen & Gilliland,
2007). In the same line, the interactional justice measures the procedures with respect to decision
making regarding how and why. All three dimensions play the significant role in clarifying and
explaining the phenomenon of organizational justice systematically (Benson & Martin, 2017).
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A. The Distributive Justice
The distributive justice theories comprise allocation preference theory, justice judgment model,
and equity theory. Traditionally, concept of distributive justice is grounded upon equality theory
of Adams. The theory described distributive justice as fairness perception regarding resources
expected by the employees from organizations (Alexander & Ruderman, 1987). Subsequently,
individuals may experience unfairness once they feel that they are not equally treated regarding
distribution of the resources. In this regard, towards the distributive justice, the equity theory has
major contribution (Greenberg, 1990). There are three rules which needs to be applied regarding
distribution with respect to distribution justice comprises equality (like all other people), equity
(like some other people), and like no other person (need). The equity tends to make available the
rewards to individual for their high performance while equality tends to construct team spirit
among employees (Markovsky & Younts, 2001). The distributive justice is concerned with fair
distribution of rewards in terms of promotions, bonuses and increases in perks and privileges.

The foremost and primary dimension of organizational justice is distributive justice. It ensures
organizational outcomes are equally distributed among the employees in the institution without
any discernment. Distributive justice is perceived about diverse features of working environment
the distribution of tasks, workload, working hours and the wage intensities (Blader & Tyler,
2005). Employees are worried about their professional status and more perceive that either they
have obtained they desired share or not. In these institutions, sometimes strong relationship with
management also favors candidates to bring them to higher status (Ambrose, Hess & Ganesan,
2007). The research on distributive justice revealed that distributive decisions are influential and
pervasive decisive factor of satisfaction about conflict resolution. The distributive perception of
fairness strengthens the observation that self‐interest drives justice perceptions but later research
showed this notion to be erroneous (Ambrose & Schminke, 2009). From strategic perspective,
researchers argued that distributive justice reduces costs incurred by institution due to negative
behavior of employees.

The researchers argued that under low distributive justice, employees behave opportunistically
and against interest of their institution. In such situations agency costs increase as institutions
invest heavily in internal and external control mechanisms to control opportunistic behavior of
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their employees (Cropanzano, Stein & Nadisic, 2011). The distributive justice is best explained
in sharing the attainments gained with respect to contributions and yields of each individual. The
literature reveals that distributive justice has relatively weak effects on employees’ perception of
stress. The researchers confirm that employees who perceive distributive unfairness often have
work related psychosocial health risks, causing them to seek sickness absence from work
(Douglas & Haley, 2013). The distributive justice concept is related primarily to the structural
determinants which include the needs, effort, status, production, position and determination of
compensation. Besides the outcomes, the second dimension which influences the perception of
individuals regarding justice is procedures used to make decisions (Benson & Martin, 2017).
B. The Procedural Justice
The researchers define procedural justice as the neutrality of resources and the mean by which
their decision of allocation is made. These decisions are considered as fair if they are consistent,
unbiased, accurate and acceptable, and based upon the ethical standards (Greenberg & McCarty,
1990). In this regard, procedural justice explains mechanism through which accurate, complete,
valid and reliable information is collected, decisions are made, implemented and where the
employee feedback is considered (Kim & Renee, 1995). Therefore, fair and impartial processes
are those which are defined in consistent and reasonable way by permitting employees to know
regarding standardized processes used by institution to allocate them resources. This dimension
applies the principle that each employee in institution is equally treated according to the rules,
procedures and processes (Kevin, Bennett & Martin, 1998). The acceptable process is that which
is functional, accurate, reliable with ethical norms, values, correctable and representative of
relevant stakeholders. In this regard, fair decisions are those which result from fair procedures.

The research on procedural justice has resulted in amazing confirmation that decision mechanism
is vital contributor to justice perceptions. Certainly, research on procedural justice showed that
process is stronger factor than outcome in justice perceptions. This suggests that the individuals
neither are nor simply concerned with the positive outcomes from decisions but they also expect
just and fair procedures in decision making (Cropanzano, Prehar & Chen, 2002). The literature
reveals the contextual factors regarding the justice which influences the individuals’ perceptions
when they received undesirable outcomes. Similarly, when the resources are limited then self-
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centered justice perceptions have a tendency to overcome (Cremer & Blader, 2006). In the same
line, the individuals are expected to be more concerned regarding the interaction with those from
where the authority flows towards different levels. Therefore, it is the responsibility of leadership
to keep balance in authority (Ambrose & Schminke, 2009). In consequence, these hierarchical
structures can create positive and fair relationship among all the working units of institutions.

In the institutions, procedural justice includes the perception of employees whether they receive
rewards commensurate with their efforts and in comparison with the efforts of their colleagues.
With respect to HEIs, numerous researchers highlighted the factors those which are important for
the procedural justice (Brian, Robert & Byrne, 2012). These factors specified the criteria for fair
decision-making of leadership which comprises the consistency, bias suppression, acceptability,
accuracy, ethicality and representativeness. This concept pivots on valuation of individuals about
wrongness, rightness, equity and equality of methods and procedures used in decision making
relevant to them (Ko & Hur, 2014). Mostly, these procedures comprise performance valuation,
promotions, allocation of opportunities and other rewards. Later on, researchers prolonged the
theory of procedural justice by observing how the decisions of leaders influenced the followers’
justice perceptions (Benson & Martin, 2017). Though, with close linkages to procedural justice,
scholars investigated new dimensions of justice by which the interactional justice has emerged.
C. The Interactional justice
The interactional justice is well-defined as perception of quality communications from decision
makers to employees regarding the explanation and implementation of formal justice procedures.
The interactional justice is considered as the significant variable in understanding the employees’
attitudes and behavior regarding different issues. In same way, it is also considered and as vital
predictor in the organizational behavior (Bies & Moag, 1986). Numerous researchers defined the
interactional justice concept that is the indicator when individual feels that their needs are
considered and there exists proper justification of decision-making. Interactional justice is mostly
related with interpersonal treatment and the communication that how the individuals treats one
another (Greenberg & McCarty, 1990). The interaction justice clarifies that the actions form
leadership are authentic and open and also talk about dignity and respect with which one treats
another. It also denotes to worth of social behavior received by different employees both before
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and after decisions (Cropanzano et al., 2001). In this regard, fairness is realized when individuals
perceive when leaders have effectively justified their decisions.

The literature reveals that interactional justice was primarily considered as the part of procedural
justice regarding fair and impartial procedures from management. But later on, it was developed
as separate concept based on communications and interpersonal relationship between employees
and management (Kernan & Hanges, 2002). Similarly, researchers the distributed interactional
justice into the interpersonal sensitivity (respectful behavior) and the justifications (reasons and
explanations) which explain the beneficiary that why decisions were actually made. Interactional
justice is often divided into the interpersonal justice (treatment that employees receive) and
informational justice (clear explanations/justifications of the work procedures and outcomes to
employees) (Nowakowski & Conlon, 2005). The literature reveals that the employees always
accept unfavorable outcomes once tolerable explanation is provided. In same line, distributive
and procedural justices are more emphasized on individuals’ perceptions within institutional
settings but individuals do not operated in a social interactional vacuum which are necessarily
required in institutions (Holtz & Harold, 2009).

Consequently, these perceptions never reflect that how social identity and the group membership
which effect individuals’ justice perceptions. For this reason, the two-dimensional organizational
justice model was risked by introducing the interactional justice concept. Because, interactional
justice is mainly concentrated upon the dealing of people by decision-makers and whether they
show sensitivity, esteem and clarify carefully their decisions (Suliman & Kathairi, 2012). This
form of justice can include the degree to which individuals perceived that authorities treated
them with courtesy, respect, dignity and whether authorities provided appropriate justifications
about why definite practices, decisions and outcomes were distributed in definite approach (Otto
& Mamatoglu, 2015). The interactional justice emphases upon perceptions of informal treatment
experienced when procedures are implemented. This relates to interaction amid those influenced
by the distribution of the outcomes and the source (Benson & Martin, 2017). On the other hand
institutions that provide sound rationale for unfavorable outcome create tolerance higher levels
within an aggrieved employee.
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2.12 The Organizational Culture (Mediator 2)
In order to define and understand organizational culture concept, different researches emphasized
on the considerations regarding uncertainty that what is culture and how to study it in different
contexts. All these have bring about in a lack of precision and unity in describing and gauging
the culture in a specific way. This uncertainty has underlined the factors that constrained the
evolution in emerging an articulate theory of social ethics and finally the organizational culture.
The quality culture is widely recognized as key component for continuous development, strong
predictor for employees’ job performances and pays way for sustainable competitive excellence
of the organizations. In this regard, the role of organizational culture becomes more than
important in the context of higher educational institutions. The current study follows the Denison
model of organizational culture with its attributes namely the adaptability, mission, consistency
and involvement. This study theoretically discussed and analyzed organizational culture along
with its attributes in the context of higher education institutions.

The organizational culture has been recognized as significant area of research and considered as
crucial element which can influence organizational success. The organizational culture is helpful
in increasing the effectiveness of institutions because it pedals the system in which individuals
interpret, manage and take their decisions suitable to the institutional environment (Cameron &
Sine, 1999). Therefore, culture has a prominent effect on effectiveness and performance of the
institutions and grip sustainable position in institutional setting. Therefore it is assumed that no
one type of culture is best, rather, diverse cultures are linked to higher degree of performance on
different magnitudes (Zabid, Murali & Azmawani, 2003). It becomes essential to search for the
innovative solutions to rise work efficacy to emphasis upon institutional objectives comprising
continuous quality improvement, the use of new technologies, uniform values implementation,
norms, rules and viable culture in organization (Cameron & Quinn, 2006). Numerous researchers
applied these ideas to the organizational context and focused upon individuals as managers and
creators of meaning.

The literature reveals that the development of organizational culture is determined by number of
the interconnected external and the internal environmental issues for example individuals’ traits,
economic situation, social environment and the allied objectives. The research has bring about in
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building individualities of culture and the examination of dynamics that disturb the growth of
organizational culture (Gregory, Armenakis, Harris & Shook, 2009). The organizational culture
is the multi-dimensional phenomenon and its application as a norms will help the organization to
shape the individuals’ attitudes and behaviors in the optimistic manner. This should contain more
vigilant responsiveness to build measurement and validity concerns. Even though this inference
may feel uninspired, without it we take the risk of enduring to accumulate studies of “culture”
that fail to combined (Hartnell, Ou & Kinicki, 2011). The researchers’ defined culture in terms of
its basic psychosomatic mechanism which was classifies as the social norms that operate over
normative and informational social influence. Among many other, the above said factor are
essentially required to change culture of institution (Ehrhart, Schneider & Macey, 2014).

Numerous researchers defined culture with notion that it live in the comprehension of behaviors,
expectations, beliefs and values synchronized individually in every institution which prevails
within itself and surrounds indirectly and directly on its performances and functionality (Jackie,
Deem & Kathryn, 2015). Some of them suggested organizational culture as threefold typology
culture namely clans, bureaucracies and markets. The organizational culture is outline of basic
norms that a certain group of individuals has conceived, exposed and established to learn and
manage with its internal integration and external adaptations problems (Jennifer, Chatmana,
Charles & Reillyb, 2016). Also, that have functioned well sufficient to be measured effective and
thus, to be imparted to new fellows as the accurate manner to observe, feel and think with respect
to those complications. Moreover, centrality of organizational culture in contemporary research
on organizational performance results from its measurements to resolve the basic issues namely
the survival, integration of internal processes and the adaptation to external situation to assure
the ability to adapt and survive (Thokozani & Maseko, 2017).

2.12.1 The Origin of Organizational Culture
The term was first used in the sense of learned human behavior patterns by arguing that culture is
that multifaceted whole which comprises custom, morals, knowledge, art, belief and any other
behaviors and capabilities attained by individual as a member of society. Since then, the concept
of culture has become central focus for researchers and numerous defined it as beliefs, customs
and interactions considered as unit especially with respect to organizational culture (Allaire &
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Firsirotu, 1984). In this regard, researchers and academics produced different articles and books
regarding assurance of organizational culture as a manner to comprehend how individuals within
institution work together and how institutions work to attain specified and unspecified objectives
(Barney, 1986). The researchers on cultural had already established a creative paradigm usually
resulting from diverse studies enthusiastic to understanding beliefs and norms within diverse
cultures. These researchers observed culture as pertinent to ground of organizational behavior
because it focused upon how drive, commitment and direction are shaped in the early stages of
an institution (Denison & Mishra, 1995).

The cultures of institutions can be developed by reinforcing the behavior practices and common
values through many close relations between apprehended expectations and the visible actual
behaviors. In this regard, common understanding is required to understand and compare existing
culture with ideal and desired futuristic culture (Cameron & Sine, 1999). Similarly, ineffective
organizations frequently introduce the change initiative deprived of seeing the need to mature a
conceptual vision of existing culture. To reach the conclusion, several factors to be considered
like the procedures, metrics and milestones prerequisite for the responsibility, the indispensable
communication system and demands for the effective culture (Ashkanasy, Broadfoot & Falkus,
2000). For concerned leadership and employees, clear understanding regarding organizational
culture is vital because it effects the way through which organizations respond to the changing
demands. Similarly, culture of HEIs is strongly influenced by the past learnings and successes
about how to adapt and survive in the competitive environment (Kezar & Eckel, 2002).

To build and sustain a strong culture, the organizations are required to organize and manage their
activities which are based upon prevailing beliefs, behavioral norms and values of individuals.
To understand the culture of particular institution, it becomes vital to identify the complex and
dynamic workplace features (Cameron & Quinn, 2006). The wrong culture can undermine
values, sabotage vision and can disturb objectives. For this purpose, role of employees and the
leadership is vital by showing their extraordinary performances to increase outputs. This quality
performance should be practical in their routine which will then transformed itself as a culture of
fineness in the long term (Zheng, Yang & McLean, 2010). The strong and healthy individual
must have vibrant and recognized values and ethics, having self-control and determination and a
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reason for existence and therefore, an organizational culture is shared personality of institution
and must represent these characteristics (Ali & Musah, 2012). Accepting the certain culture of an
institution, though, is not complete assurance of success in managing and implementing cultural
change and innovation.

The organizational culture was considered as methods of understandings which the individuals
form nearby appearances of their institutional standards, formal procedures and rules, familiar
codes of conduct, jargon, tasks and rituals. With respect to the organizational culture, numerous
conceptual models were presented by numerous researchers in organizational behavior literature
(Ehrhart et al., 2014). Moreover, some researchers classified culture into four dimensional stance
regarding the “uncertainty avoidance, power distance, masculinity/femininity and individualism/
collectivism” which were also functional in the studies of organizational culture (Hassan, Shah,
Malik & Khan, 2016). However, the researchers identified mainly four types of organizational
culture namely fragmented culture, communal culture, mercenary culture and networked culture.
However, some researchers’ categorized organizational culture into the four diverse attributes
namely mission, adaptability, involvement and consistency (Denison & Mishra, 1990; Denison,
1997). Current study follow the same four attributed model in the context of higher education.

2.12.2 The Organizational Culture Model (Dan Denison, 1990)
Dan Denison is real contributor to the organizational culture domain and commenced his effort
by connecting the culture to performance. The Denison and his colleagues have produced major
empirical evidences by observing the linkage between organizational culture and effectiveness
and performance. In the past decades, evolution has been made in research areas for instance
innovation and change though little devotion has been assumed to issues of culture in institutions
(Denison, 1984). In this regard, Denison defined culture as fundamental principles, values and
beliefs that function as basis for organizational management system along with set of behavioral
pattern and management practices that both represent and strengthen those basic philosophies
(Denison, 1990). The Denison “theory and measurement approach are more akin to an overall
model” of organizational success and they recognized factors that contribute to an organizational
performance rather than necessarily identify a construct that uniquely defines an organizational
culture (Denison & Mishra, 1995).
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To claim that having a mission establishes, mainly, the concept of organizational culture seems
challenging to merge with distinctive philosophies of mission. Different scholars claimed that
sensitivities of strategic clearness are more analogous to climate measurement and not valuation
of principles and standards. Alike to the mission, the involvement is also the distinctive concept
that form the organizational culture (Denison, 1997). Actually, different researchers examined
the involvement on the part of employees, together with the close similarity with organizational
citizenship behavior and commitment and liked with the organizational culture. Therefore, when
equated to Schein’s three-layer culture, its only Denison’s adaptability attribute that seems to
replicate the values and standards (Fey & Denison, 2003). The theory confuses the essentials of
cultural content, for instance whether the culture emphases upon the adaptability and decision
making (team-based) and consistency as essentials of cultural strength that defined in terms of
how much individuals “agree about the culture and the intensity with which certain attributes are
enforced” (Cameron & Quinn, 2006).

The scope of organizational culture is wide-ranging and broad which highlighted that why there
were several dimensions of culture suggested and examined by the different researchers. In this
regard, it cannot be concluded that which framework is the best. A framework should somewhat
be able to integrate and establish mainstream of the magnitudes since the framework regarding
the challenging values has developed popular among the researchers (Cameron & Quinn, 2011).
From applied perspective, it might be suitable to begin with institutional basics that contribute to
the institutional effectiveness and work regressively to build a model and dimensional approach
but is not as supportive in evolving the theory of organizational culture (Denison, Nieminen &
Kotrba, 2014). The presence of four cultural behaviors helped to abridge organizational culture
features and procedures by which culture may have influence upon efficiency and performance.
The complex nature of institution closely presents never-ending complications and here role of
effective leaders and employees becomes vital (Boyce, Nieminen, Gillespie & Denison, 2015).

2.12.3 The Organizational Culture in Higher Education
The higher education and cultural issues have long-lasting history and various studies overcome
with varied and unpredictable inferences. The foundational basis towards viable cultural are the
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main attributes which comprises the mission, philosophical considerations, facets of pedagogies,
organizational norms, personal values and inherent complexity which are generally absent in the
agendas of higher education (Peterson & Spencer, 1990). During the past decade, academic and
organizational researchers recognized the prominence of culture due to the specious association
between certain attributes of organizational cultures and its impact upon the employees and the
institutional performance. For this purpose, the researchers’ interest in organizational culture has
produced lucrative accessing prospects that may have stunted efforts in academic pitch to grow a
comprehensive, precise and strong theory of organizational culture (George, Ronald & Heck,
1993). On the other hand, discussions about how to study and define culture have ceased to be
reproductive and instead, are coercing the capability to collect and develop a comprehensive and
integrative definition of the culture (Smart & John, 1996).

During the past decades, the higher education institutions have experienced the rising pressures
to adapt the fast growing economic, technological, social and cultural changes originating from
the inside and outside environment (Kezar & Eckel, 2002). In this regard, the competitiveness,
unprecedented growth, complexity and global economy with associated technological and sociocultural forces are creating persistent and growing pressures on the HEIs to react to the changing
environment and cultures (Najera, Dieleman & Marion, 2006). The higher education institutions
play an imperative role in promoting the real culture of teaching and learning, and an increasing
number of stakeholders expect sustainable culture in these institutions (Thornton & Audrey,
2008). The literature reveals importance of conceptual and organizational change with respect to
culture in HEIs, notably through identifying new sources, flexible procedures, comprehensive
mission statements, personalized educational offers, long-lasting learning efforts, commitment to
internationalization and more strategic efforts on the part of their workforces (Osman, Munever,
Dogan & Nermin, 2010).

In the contemporary competitive environment, institutions are required to build and maintain
efficient and effective culture. An effective strategy and culture must be intact before defining
the vision and mission of institution. The culture with respect to higher education is the key for
the success of institutions (Bradley, Kadian, Robert & Patrick, 2011). These institutions are
required to build supportive culture matched with the credibility of institution and also matched
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with the attitude and behavior of the employees. The supportive culture will help the institutions
to nurture the behavior of their employees towards the objective achievements (Ali & Musah,
2012). The culture of HEIs is distinctive from other organizations with respect to the basic
beliefs and assumptions that is common for higher education. The culture of universities cannot
be formed by individuals alone but it should be collective efforts of the leadership, management
and employees (Pavel & Adina, 2014). The underlying beliefs and assumptions, based upon the
behaviors, must be conveyed to the employees through learning, motivation and institutional
norms and standards.

With respect to HEIs, there is a dire need to investigate interaction and relationship between the
leadership and employees and between employees and the students. The literature reveals that
the university culture is the equally shared influential patterns of assumptions, beliefs, practices,
norms and values that guide the behavior of group and individuals (Saima & Akhtar, 2015). This
make available a background inside the institution which infer the meaning of actions and events
in the institution. In the same line, culture of these institutions allows the individuals to realize
and comprehend the interaction among the group by keeping in view the objectives, situation,
actions and events in a distinctive way (Rahmana, Voon & Firdaus, 2016). The weak culture is
considered by deviation about core ethics, lack of standards and destruction of unwritten and
written rules of conduct at institution. Conversely, the strong culture is regarded through strong
norms of behavior, shared values and readiness of employees to follow these standards (Krisda,
Narat, Luepong, Medhawee & Witchnee, 2017). Thus, the strong culture is the only key for the
sustainable development of these institutions.

2.12.4 The Attributes of Organizational Culture
The Denison model classifies the four attributes of organizational culture that might affect the
organizational ability to be active. Agreeing to Denison, the most effective organizations are
considered by the resilient mission and high degree of involvement, internal adaptability and
consistency on the part of their employees (Denison, 1997). Mission denotes to how visibly the
institution has enunciated the strategic goals and direction that measure the development towards
the strategic objectives (Denison & Neale, 2000). Similarly, involvement on the part of employee
replicates how much the institution trusts on “employees to make decisions by empowering
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them”. In this regard, internal consistency is grounded upon whether an institution has adopted
established standards that are reliable and consistent (Fey & Denison, 2003). To conclude, the
adaptability is magnitude to which institutions emphasis upon learning from rivals and they are
able to change and adapt. These issues connected to dimensions speculated in empirical evidence
and Denison’s conceptual model make it hard to advance theory of culture (Denison, Nieminen
& Kotrba, 2014).
A. The Mission
Daniel Denison claim that mission is the sense of direction and expectations of management
from the employees. The strong organizational mission provides the directions towards elevated
performances with expectations of development of product and services. The mission provides
the meaning, purpose and direction in defining strategies and roles to their employees to serve
for their institutions (Denison & Mishra, 1995). The familiarization with the institutional mission
pays the ways towards both short and long-term obligation to institution (Denison, 1997). The
mission of institution is closely linked with strategic direction, goals, objectives and the vision.
In this regard, when vision and strategic direction are higher than the objectives and goals, then
this will indicate that institution may have a hard time for operationalizing and implementing its
mission (Denison & Neale, 2000). Conversely, when objectives and goals are higher than vision
and strategic direction then it indicate that institution is virtuous at execution but lacking any real
purpose, long-range planning and sense of direction.

Moreover, different researchers criticize the idea that mission is somehow minor part of the
organizational culture which is what Denison imply by making mission clarity one of the four
behaviors of culture. It looks strong that institution can have a highly “salient mission but a weak
culture and have a strong culture with slight agreement on the mission” (Balthazard, Cooke &
Potter, 2006). The term mission is used in describing the expressive direction (long-term) for the
institutions. Successful institutions have strong vision and track that outlines strategic objectives
and goals of institution and articulates the futuristic approaches for its long-standing operations
(Osman, Munever, Dogan & Nermin, 2010). Mission agreement and consistency in functioning
the actions in-built in that mission are also vital elements in the enrichment of the performance of
HEIs. Clear defined and strong mission is vital for institutional sustainable development (Jackie

106

& Kelly, 2015). The institutions lacking vision maybe matter to internal and external pressures
more therefore these institutions are needed to focus more on effective and strong mission.
B. The Adaptability
The institutions who are strongly focused upon external environment are committed to change
and adapt the culture with respect to external opportunities and threats. In this regard, they have
constantly analyze the situations that how to compete and lead. The adaptability generally means
to transform the demands of the external environment into action (Denison, 1997). The factor of
adaptability affirms that institutions (effective) must mature norms and values that maintain its
ability to understand and interpret the signals from its environment and decode these into internal
behavioral, structural and cognitive changes (Denison & Neale, 2000). The institutions those
who emphasis upon the adaptability are determined by their clienteles, take risks and learn from
inaccuracies and have practice at producing change. These institutions constantly improving and
changing system by refining their abilities to provide values and standards to their clienteles
(Zabid, Murali & Azmawani, 2003). Effective institutions are measured as adaptable, flexible
and innovative by providing main concern to customer satisfaction and always make efforts to
implement of innovative approaches for continuous development.

The organizations, those who are familiarized with the changes (internal and external) required
by the situations are considered as effective towards sustainable development. The institutions
should hold system of values and principles that support their ability to receive, understand and
transform indicators from surroundings into core behavioral variations that rise its probabilities
for survival, growth and development (Deanna, 2007). Three adaptability features may influence
institutional success and foremost is the capability to observe and react to external environment.
Secondly, the capability to respond irrespective of position and authority (Chatman, Caldwell,
Reilly & Doerr, 2014). The final aspect is capability to streamline processes and behaviors that
allow institutions to adapt the same. Because, without capability to implement adaptive reaction,
an institution cannot be effective (Jackie & Kelly, 2015). Similarly, when followers’ motivation
is higher than change and learning, this tends to indicate that the institution may be decent at
meeting their needs today but most likely are not get ready for what they need tomorrow.
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C. The Consistency
In defining the values systems of the institution, the term consistency is used as the source of the
organizational culture. The institutions tend to be effective since they have solid cultures that are
well integrated, well-coordinated and highly consistent. The behavior is deep-rooted as the set of
fundamental principles and followers and leaders are able at reaching agreement even when there
are difference in opinions (Denison & Mishra, 1995). The consistency is the influential source of
internal integration and stability resulting from traditional values and common approaches. In
this regard, organization with solid internal focus is stanch to the dynamic forces of integration
system, processes and structures (Denison, 1997). An established institution has the ability to
remain predictable and focused actively. In the same line, the stable institutions are normally
interrelated with high yield on investments, assets and development along with solid processes
and practices (Denison & Neale, 2000). This cultural attribute mention institutional worth being
determined by internal persuaders as conflicting to external demands for gratitude and concern.

Similarly, the consistency attribute is deeply entrenched in adaptation and change capabilities of
the institution. The consistency is attribute with the finest possibility of short-term outcome. Its
leading impact is on the employee satisfaction and quality. The consistency offers as dominant
source of the coordination, integration and control (Thornton & Audrey, 2008). The consistent
institutions cultivate a consistent attitude and a set of institutional structures that build an internal
system of control based upon consensual backing. The consistency builds a solid culture based
upon the shared system of values, beliefs and standards that are usually understood by followers
of institution (Hartnell & Kinicki, 2011). It empowers the employees to better respond in an
expected way to an unexpected situation by putting emphasis upon the “value based principles”
on which actions can be grounded (Jackie & Kelly, 2015). Consistency attribute is based on
integration and coordination, core values of employees and institution.
D. The Involvement
The term involvement is used to build the capability of human by building a mutual sense of
responsibility and ownership all over institution. The effective institutions allow their employees
to work together as teams to participate in institutional development. The employees and the
concerned leadership must committed to their work by showing their wholehearted performances
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in achieving the assigned tasks in the institution (Denison, 1997). The individuals always shows
their concern regarding their involvement in the decision making process. This involvement not
only effect their performance but may also effect the performance of the institution. The flexible
institutions has the ability to change their strategies according to the situations which is further
linked with the creativity, innovation and the changing needs of employees (Denison & Neale,
2000). These elements (responsibility & control) functions as facilitators towards high level of
commitment to institution (Balthazard Cooke & Potter, 2006). Involvement and commitment
pays the ways towards innovation and quality decisions.

The institutions those who identified these traits overwhelmed at the positive relationship with
coordination and cooperation across functional roles in institution. The involvement is basically
emphasis upon the contribution, empowerment, team orientation, the capability development and
decision making on the part of employees (Gregory, Harris, Armenakis & Shook, 2009). The
organizational culture is measured as employee involvement at higher level and create a sense of
responsibility and ownership. The cultures depend upon informal and implied control systems
instead of formal and bureaucratic control systems. Resultantly, ownership grows with respect to
the greater commitment towards the institution and a growing capacity for autonomy (Hartnell &
Kinicki, 2011). In same line, when capability development is higher than the empowerment then
it will show that the institution does not trust the capable employees in making vital decisions.
When empowerment is higher than the capability development then it will show that employees
in the institution are making decisions by those who are not capable (Jackie & Kelly, 2015).
2.13 The Relationship among Research Variables
The leadership is considered by various researchers as one of most significant determining factor
with respect to organizational justice, culture and employees’ performance. Similarly, the high
degree of equality and equity on part of leadership at workplaces drives towards organizational
justice which ultimately improve organizational culture and culminates at higher performances
on part of employees (Jung & Avolio, 1999). In the same line, the validation about relationship
among the leadership styles, justice, culture and job performance is based upon wide-ranging
studies which are different and inconsistent with diverse findings. In this regard, the leadership
play significant role in shaping the behavior, achieving objectives and enhancing the teachers’
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performance by treating them fairly and provide equal chances for professional development
(Bass, Avolio, Jung & Berson, 2003). These efficient leaders are the only vital source that drive
towards transformation of justice, culture and improving the performance of employees which
ultimately improves the performance of the institution (Daan, Cremer & Barbara, 2007).

In the contemporary era, the institutions are required to look for different factors and changes
that can generate positive work attitudes and behaviors of employees that ultimately boost their
performance. Similarly, in institutions, effective leadership is required to create and maintain the
background for justice and culture which will help them in achieving the desired standards and
objective which may be results of efficiency, effectiveness, innovativeness and responsiveness
(Eberlin & Tatum, 2008). This can only be possible when concerned leadership (transformational
& transactional) promotes the positive and supportive culture and principles of justice which
may culminates at wholehearted performances on part of employees (Oluseyi, & Ayo, 2009). In
contemporary era, researchers are more focused on diverse styles of leadership and relate it
employees’ outcomes like organizational commitment, job satisfaction and job performance. The
effective leader can play significant role in building and sustaining the higher performance the
employees and the institution as well (Huang, Joyce & Gong, 2010).

The pressures for realization of desired standards and success encourages leadership in higher
education to more focusing upon performance of teachers. The leadership in HEIs is challenging
because these institutions are most difficult organizations in world to lead (Bakar & Mahmood,
2013). With respect to transformation of HEIs, the role of effective leadership is phenomenal
because only efficient and effective leaders can to influence, manage and utilize the financial,
physical and human resources to achieve desired success (Walker & Boni, 2014). Generally, the
academic leadership aimed to grow the success level of HEIs, as a result, these leaders adopt
different style to motivate and influence employees towards the higher performances. Among
many others, the most significant are leadership styles and performance on part of their followers
(Chandra & Priyono, 2016). The present study theoretically and empirically investigate existing
literature regarding intermediary role of organizational culture and justice in the relationship
between leadership styles and the employees’ performance in context of higher education.
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2.13.1 The Leadership Styles and Employees Performance (c)
In the developing countries, the higher education institutions have serious concerns with respect
to leadership who can resolve challenges faced by these institutions. The journey of leadership
commenced with the establishment of vision for institution where others are required to own and
share said vision (Jung & Avolio, 1999). The vision is generally concerned with facilitating,
encouraging and allowing others to show their best performances both with respect to their own
potential and also towards mission and needs of institution. Moreover, the effective leadership
has a significant influence on employees’ performance and ultimately credibility of institutions.
Therefore, it is vital for leaders to sustain the efforts to improve the efficiency and effectiveness
of the institution (Dumdum, Lowe & Avolio, 2002). The leadership with different styles can
influence the effectiveness and performance of teachers and institution as well. During the past
decades, numerous researchers have investigated the domain of leadership styles in which the
transformational and transactional leadership are visible (Mester, Visser & Kellerman, 2003).

The institutions need the effective leaders and teachers to accomplish their desired academic
standards. These institutions cannot be successful without the determinations and performance of
their leaders and teachers. In this regard, the most prominent attribute of the leadership is their
dominant personality which has positive link with the teachers’ commitment and performance
(Purvanova, Bono & Dzieweczynski, 2006). Different theories approved different leadership
styles though, the style that fits to leader can be useful according to blend of their beliefs, values,
impartialities and culture of institution. Even though, transformational leaders encourage owing
performance but transactional leaders demand to attain consistent and solid performance that
meets on desired goals (Abbas & Yaqoob, 2009). Transformational leadership inspire followers
by focusing upon the individuals’ attitudes, behaviors, moralities and equalities to realize their
responsibilities aligned with the norms and values while transactional leaders offer rewards and
punishment to inspire them by following bee line towards higher performance (Cheng & Chuan,
2011).
The leadership regarding teachers’ performance was measured by various researchers however
scientific and philosophical basis towards the style of leadership is dispersed hitherto. According
to them, the transformational and transactional styles are not considered as conflicting because

111

the leaders might use both styles at the same time (Paracha, Qamar, Hassan & Waqas, 2012). In
the same pole, numerous empirical studies showed that the transformational leadership style is
more effective and dynamic as equated to transactional style. The transformational style is more
related to productivity and performances as compared to transactional style. The transformational
style has influence on behavior of teachers and established solid understanding to be effective
(Bizhan, Saeid & Barghi, 2013). Transformational leader provides logical responsiveness to the
forthcoming problems and inspires learning and innovation thus refining the performance. The
transactional style of leadership is contingent upon the behavior of rewards and punishments and
regarded as basis for effective control in teachers behavior (Brahim, Ridic & Tomislav, 2015).

The difference between transactional and transformational leadership is contingent upon the
leader trait and situation. In this regard, both the leadership styles focused upon the subordinates
wherever the transformational leaders involves the subordinates towards objective attainment
while the transactional leaders provide feedback about performances. The literature reveals that
leaders always induce confidence and increase intrinsic value of subordinates which ultimately
leads higher motivation levels (Muhammad & Kuchin, 2016). Therefore, transactional leadership
marks in ordinary performance while transformational leadership marks performance beyond the
expectations. Here, both leaders and followers are looking for objectives that describe aims to
help them to distinguish themselves. The empirical studies show that transformational leaders
can envision attitudes, behaviors and the performance of subordinates (Ryan & Herman, 2017).
Besides, transformational leaders inspire subordinates through internalization and identification
process rather than the influential compliance.
A. The Transformational Leadership and Employees Performance
The transformational style is an inspiring skill wherein the leaders can encourage their followers
through the inspirational intellectual abilities. These leaders do not involve themselves in any
exchanges rather they inspire and encourage their followers to accomplish the long-lasting and
transcendental objectives (Bass & Avolio, 1994). These leaders are also viewed as visionary and
charismatic who are responsible for intellectual stimulation and responsiveness to individuals.
The literature reveals that transformational leaders are advantageous towards the employees and
the organization in various dimensions (Awamleh & Gardner, 1999). The literature reveals the
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major measures of dynamic transformational leadership comprises the fostering of recognition
towards objectives, clarifying the vision, setting behavioral tasks related with articulated vision,
describing the individuals support and roles, confirming the intellectual role in predicting higher
performances and bring about effectiveness and efficiency in the institutional processes (Carless,
Wearing & Mann, 2000). These leaders put emphasis upon dynamic practices of human material
resources and understand the actual value of followers.
The literature reveals that institutions are more concerned with the development of employees’
knowledge, skills, abilities and performance. The leadership literature reveals that to achieve the
institutional objectives, transformational leaders play critical role in increasing job satisfaction,
commitment and performance on part of their employees (Barnett, Cormick & Conners, 2001).
The transformational leaders have huge influence on followers’ capabilities through work value
and act in approaching to secure employees through transmitting and maintaining cultural norms
and values. These leaders have high values for ethical and moral behavior by providing vision to
the employees (Dvir, Eden, Avolio & Shamir, 2002). The above said characteristics encourage
employees to get involved in their institutions which increase self-efficacy, job performance and
promote better quality service. The transformational leadership style that is more effective have
characteristics like supportive, directive, agent of change, respectful, trustful and visionary which
affect performance of follower in positive manner (Walumbwa, Wang, Lawler & Shi, 2004).

Among different leadership styles, the researchers have paid greater attention to transformational
leadership. Transformational leaders support their employees to achieve institutional objectives
and mission by working through them and with them. They inspire employees by prompting
their values, beliefs, behavior and attitudes (Piccolo & Colquitt, 2006). This leadership style is
involved in “relationship oriented behavior” which have positive association with performance.
The leaders’ behaviors affect behaviors of employees which influence the goal attainment and
group performance which influence institutional credibility and outcomes (Boerner, Eisenbeiss
& Griesser, 2007). The objectives clarity and understandability, the availability of facilities and
tools, preparation of favorable organizational conditions and atmosphere, existence of competent
leader acceptable by employees are some of necessary components for instantiation of optimum
performance (Nielsen, Randall, Yarker & Brenner, 2008).
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The philosophy of transformational leadership states that these leaders always acts for suitable
and positive change, enabling their followers to perform beyond the expectations, obtaining more
outcomes from their followers and motivate them towards the higher levels of performance.
These leaders make every effort to promote creative thinking, adopting sense of empathy, respect
and support their followers, stimulate pride and trust, led by examples and act with confidence
hence creating themselves as role model for their subordinates (Wolfram & Mohr, 2009). The
transformational leadership is found to be prevalent in the higher education sector and it provides
satisfaction, effectiveness lead to creativity, teamwork, sense of attachment and extraordinary
performance (Ismail, Mohamad, Mohamed, Rafiuddin & Zhen, 2010). These leaders are much
flexible and more vulnerable to functional and structural changes in institution with special focus
on acquiring new tools and techniques to grow and develop the institution according to changing
demands of contemporary competitive environment (Ghafoor, Qureshi, Khan & Hijazi, 2011).

The transformational leaders are linked with apparent effectiveness of different departments and
positively influence the other outcomes of institution. The transformational leadership have the
four attributes comprises individualized consideration which identifies that leaders have serious
concerns regarding the individuals needs towards the development and success of the institution
(Paracha, Qamar, Mirza, Hassan & Waqas, 2012). In same line, intellectual stimulation identifies
that these leaders inspire and encourage their followers for searching new ways to approach
problems and challenges. Likewise, the inspirational motivation implied that these leaders offer
stimulating abilities by providing meaning and implications to efforts of their employees (Tiara,
& Putranto, 2015). Similarly, the idealized influence identifies that these leaders are admired,
trusted and respected. These leaders proceeded in a way to express principles, values, ethics, and
shared risk with employees and always performs as a role model. Consequently, transformational
leadership is significantly associated with employees’ performance (Ryan & Herman, 2017).
B. The Transactional Leadership and Employees Performance
The previous studies described positive association between transactional leadership style and
employees’ performance and outcomes. The transactional leadership is a more conservative style
wherein efforts are exchanged for resources. These leaders influence employees by rewards in
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return for their efforts (contingent rewards), impose penalties when goals are not met (contingent
punishment), directs employees diligently by taking remedial actions when necessary (actively)
and proceed measures when required (passive) (Bass & Avolio, 1990). This leadership stand for
inspiring activities and play charismatic role by influencing employees to perform their formal
tasks and works beyond the quantified expectations. Thus, one of most significant challenges for
transactional leadership is to improve and enhance employees’ performances (Howell & Avolio,
1993). These leaders are concerned with task completion, use stick and carrot approach and
rewarded their employees for achieving the given duties and tasks. These leaders uses positive
and negative reinforcements to attain desired performance and outcomes from their employees.

The transactional behavior is contrasting with transformational behavior in which shared vision
is succeeded through rewards exchanges. These leaders motivate and encourage subordinates to
perform what is expected from them. The transactional leaders are related with the contingent
reinforcement and allow their followers to work independently (Pillai, Schriesheim & Williams,
1999). The followers and leaders involved in exchanges which are contingent on achievement of
assigned tasks. In the transaction phenomenon, the reward for followers are always linked the
efforts they produced towards the completion of assigned tasks within constraints of time, cost
and quality (MacKenzie, Podsakoff & Rich, 2001). These leaders pleased the employees and
reward them with superlative potential approach by recognizing their wins and wishes. In this
regard, leader rewards those employees who perform beyond the expectations and punish those
who fail to achieve assigned tasks (Goleman, Boyatzis & McKee, 2002). Therefore, transactional
leaders bring about potentials of subordinates and acquire anticipated outcomes from them.

The evidences obtained from various studies indicate that being committed to ethical values is
the characteristic of highly efficient leaders. Such leaders encourage their employees to improve
their performance, heighten their tendency to innovate and stimulate them to be creative and this
is all done through leaders’ just and fair behaviors with their employees (Bass, Avolio, Jung &
Berson, 2003). On the part of employees, these leaders do not assume any innovative behaviors
of performing tasks. The leaders use corrective attitude with two dimensions namely contingent
reward/punishment and the management-by-exception (active/passive). The contingent reward/
punishment means that leader uses these two attributes in order to acquire desired outcomes from
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their employees (Judge & Piccolo, 2004). In management by exception active, leader offers the
anticipated behavior and take educative measure when things are rampant and go wrong. These
leaders try to resolve issues/problem before they are expected to happen. In the management by
exception passive, the leader does not anticipate forthcoming issues/problem, but takes actions
when problems occur (Awamleh, Mahate & Evans, 2005).

The transactional leadership identifies certain potentials of leaders which offer certain rewards in
return for best performances on part of employees. There are also certain attributes coupled with
transactional leadership. In this regard, contingent rewards are provided to those employees who
achieve assigned tasks and perform beyond the expectations during completion of these tasks
(Vecchio, Justin & Pearce, 2008). Contingent punishments are given to those employees whose
performance quantity and quality falls below required standards and when the tasks and goals are
not met. Similarly, management-by-exception (active) identifies that these leaders continuously
monitor the employees performance and make suitable changes whenever required to make their
work improved throughout process (Ismail, Mohamad, Rafiuddin & Zhen, 2010). Managementby-exception (passive) identifies that leader’s wait for problems/issues to happen before fixing
them. The leader provides rewards in shape of promotions, recognition, praise and increase in
perks and privileges which in turn, increase and boost employees’ performance in institution
(Paracha, Qamar, Mirza & Waqas, 2012).

The theory of transactional leadership identified the relationship of subordinates and leader as a
series of exchanges/transactions wherein leaders’ uses rewards for extra-ordinary performances
and punishment for those who fails to achieve assigned tasks (Bizhan, Saeid & Barghi, 2013).
Though the transformational leaders expect the ordinary performances from the followers but the
transactional leaders’ desires performance beyond expectation. It becomes clear that potential
performance always results from dynamic transactional leadership because aims and ambitions
of the followers and leaders will lead in direction of common drive (Brahim, Ridic & Tomislav,
2015). The transactional leadership, under certain situations, leads the institution towards the
successful working environment and do not provide any freedom to their employees but this
freedom and autonomy is provides by the transformational leadership. The transactional leaders
provide more work pleasure and showed both corrective and constructive behavior (Muhammad
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& Kuchin, 2016). The constructive behavior includes the contingent rewards while the corrective
behavior determined management by exceptions on the part of the leader.

2.13.2 The Leadership Styles and Organizational Justice (a)
The leadership has been defined in terms of influence, traits, behaviors, the role relationships,
interaction patterns and a professional status on an administrative position. Different researchers
proposed three-dimensional leadership behavior comprises the change oriented, task oriented and
the relationship oriented leadership. In this regard, the leadership style has a critical standing for
the success of institutional activities (Pillai, Scandura & Williams, 1999). The leadership need to
have technical capabilities to allocate the resources efficiently, distribute them effectively and
promote interaction between employees and the institution. The organizational justice has been
considered as important element for the institutional success which is based upon the accurate,
complete unbiased information (Richard, Carin & Travis, 2003). The leaders build the interest to
improve abilities, growth and output by creating perception of affection, morality and fairness
among employees. In the same line, leadership and fairness seems to have a natural connection
and inextricably linked in the organizational context (Erdogan, Liden & Kraimer, 2006).

During the past decades, different studies examined the relationship between leadership and
justice and showed that there is positive association between the two constructs. In the same line,
both these phenomena are positively related with individual performances and outcomes (Eberlin
& Tatum, 2008). The leaders provide equal opportunities to their employees to reach common
objective. The literature reveals that fairness is the important determinant of employees’ attitudes
and behavior. The leaders are responsible to generate and implement fair strategies and processes
to establish concept of organizational justice. On other pole, poor approach of leadership against
institutional practices and policies is assumed to harmfully affect justice perception of employees
in the institutions (Cho & Dansereau, 2010). The research on organizational justice reveals that
the fairness consequences are originating more from institutionalized processes rather than from
leadership decisions. The leadership is responsible for all dimensions of organizational justice
including the distributive, procedural and the interactional justices in institutions (Dijke, Cremer,
Mayer & Quaquebeke, 2012).

117

The leadership research has paid slight devotion to magnitude wherein the leaders’ fairness
overstated their aptitude to motivate and mobilize their employees. It is an accredited fact that
the leaders are vital sources of unfairness and fairness in institutions. The research on leadership
and justice must integrate concerns from both behaviors in making more cultured understanding
about the role of justice in the leadership success (Bahar, Turhan, Helvac & Koprulu, 2015). The
leaders’ equality/fairness in terms of distribution, procedure and interaction feeds into the
effectiveness of leadership. The leaders those who are fair-minded can build better relations with
their employees, bring about more positive attitudes and seem able to produce more desirable
outcomes. Certainly, the expectations for the influence of leadership fairness is that leaders those
who are fair with respect to resources distribution, procedures used to reach at their values and
value of interpersonal behavior are more effective in shaping employees attitudes and behavior
(Ryan & Herman, 2017). The leader behavior allied with impartiality may also interrelate with
certain other features of leadership effectiveness in institutions.
A. The Transformational Leadership and Organizational Justice
The transformational leadership is linked with different work outcomes like fairness, work ethic,
empowerment, job satisfaction, commitment, skill development and performance in institutions.
In this regard, organizational justice is the crucial constituents for positive relationship between
transformational leadership and the desired performance/outcomes (Tatum, Eberlin, Kottraba &
Braderry, 2003). This leadership styles are expected to increase employees’ justice perceptions
since they put on their beliefs and values to consistently preserve high ethical standards among
teams. The justice enhancement mechanism suggests that transformational leadership indicates
to followers that future resource allocations and procedures leading to those allocations are likely
to be fair, in turn motivating followers to contribute efforts (Cremer, Dijke & Bos, 2007). The
previous studies have recognized that transformational leadership play significant role in justice
perception of employees’ at workplaces. The transformational leadership motivate followers to
emphasis on justice and fairness issues in institution about distribution of resource, procedures
and the interactional aspects (Daan, Cremer & Barbara, 2007).
The transformational leaders is concerned with “social justice than structural justice” because
they are responsive and careful regarding the needs and wants of followers. The transformational
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leader is geared towards emerging higher needs of their employees which are in-built in social
justice. These leaders provided opportunity to their employees to express their ideas which were
considered a fair practice by the employees (Asgari, Silong, Ahmad & Bahaman, 2008). The
employees will reject their leadership authority if their leaders do not give attention to fairness.
This perception is determined over clarifications that “how much influence one has in decision
making process, how much respect is paid to a person during decision making process, whether
decision is based on job related criteria and whether feedback is timely provided” (Cho &
Dansereau, 2010). The literature reveals that transformational leadership is strongly related with
procedural justice. Though the basic mechanisms maybe dissimilar but there is solid connection
between procedural, distributive, interactional justice and transformational leadership across the
organizational cultures (Dijke et al., 2012).

The transformational leaders enhances distributive justice because these leaders generally uphold
high ethical standards and they ensure that employees who have put in efforts or shown merits
are compensated fairly. The transformational leaders are cognizant of fairness issues and careful
not to create resource allocation outcomes that break the team spirit. It has been observed that the
followers of these leaders experience fewer breaches of their expectations by telling that leaders
resource allocation decisions are usually fair (Hassan, Kiani & Mohammad, 2015). The literature
reveals that transformational leaders also enhances procedural justice because they always offer
praise and recognition which in turn make followers feel that the procedures and policies are
reasonable. Transformational leaders also encourage employees to articulate their own opinions
and satisfy their individualized needs (Brian & Biyun, 2017). Certainly, though transformational
leadership has indirect effects on pessimism over the interactional justice but some studies has
acknowledged the direct link between both with respect to interactions with employees.
B. The Transactional leadership and Organizational Justice
There are different facets when perceiving the relationship between the transactional leadership
and organizational justice. The main aspect behind is that transactional leaders does not implicate
the individuals’ professionalism, respect and acknowledgement which is the main qualities of the
transformational leaders (Pillai, Scandura & Williams, 1999). The transactional leaders mainly
emphasis upon maintenance of standard procedures but lacking of distributive and interactional
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fairness can bring about performance level to its minima. These leaders works efficiently and
encourages their employees by rewarding them for their performance. These leaders, on the other
hand, use coercive and punitive authority to pressurize employees to perform and achieve their
tasks successfully (Tatum, Eberlin, Kottraba & Braderry, 2003). These leaders distribute the
resources to their employees with phenomenon of expectations and rewards. The transactional
leaders are more worried with the matters of structural justice instead of the social justice. These
leaders are effective and emphasis on strong communication, immediate problems solving and
rewarding their employees for their positive feedback.

The literature reveals that transactional leaders generally focused upon how institution frame
their policies and distribute rewards regarding employee involvement in decision-making. These
leaders emphasis on exchange process and always support ideas which are helpful in developing
the structural justice. Numerous studies reveals the positive relationship between transactional
leadership and justice on one hand and justice and performance on the other (Daan, Cremer &
Barbara, 2007). Some studies reveals that the effective leadership behavior depends upon both
the situation and the distinctiveness of employees. Therefore, the effectiveness of the leadership
is affected by both the varied situation and the characteristics of employees being involved in the
process. The empirical attempts to integrate transformational leadership and fairness revealed
that interactional justice was associated to transformational leadership but not to the transactional
leadership (Gefen, Ragowsky & Ridings, 2008). These leaders do not believe on any interaction
with their employees and always follow the bee line whatsoever the consequences.

In the same way, different studies looked at the relationship between transactional leadership and
distributive justice. The term transactional designed for the transaction/exchange the relationship
between the leadership and employees. The current research mainly emphasized upon the idea
that how employees’ attitude and behavior changed as the leadership styles changed (Dijke et al.,
2012). Similarly, when justice perception will low then employees will perceive the outcomes as
unfair however when the leader presented the fair behavior on behalf of their employees’ then
performance and employees output will increase. Thus, the literature suggests that fair treatment
by transactional leaders carries more than just instrumental value, it also carries symbolic value
which motivates followers to work dutifully for group (Silva, 2015). The literature reveals that
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transactional leadership is slightly connected to procedural justice which ultimately influence the
trust and job performance. The core social exchange process described that relationship between
transactional leadership and distributive and procedural justice maybe effective but not effective
with the interactional justice (Brian & Holtz, 2017).

2.13.3 The Organizational Justice and Employees Performance (b)
During the past decades, in industrial/organizational psychology, organizational justice has been
considered as major construct and research area. The related literature explored the dimensions
of justice like fairness in procedures, reward allocation and the interactive relationships (Lam,
Schaubroeck & Aryee, 2002). For this purpose, previous empirical studies determined significant
positive relationship among organizational justice and job performance. However, literature has
focused more on conceptual associations among justice and work behaviors like rule compliance,
organizational citizenship behavior, teamwork, respect to authority and decent performances
(Aryee, Chen & Budhwar, 2004). These practices can promote fairness in procedures, decisions,
interpersonal relationship and reward allocation to accomplish desired objectives in terms of
magnitude and quality. This, in turn, effects the employees working attitude and behavior like
commitment and performance. However, when all the smoke clears, organizational justice refers
to ethical and fair treatment of employees in institution (Raed, Awamleh & Fernandes, 2006).

The organizational justice theory describes that perception of justice in workplaces is generally
determined by decision-making processes and after effects of these decisions. The theory further
explain that individuals are liable to feel obliged to payback for the encouraging treatment and
benefits presented by institution (Burton, Sablynski & Sekiguchi, 2008). Also, in competitive
environment, the institutions are required to adopt the justice phenomenon to inspire employees
of diverse cultural backgrounds to perform better. The employees who receive all kind of justices
from institution respond to organizational citizenship behaviors and perform beyond expectations
(Wang, Liao, Xia & Chang, 2010). It is recognized that justice power in institutions contribute to
boosting the performance level of individuals through the increase in commitment and build a
bridge of trust between employees and management on one hand and between the employees
themselves on the other. The ever increasing importance of this phenomenon is majorly due to its
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link with employee performance and other behavioral outcomes (Noblet, Maharee & Rodwell,
2012).

In the competitive scenario, the performance management in institutions has become the most
prominent issue which helps to improve productivity and to ensure the competitive advantage.
The phenomenon of justice also helps in managing the performance of the employees and, in this
regard, the link between organizational justice and work performance/outcomes is best clarified
by the equity and social exchange theories (Arman, Latif & Ali, 2014). The employees will show
their efforts at minute level when perceive any unfairness regarding distributions of resources
and rewards. The researchers classified the organizational justice into three categories namely
the distributive, procedural and interactional justice. The distributive justice forms constancy
between outcomes and the standards for allocating these outcomes (Mehmood, Norulkamar &
Ahmad, 2016). The procedural justice increases the acceptability and performance of employees
when they perceive that decisions of institution are fair. Similarly, interactional justice contain
the fair treatment of employees with respect, politeness, dignity and in defining outcomes (Kalay
& Turkey, 2016).
A. The Distributive Justice and Employees Performance
The distributive justice is simply described as the allocation of resources for employees. Other
scholars argued that distributive justice represents employee perception of fairness in reward
allocation by the institution. The institution may distribute outcome according to need, equity
and contribution on employees part (Lam, Schaubroeck & Aryee, 2002). Individuals may change
quality and quantity of their work when they perceive that outcome/ input is unfair. Certainly,
once employees perceive that distribution is unfair then they will resist and criticize the decisions
of management (Aryee, Chen & Budhwar, 2004). Consequently, for producing higher level of
performance, the fair distributions of tasks and rewards are significant determining factors. The
equity theory derive bond between distributive justice and performance. The theory postulates
that individuals’ motivation is influenced by outcomes they receive for contributions (Burton,
Sablynski & Sekiguchi, 2008). When employees feel any unequal treatment they will restore
equity by changing their attitudes, behaviors which ultimately leads to poor performances.

122

Similarly, distributive justice may lead to increased task behavior and contextual performances
when fairness is perceived regarding the distribution of resources. It is expected that distributive
justice is positively associated with both the task behavior and contextual performance. As
research increased on justice and fairness it was observed that it is not only the outcome that
forms perception of justice but employees also consider the rules and regulations through which
they are awarded the rewards (Devonish & Greenidge, 2010). Hence, the focus of the research
shifted to process through which the outcome was received which was later named as procedural
justice. The basic premise is that distribution of resources primarily on perception of distributive
justice, fairness, trust, commitment and impact (Thamna, Hossam & Elanain, 2014). The reverse
distributive injustice occurs when people are expecting a reward that others may receive the fact
of rewards such as new job, new responsibilities, power, rewards and promotion. If an outcome
is unfair perception, discrimination and injustice then it will affect not only the performance of
employee but the organization (Mehmood, Norulkamar & Ahmad, 2016).
B. The Procedural Justice and Employees Performance
The procedural justice includes employee’s perception of organization’s intent, mechanism and
procedures used to determine his/her outcomes. More specifically it is the perceived fairness of
procedure used for making decisions. Previous research findings revealed that both procedural
justice and performance are positively and significantly associated with each other (Williams,
1999). The literature on organizational justice and performance reveals that work performance is
strongly predicted by procedural than distributive and interactional justice. The procedural
justice assured that the decisions regarding allocations is fair and according to formal procedures
of institution (Aryee, Chen & Budhwar, 2004). Consequently, the employees will be satisfied,
committed, motivated and leading them to reciprocate and show their utmost efforts to perform
and achieve their tasks wholeheartedly. The procedural justice aims to make available the fair
practices regarding procedures and employees perceptions concerning acceptation of outcome
regardless of its relevancy to their own benefits (Walumbwa, Cropanzano & Hartnell, 2009).

The procedural justice is mainly associated with concerns. In this regard, the first concern talk
about instrumental factors which replicates sorts of formal procedures used to make allocation
decisions regarding outcome. The second concern talk about relational factors which replicates
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the interpersonal treatment of those who are in the position of authority (Suliman & Kathairi,
2013). Subsequently, procedural justice reproduces both “instrumental and relational concerns”
through which the employees are expected to respond by presenting both the task and contextual
performance. The literature reveals that fair treatment specifies that the employees are valued,
respected and worthy member of the institution where they are serving their services (Thamna &
Hossam, 2014). In the framework of social exchange, positive and encouraging behavior from
the authorities may motivate employees to reciprocate in extra-role behaviors by showing their
best performances. The literature reveals that when equal chances are provided to the employees
to contribute in decision making process that are used in allocating outcomes, then they might
recognize the decisions and outcomes as fair (Faruk & Turkey, 2016).
C. The Interpersonal Justice and Employees Performance
The interactional justice is the concept inferred from organizational justice which emphases upon
perceptions of employees regarding interpersonal behavior they experienced during the depiction
of procedures and decisions. The interpersonal justice is described as way employees are treated
by their managers/supervisors at work (Tatum, Bradberry, Eberlin & Kottraba, 2002). The extent
to which flow of information and communication is open between managers and employees
determines the employees’ concerns about how well managers are listening to their needs, being
compassionate and understanding towards them. With respect to social exchange theory, several
researchers have suggested the relationship between employees’ performance and interactional
justice (Awamleh & Fernandes, 2006). Employees’ supervisor is the source behind interactional
justice taken by employees as outcome which influences their outcome/input ratio. The literature
reveals that the procedural and interactional justice reinforces the influences between institutions
and employees. Fairness perception not only increase motivation, satisfaction and commitment
but also increase the performance level (Wang, Liao, Xia & Chang, 2010).

The interactional justice concept has been recognized and developed persistently together with
the expansion of organizational justice theory. In this concept, more importance were provided to
the employees and also the way through which they were treated throughout their interpersonal
dealings with their leadership/management (Suliman & Kathairi, 2013). The perceptions of selfrespect, politeness, admiration and decisions regarding individuals and their fair treatment are the
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sub-parts of interpersonal justice. Whereas, the adequacy of certain justifications with respect to
truthfulness, timeliness and their specificity comes under the umbrella of informational justice
(Muhammad & Shaheen, 2015). In this regard, employees those who perceive said relationship
as fair and just results in higher level of performance while those who perceive unfairness in the
said relationship results in poor performances. Similarly, fairness conception (encouragement,
motivation, respect, dignity) and its management is vital for the institutions as it not only affect
the behavior of the employees but also affect their performances (Mehmood, Norulkamar &
Ahmad, 2016).

2.13.4 The Leadership Styles, Organizational Justice and Performance ( Ć)
The leadership has been connected to many work outcomes like the work ethic, job satisfaction,
empowerment, development, commitment, justice and performance. The increased globalization
demands leadership to find ways to manage and control multicultural work groups efficiently,
effectively and fairly (Skarlicki & Latham, 1997). During the past decades, several theories of
leadership have been developed to understanding the leadership phenomenon comprehensively.
Contrary to the earlier theories, the newly emergent theories emphasis on efforts to describe how
leadership can acquire the desired outcomes and proceeds the employees to higher performance
levels (Richard, Carin & Travis, 2003). Moreover, in what way such leaders grow into a source
of employees’ commitment, respect and unopposed loyalty. Though, the core practices between
leadership and performances are not completely clear because there are certain factors those who
mediate/arbitrate relationship between them. In this regard, in the present study, the researcher
attempt to analyze mediating effect of organizational justice in relationship between leadership
styles and employees’ performance (Robinson, 2004).

The organizational justice is concerned with organizational variables such as reward allocation
and fair procedures and this makes it more pronounced for vigilance by employees who are keen
that they dealt with justly. This is critical because justice affected job satisfaction, commitment
and trust attitudes that directly impact on employee job performance. Therefore, it is important
that organizational attributes of fairness be properly articulated to enhance favorable employee
attitudes (Daan, Cremer & Barbara, 2007). The literature reveals that perceived justice among
the employees may weak due to institutional structure and decision making styles. Then again,
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fair and appropriate style of leadership is also considered as a vital source of integration among
the employees justice (Cheng & Chuan, 2011). Therefore, employees’ perception regarding their
leadership fairness, decisions and behaviors is expected to provide a strong perception towards
organizational. This current study predicts that organizational justice may expect to mediate the
relationship between leadership styles and employees’ performance (Rokhman & Hassan, 2012).
The employees’ fairness perceptions is positively linked to the transformational leadership
because the leaders those who treat their employees with respect and dignity are motivated,
encouraged and contribute more to their institutions. With respect to leadership behavior and the
justice mechanisms, there are certain similarities in their relationship. In this regard, distributive
justice has been found to increase commitment and performance, as ensures by transformational
leadership (Paracha, Qamar, Adnan, Mirza, Hamid, 2012). As both transformational leadership
and distributive justice share certain mutual features and their relations maybe liable for their
parallel relations with employees’ performance. Both transformational leadership and procedural
justice put emphasis on transparent, effective and clear communication as means of distributing
information towards employees (Kwan, 2014). Both emphasis upon the dignified, respectful and
professional characteristics of individual relations and being reasonable and truthful at the
different level. Interaction is common point on part of both, transformational and interactional
justice (Hassan & Hassan, 2015).

The literature reveals that transactional leadership is strongly linked with the structural justice
because these are effective leaders who emphases upon communication, immediate problems
solving and rewarding their employees for better performances. The literature reveals a positive
and significant connection among transactional leadership and the different dimensions of the
organizational justice (Silva, 2015). It is usual that transactional leader mostly concerned with
how institution frame their policies and the distribute rewards concerning employee contribution
in decision making. The distributive justice focuses on the fairness of transactional leaders like
the exchanges of fair rewards while procedural justice stresses on fair process through which the
results are attained, specifically, the fairness of procedures and resources by which the leadership
make the decisions (Mohamed & Ibrahim, 2016). Conversely, interactional justice is concerned
with the individuals’ interpersonal treatment which are provided to them during the application
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of procedures by transactional leaders. Similarly, the transactional leadership is more concerned
with structural justice than the social justice (Khuong & Hoang, 2016).

2.13.5 The Leadership Styles and Organizational Culture (a)
The globalization has certain long-lasting effects upon organizations to search for effective and
successful leadership who have attributes that are universally operative and applicable across the
diverse cultures and contexts. The technological constraints, the changes in logistics controls,
persistent communication and other are serving as standardized channel between the leadership
and organizational cultures (Ardichvili & Kuchinke, 2002). Effective leaders need to carefully
analyze the prominent leadership theories that transcend cultures. However, some researchers
recommends that leadership varies around cultures and that perceptions developed maybe limited
in applicability to other cultures (Schein, 2004). Numerous multicultural studies recommend that
culture can effect leadership practices, models and styles that are operative in diverse situations,
and further recommend the criteria that what the leadership expect from their followers, to what
extent the leadership influence the followers and what cultural forces that are operative behind
the circumstances in which the leadership functions (Kavanagh & Ashkanasy, 2006).

During the past decades, leadership and organizational culture has become an issue of interest for
managers and researchers. The strong and well-managed culture build significant competitive
edge of the institutions. In this regard, it is only the leadership, which may help in creating and
sustaining the strong culture for institutions. Similarly, the culture is responsible for the success
and failure of any institution (Kwantes & Boglarsky, 2007). The literature reveals that both the
leadership and culture are strongly related to the performance in institution. In same line, both
the leadership and employees, can work together by focusing upon the institutional norms,
principles and values to attain the desired status and rank of the institution (Giberson, Resick,
Dickson, Mitchelson, Randall & Clark, 2009). The effective and successful institutions need both
strategic and tactical philosophy along with the culture building from its leadership. For this
purpose, the leadership along with concerned workforces will require to show their utmost
efforts to succeed the said vision (Rijal, 2010). Similarly, culture is the situation within which the
vision exist-in and help in determining the existence of the institution.
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The strong association/effect is revealed by different studies regarding the leadership and culture.
However, different studies underlined differences in behaviors and values of the leaders coupled
with different cultures (Kang & Chuan, 2011). Though, there exists substantial debate about how
culture creates, builds and maintained and to what extent the leadership has the effect on shaping
the culture in institution. Each style of leadership has its own impact parameters with respect to
culture in institutions. Some studies reveals that transformational leadership is more active than
transactional leadership in building the strong culture for institutions (Rabbani, Imran & Kamal,
2014). Other shows that transactional leadership is more effective and responsible towards the
solid culture for the institution. Numerous researchers recommended that the institutional culture
is influenced by numerous factors those who needs further manipulations and management in
refining the culture of institution (Maryam, Bader & Faisal, 2017). It is also the responsivity of
the concerned leadership to identify the existing gap in cultural norms and values to encourage
and promote strong and robust culture for institution.
A. The Transformational Leadership and Organizational Culture
The leaders with transformational style, inspires their employees to produce innovative ideas that
results in indispensable transformation for development of institution. Thus, the transformational
leaders not only builds the nucleus for the strong culture rather they changes the existent culture
with innovative visionary approaches that is mainly based upon shared norms, values, beliefs and
demands the efficiency and effectiveness of human resources (leadership & employees) in the
institution (Bass & Avolio, 1993). The transformational leaders are accommodative in creating
supportive and encouraging work environment for their employees. These leaders support and
encourage their employees through innovative and influential behavior to achieve their assigned
tasks and responsibilities (Walumbwa, Avolio, Wang & Shi, 2005). The literature reveals that
transformational leadership is more effective and successful in collectivistic cultures instead of
individualistic cultures. The transformational leaders are innovative and creative in introducing
structural and technological changes that acts as intervening components towards the strong and
supportive culture in institutions (Xenikou & Simosi, 2006).

Consequently, the emphasis is restricted to the examination of transformational leadership and
organizational culture from functionalist and individualist perspectives. In certain circumstances,
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the suitable leadership style is prerequisite for the cultural because these transformation requires
additional dynamism and commitment from leaders and employees to achieve desired outcomes
(Biswas, 2009). The transformational leaders show their efforts through integrity, creativity,
persistency, potential and the sensitivity towards culture changes matched with the institutional
demands. Since, the transformational leadership is the vital component in changing the cultures
therefore these leaders play critical role in forming institutional culture thus through altering the
route of culture (Kang & Chuan, 2011). Among the four attributes of transformational leaders,
focus on visionary cultural changes is additional attribute of this leadership. There is a need to
elaborate on how culture is distinct from occupational culture which helps us understand why
organizational culture is likely to vary across leaders (Shiva & Damodar, 2012).

The understanding and reviewing of organizational culture is generally based upon the science of
culture which is categorized as the inter-punitive style that take along knowledge and methods
altogether, particularly in management of economies, psychology and sociology. With respect to
leadership and culture, there are two schools of thought (ElKordy, 2013). The first “functionalist
school” claims that leaders are the real creators of cultural change either through visible actions,
substantive and representative roles they play. Conversely, the second “anthropological school”
questions the leaders’ ability to create culture that is, “leaders are part of culture, not apart from
it”. Employees’ psychological (cognitive, affective and behavioral) responses to organizational
strains can be manifested by organizational culture (Veiseh, Mohammad, Pirzadian & Sharafi,
2014). The transformational leaders are responsive to desires and needs of employees and in
turn requires potential efforts and enthusiasm from their subordinates. These leaders
have ability to change strategic vision, followers’ attitude and behavior and the existence
culture of the institution (Melissa, Bowers, Hall & Srinivasan, 2017).
B. The Transactional leadership and Organizational Culture
The large part of the organizational culture gets develop from the leadership styles though the
organizational culture also influence effectiveness and development of the leadership. The main
concern of transformational leaders is to change existing culture according to their own vision
aligned with the norms and values of the institution (Dong, Jung & Avolio, 1999). On the other
hand, transactional leaders work under existing procedures, rules, regulations, norms and values.
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The transactional leaders prefer to drive within the limits and margins of existing culture whereas
transformational leaders normally tend to change culture in-line with their own vision (Sarros, &
Santora, 2001). There are different outcomes provided by researchers regarding the relationship
between two constructs. To some, culture is shaped and groomed by leadership while to others,
leadership is shaped and groomed by the organizational culture. In the institutional survival, the
responsiveness and change can play a critical role to groom cultures (Parry, 2003). In this regard,
transactional leadership always support the phenomenon of contingent reward and managementby-exception to achieve the desired objective within the limits of existing culture.

In organizations, transactional leaders always promote culture of transaction/exchange (reward &
punishment) which is contingent upon performance of the employees. In some studies, the higher
correlation was found between the transactional leadership style and the organizational culture
(Bono & Judge, 2004). On the other hand, some studies also validate the relationship between
the transformational leadership and employees’ performance. As the transactional leadership is
task-oriented while transformational leadership is relationship oriented, so, outcomes is required
concerning which leadership type (task & relationship) is effective in all organizational cultures
(Toor & George, 2009). For this purpose, transactional leaders always tries to develop positive
relationship with their employees by offering them different packages of transaction. Similarly,
due to this sensitivity, performance of the employees and institution get hampered due to their
short-term exchange relationship (Zehira, Ertosunb, Zehirc & Müceldilid, 2011). Transactional
leaders always make clear the tasks and roles of their employees that may lead towards higher
productivity.

The transactional leadership promotes the culture of transaction/exchanges that are contingent
upon the performances of their followers. These leaders constantly validate connection between
reward and performance and then exchange it for a suitable reaction that inspires employees to
develop their performances (Kang & Chuan, 2011). Between management and employees, the
transactional leadership is agreed for exchange of rewards and objectives. The main difference
between the two is that the transactional leadership works within the existing culture whereas the
transformational leadership changes the culture of the institution. Similarly, the transformational
leadership is more expected to redirect social values and emerges in times of rapid change and
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uncertainty whereas transactional leadership works in disciplined culture (Nguyen & Mohamed,
2011). The literature reveals that transactional leader are responsible for creating, developing,
maintaining and destroying culture and come to recognize importance of organizational culture
and their ability to shape it so as to foster an organizational culture that yields high performance
and efficiency overall (Melissa, Bowers, Hall., & Srinivasan, 2017).

2.13.6 The Organizational Culture and Employees Performance (b)
The individuals are persistently bounded by culture which provide the basis for their working
lives in the institutions. The culture of the institution offers a strong mechanism for guiding the
behavior of individuals by affecting their perception that how to interpret the things around. The
institutions needs specific socio-cultural environment that effect the manner by which employees
think, reflect and perform (Denison, 1990). Therefore, the leaders and employees cannot work in
environment (value-free) in which they are engaged, bound and strengthened by culture of the
institution. Similarly, organizational culture has a solid impact on the employees’ working
attitude and performance (George, Marcoulides, Ronald & Heck, 1993). It includes the norms
and standards that prescribe individuals behavior in institution. Therefore, organizational culture
is the set of core principles, values, practices and beliefs that establish its management system.
The organizational culture described the way over which employees interact with each other and
complete tasks and responsibilities in institutions (Bititci, Mendibil, Garengo & Turner, 2006).

In the institution, the cultural paradigm contains various prescribed procedure, values and beliefs
that manage the working format of individuals. The shared culture binds the employees together
and offers the route for institution to achieve their desired objectives. In the contemporary era,
for any institution, main task is to change its culture as the employees are already familiar to do
things in specific manner (Oparanma, 2010). In the institutions, prevailing culture depends upon
the environment in which they drives towards their aims, belief of employees and management
style. The researchers recommends different types of cultures exists in institutions. For instance,
well-structured and highly bureaucratic institutions usually follow the culture with wide-ranging
controls (Ehtesham & Shakil, 2011). The employees in this culture follow the standard procedure
and well-defines responsibilities and roles with the enthusiasm and commitment. The employees
closely associated to the institution perform their duties whole hearted to achieve desired aims
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and objectives (Ahmad, 2012). Different cultures prevailing in same institution impose diverse
influences on motivation and performance of employees.
Similarly, regarding the employees’ behavior in their workplace, organizational culture provides
solid background for their working capacities. The culture that exists in an institution determine
the behavior of performance either positive or negative. In organizational culture, the employees
are considered as vital component for the institutional development as it increases the level of
commitment towards the institution (Mohammad & Saad, 2013). In this regard, the employees
are solely responsible for the success and failure of the institution. In the strong organizational
culture, the employees are rewarded for theirs extra ordinary efforts which in turn increases their
commitment and job satisfaction. In such cultures, employees are devoted to achieve their tasks
and therefore have an optimistic effect on the performance of institution (Mohamed & Abukar,
2013). In this regard, the employees’ performance is determined by culture of institution. Thus,
for institutional interests it is better to highlight factors that decreases employees’ performance.
Thus, institutions can better achieve their objectives by aligning culture with their performance
management system (Comfort, Paul & Olumuyiwa, 2014).

The related literature on culture and performance reveals that both the organizational culture and
employees’ performance are directly related but nature of relationship is diversified. Different
researchers recommends that there is a mismatch between the attributes of the cultures and the
attributes of performance over the times. In current study, the mission, adaptability, consistency
and involvement were considered as the attributes of the organization culture (Thuku, Abiero &
Dennis, 2015). The literature reveals that all these attributes have an immense impact upon the
employees’ commitment and performance. In this regard, sound effects of organizational culture
on workforces’ attitude, behavior and performance can be abridged by knowing organizations’
culture and tolerates employees to comprehend both organizational past and current processes,
procedures and approaches (Menaka & Chandrika, 2015). Similarly, organizational culture can
increase commitment aligned with organizational values and philosophy. In same line, through
its norms, organizational culture, works as control mechanism to station the behaviors toward the
desired performances (Ibrahim, Ali & Kazeem, 2017).
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2.13.7 The Leadership Styles, Organizational Culture and Performance (Ć)
Both the leadership styles and organizational culture play significant role in building, directing
and improving employees’ performance but the main question is that which kind of relationship
exists among them. In this regard, related literature reveals that both leadership and culture along
with the attached factors and added-value contribute a lot in the institutional success (Ogbonn &
Harris, 2000). In same line, there exists a disagreement about the leadership and organizational
culture that which phenomenon arises first. Actually, both leadership and organizational culture
are the major predictors towards employees’ behaviors, attitudes and outcomes. In this regard,
the leadership behaviors, skills and styles are valuable in promoting strong culture of institution
(Ogbonna & Harris, 2005). Moreover, the effective leadership is also considered as a vital part of
strong organizational culture and both are significant predictors for improving the performance
of employees. To promote strong organizational culture, there is no definite characteristics of the
leadership. For effective and successful leadership, both organizational culture and employees’
performance are considered as vital components (Athena & Maria, 2006).

The institutional performance depends upon the cultural values which are shared among their
workforces at different levels in institution. The foremost task of leadership in any institution is
to develop institutional standards and credibility thus by modifying the existing culture. In this
regard, the leadership and organizational culture are considered as vital components of change
process (Amran & Kusbramayanti, 2007). There is reciprocal association between leadership and
the culture as both of them are contingent upon each other and eventually affect each other. The
leadership in the institutions are considered as the beacon of hope and authority who can freely
exercise their power in decision making and has an influential impact upon institutional culture
(Biswas, 2009). For this purpose, Denison declares that culture is the deep structure of institution
which is entrenched in assumptions, beliefs and values held by the institutional members. The
literature reveals that effective leadership (transformational & transactional) accurately nurture
and develop culture that is flexible, adaptive and acceptable for change (Yuan & Lee, 2011).

The transformational leader inspires employees to show their effort, potential and perform with
those standards which are expected from them. The employees are motivated to perform extrarole behaviors which in turn increase respect, devotion, admiration and trust toward the leaders.
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These leaders always encourages the innovative ideas from their employees and tries to develop
the capabilities of their employees by arranging the skills development courses (Kang & Chuan,
2011). The transactional leaders influence employees by rule enforcement, corrective actions and
contingent rewards. These leaders promotes culture of rewards and punishments to increase the
performance of employees and institution as well. With respect to both styles (transformational
& transactional), the main theme is to increase the performance of the employees thus by using
cultural principles and procedures (Sumarto & Subroto, 2011). It is the foremost responsibility of
leadership to provide directions to their employees by providing direction, strong supervision,
scheduling and managing work activities and clarifying the institutional structural processes,
procedures, rules and policies (Zehira, Ertosunb, Zehirc & Müceldilid, 2011).

The leadership both transformational and transactional are required to show their capabilities to
inspire and support achievement oriented behavior, setting the challenging goals, featuring the
success excellence, directed toward performance excellence, seeking development and providing
confidence to their employees to attain high standards of performance (Zehira, Ertosunb, Zehirc
& Müceldilid, 2011). Similarly, psychologically supportive and responsive working environment
is only possible when the concerned leadership utilizes their capabilities, skills and competencies
to make their employees motivated, committed and well performers. In this regard, strong culture
of institution is only prerequisite for sustainable development of institutions (Meithiana, 2017).
The main theme behind leadership and organizational culture is to shape attitudes and behaviors
of employees according to the norms and values of the institution. It is somehow a difficult task
for leadership to deal with the employees those who belong from diverse cultures (Maryam et al.,
2017). So it is the responsibility of the concerned leadership to promote effective interaction
among the different individuals/groups/ units.
2.14 The Demographic Impacts
In the social sciences, the demographics related with personal characteristics those which define
the profile of an individual (Harrison & Carroll, 2006). There are certain factors like age, gender,
qualification, designation, department, experience, marital status and domicile, those which are
sub-titles of demographics, have a glaring impact upon the performance on the part of both the
leadership and employees (Irfan, Nawaz, Farhat, Naseem, 2013a). Moreover, literature evolved
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from same information provides the fundamental to examine diverse variables, both independent
and mediating variables, those by whom level of performance can be established appropriately.
In institution, leader gets engaged with individuals those who possess diverse characteristics, so,
it solely depends upon quality of leadership styles to bring about maximum output regarding the
performance of the employees those who belongs from the diverse cultures (Irfan & Nawaz,
2016). In current study, researcher highlighted certain prominent demographic variables those
which affect responses of individuals regarding leadership styles, organizational justice, culture
and employees’ performance.
A. The Department
In the higher educational institutions there are different departments with a specific format where
duties and responsibilities are assigned to employees according to abilities and competencies.
Similarly, professionalism among employee results in elevated commitment which also increase
their performances (Oshagbemi & Grill, 2003). The employee those who are fairly treated,
equally assigned duties in relevant section/department by their leadership will be totally focused
upon the achievement of their assigned tasks and assignments (Irfan et al., 2013a). In the same
line, changes in setting like departments, sections, pay scales, employees’ involvement in policy
change process and the changes in the working format may affect the employees’ performance.
The norm of “right man on right job” should be followed strictly by the concerned leadership for
the maximum output at the organizational level. The injustices and unequal treatments hampers
the professionalism and eventually the credibility of institution becomes threatened. Therefore,
fairness culture in policies from leadership towards different sections/department can be helpful
in improving performance resulting in institutional success (Irfan & Nawaz, 2016).
B. The Domicile
The attribution or status of an individual being as permanent resident in a specific jurisdiction is
termed as domicile. The domicile is considered as vital component for increasing performance
and commitment of the employees (Miankheil, Nawaz, Khan & Wajidi, 2012). Intrinsically, an
individual has certain solid attachment with his/her soil, blood relatives, native home, radical
assistances, family feuds and immovable property. The employees possess better understanding
about the demographic and cultural characteristics of specific region (Irfan et al., 2013a). This
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factor can raise the clientele graph mainly in higher education institutions because of linguistic,
cultural and social connections between teachers and students. It may be possible that there are
mean differences in responses regarding domicile and may also significant impact on the
variables of interests for the current study (Saqib et al., 2014). The dynamics that affect the
employees’ performance may be institutional structure, justice, culture, work social dimension,
job satisfaction, working hours, safety measures, wages, prospects for professional development
and the working jurisdiction (Irfan & Nawaz, 2016).
C. The Marital Status
The state of being unmarried or married is named the marital status of the individual. The marital
status of an employee is highly concerned with his/her level of performance. The magnitudes of
individuals’ financial and social position completely changes when he get married (Saifuddin,
Zaman & Nawaz, 2010). Similarly, to look after at domestic level, as a single in his/her marital
status, individual has few responsibilities. Conversely, with pathetic socio-economic background
the unmarried employee are somewhat conscious about better occupational opportunities and
avail any profitable offers when arises (Mating, Kelli & Angara, 2012). In maximum cases, the
married employees are perceived to be professionally sound and more committed in their career.
Occasionally, to certain extent, the working environment does not suit about the working hours
which affect the marital life of employees (Irfan et al., 2013a). With respect to both leadership
and employee, level of expectations will go higher regarding the performance. In line, the
concerned leadership will be bound ethically to offer certain financial benefits during and after
the service tenure of the employee get matured in the institution (Irfan & Nawaz, 2016).
D. The Gender
Regarding the gender-based discrimination, the demographic individualities of any culture have
strong influence on the performance level. In the developed countries, working environment is
totally changed as compared to developing countries where socio-economic situations are still in
the emerging phases (Burke & Collins, 2001). In developing countries, the female workers have
to face certain social and economic constraints as the condition is not encouraging to earn and
work while away from their homes. Conversely, in institution, the employees those who are male
have their own worries about their performance (Anderson & Shinew, 2003). Some of male
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workers, on contrary, show their unwillingness to work with female workers on alleged reason of
religious and social ties (Hanan, 2010). Whereas, then again, male although physically strong are
exhausted and keeps an attitude are considered as less task-oriented (Irfan et al., 2013a). Now, if
both female and male work in same institution, male employees, due to their strong drives would
positively aspire to overcome domains of effectiveness and productivity (Irfan & Nawaz, 2016).
E. The Qualification
The academic status has a diverse response concerning the performance level as employees with
less qualifications are to perform less compared to highly their qualified colleagues (Akintayo,
2010). It is perceived that employees with advanced qualification owns awareness, professional
maturity and therefore higher performance level is being witnessed among them. Infrequently,
they entertain proposals as they marked higher professional integrity which binds them in strong
connection with their institution (Nawaz & Kundi, 2010). An insight in organizational behavior
exposes that the direct proportion between the performance level and the qualification improves
the effectiveness and the institutional output (Irfan et al., 2013a). In private sector, the experience
and qualification are highest main concern for the employment. Similarly, if qualified employees
is “adjusted against post of lower cadre then there is a gap” in efficiency and the achievements.
Incidentally, pressure falls on shoulders of leadership to allocate authority and responsibility
their employees with respect to their qualifications and experiences (Irfan & Nawaz, 2016).
F. The Designation
The lower designation and the higher qualification are the foremost reason of embarrassment
which diminishes commitment level and ultimately affect employees’ performance. The higher
designation carries along furnished accommodation, higher salary, improved health facilities and
some other marginal benefits (Saifuddin et al., 2010). The literature reveals that the employees
with higher experiences, skills and qualifications are not granted pay scales equal to their said
abilities (Irfan et al., 2013a). Therefore, these employees peruse for better professional chances
and show their interests in any offer which is more beneficial and lucrative for their career. In the
institution, the professional stability of the employee is directly related with his/her professional
status (Saqib et al., 2014). Generally, the qualified employees with teaching and research the
capability desire to be adjusted against high positions in institutions. In this regard, the qualified
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employees are much worried about designation held by them as it is root cause of professional
competition in almost every institution (Haroon, Farhat & Irfan, 2016).
G. The Experience
The related literature reveals that experience has diverse reaction when examined with respect to
performance on part of both leadership and employees. Mostly, highly experienced employees
wish to continue their professional career in same institution for an elongated period due to their
professional obligation (Quinones, Ford & Teachout, 1995). It is observed that the experienced
employees are more emotionally attached, passionate and dedicated with their institutions by
showing decent performances (Sonnentag, 2000). Among them, some who lodge positions which
are at par to their educations coupled with some other fringe benefits, desire to stay and deliver
more in the institution (Irfan et al., 2013a). They desire to invest their knowledge and skills to
achieve higher status in institution. Leadership has a strong role in retaining the experienced
employees by increasing their privileges (Farooq et al., 2015). The professional rivalries, cultural
and linguistic differences, extra perks and privileges, fairness, age long enmities and delegation
of extra powers may overwhelm the experience-based performances (Irfan & Nawaz, 2016).
H. The Age
The professional age of the individuals starts from their employment and ends at the withdrawal
from certain professional tasks. Age aspect is strongly linked with level of performance and
commitment on part of employees in institutions (Isaiah, 2006; Saifuddin et al., 2010). The age
factor is one of most studied demographic variable for both leadership and the performance. An
employee age of is directly associated to their experience, skill, attitude and efficiency those
which are strongly linked with level of employees (Irfan et al., 2013a). The aged employees with
advanced qualification, if not given the suitable professional status then they will always look for
better positions and their performance maybe hampered. The leadership can take more output
from aged employees due to their professional experiences. As individuals grows older, sense of
responsibilities gains maturity (Zakeer, Nawaz & Irfan, 2016). The fundamental principle for
link between performance and age that older employees show better performance because of
“professional grooming that is developed during course of time” (Irfan & Nawaz, 2016).
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2.15 The Working Concepts
Table 2.4 List of the Demographic Attributes

1

Variables
Age

2

Experience

3

Gender

4

Designation

5

Qualification

6

Marital Status

7

Department

8

Domicile

Definitions
“The professional age of person starts from his/her
appointment and ends at retirement from certain institution”.
“The expertise acquired during the course of one`s
professional career/tenure is experience he/she possesses”.
“The state of being male or female especially with reference
to social and cultural differences”.
“The professional status held by the person in certain
institution is called designation”.
The academic achievements those which signify the
qualification of a person.
The condition of individual, being married or unmarried in
the society/institution.
“The academic sections in the HEIs where the teaching and
the research is pursued by the faculty members”.
The status or attribution of being a permanent resident in a
particular jurisdiction.

Code
AGE
EXP
GDR
DSG
QUA
MRS
DPT
DOM

Table 2.5 List of the Extracted Concepts (Variables)
Variables
1

2

3

4

5

Definitions

Transformational The transformational leadership “pulls and directs followers
Leadership
intrinsically towards achievement of long run institutional
objectives and changes the perception and beliefs of their
followers to enhance involvement and commitment”.
Transactional
The transactional leaders focus their leadership on motivating
Leadership
employee over system of rewards & punishments including
the management-by-exception (active &passive).
Organizational
The organizational justice state the perceptions of employee
Justice
about fairness in workplace. These are categorized in
distributive, procedural & interactional justices.
Organizational
The organizational culture is organism of shared beliefs,
Culture
values and assumptions which oversees how individuals
behave in institution and strong influence on employees in
the institution.
Employees
The actual effort that “individual undertakes in order to carry
Performance
out the work. Performance relates to the person’s ability to
perform all the tasks and duties required for a specific job”.
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Code
TFL

TRL

ORJ

ORC

EPR

2.16 The Theoretical Framework
Since the researcher has to stay away from the topic in the sense that all the variables and their
inter relationship will emerged from literature as prescribed by existing experts in social science.
The following model has been extracted from existing research by applying theoretical network
approach which consists of cards (data collection), classification (data reduction) and networking
(theoretical framework) to construct a theoretical structure/model which will then be used as
guidelines to undertake further qualitative and quantitative data. This research builds a model as
theoretical framework of the research study and then develops the hypothesis from same model.
The theoretical framework of current study comprises two independent variable, two mediating
variable and one dependent variable. The theoretical framework shows the complete process of
research along with the development of hypotheses (H1 to H14). However, the Four Mediation
Models have been shown in the research methodology chapter (Figure 3.3).
Figure 2.8 Schematic Diagram of the Theoretical Framework

A theoretical framework refers to structure of the theory behind the topic referring to research
variables and their inter-relationship. Theoretical framework emerges from the primary or
preliminary research conducted for the development of research project. This initial study is
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undertaken to identify the research variables and their inter-connections as suggested by the
existing researchers and research. A theoretical framework therefore helps the researcher in
generating the exact theory behind the topic with precisely defined variables and their mutual
relations between the independent and dependent variables.

Once the theoretical framework is constituted with the help of the existing research, it is then
used as a guideline to plan and implement the research project. This framework helps the
researcher in the following dimensions of the total research story.
1. Selection of relevant variables including the predictors and criterion. It enables the
researcher to pin point the ‘data types’ to be collected.
2. Since the research is always about the interaction of different variables therefore, the
theoretical framework demonstrates those relationships between the variables which exist
as per current research and logic.
3. All the relationships available in the theoretical framework are to be tested by the
researcher through first hand data collected from the sample of population of interest.
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2.17 The Emerging Hypothesis
As said earlier, the theoretical framework also guides the researcher in generating the hypotheses
from the interrelationship of the variables as identified through the preliminary research. Every
arrow in the model represents one or more hypotheses. Following is the list of hypotheses that
has been tested through field survey data.
Table 2.6 Details of the Hypotheses
Hypotheses

Tools for Analysis

Code

There is positive and significant relationship between the
predictors, mediators and the criterion.
The predictors and mediators have significant impact upon
the employees’ performance.
The relationship between transformational leadership and
performance is mediated by organizational justice.
The relationship between transactional leadership and
performance is mediated by organizational justice.
The relationship between transformational leadership and
performance is mediated by organizational culture.
The relationship between transactional leadership and
performance is mediated by organizational culture.
All demographics have significant impact on the opinion of
respondents.

Correlation

H1

Regression

H2

Regression

H3

Regression

H4

Regression

H5

Regression

H6

Test of
Significance

H7-14
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CHAPTER No. 3 MATERIALS AND METHODS
This chapter presents the complete methodology regarding the current research project that was
used to collect data so as to answer the research questions of the study to reach the conclusion.
3.1 The Research Philosophy
The research philosophy defines the research design as well as the whole trajectory of operation
in any research project. It refers to the views/belief of the researcher about the existence of
knowledge (ontology), the communication of knowledge (epistemology) and how to acquire the
knowledge (methodology). The philosophy of current study is empiricism (ontology), positivism
(epistemology) and the scientific method (methodology) (Saunders, Lewis & Thornhill, 2003).
Indeed, there exists two differing opinions for the epistemological consideration with different
names like the objectivist/subjectivist, positivistic/humanistic and the positivism/phenomenology
(Cooper & Schindler, 2008). The positivists recognize only the observable events and positive
facts, those things that can be seen, measured and be counted as facts. In addition, positivism is
generally related with use of quantitative tools and techniques regarding data analysis and such
as collecting data by using questionnaire (Saunders, Lewis & Thornhill, 2012). Keeping in view
the different philosophies presented by different researchers, three dimensions of research
philosophy adopted in current research are:


Ontology (what is knowledge): Rationalism (knowledge is product of reasoning).



Epistemology (how to communicate it): Positivism (knowledge is predictable).



Methodology (how to acquire it): Scientific method (systematic and logical).

3.2 The Research Design
The research design is either descriptive or exploratory. A descriptive research design is
developed when enough data is available in literature to minutely plan every possible dimension
of research project, particularly, topic formulation, data collection and data analysis. It provides
the systematic design of entire research process form its inception to its conclusion. The research
design is the research methodology designed as per requirements of the current research project,
regarding the research methods and the instruments used for data manipulation. It represents the
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entire process including research approach (survey), population and sample, the data collection
methods (primary and secondary), the instruments used for the primary data collection, the pilot
study, the reliability of the scale, the data analysis (descriptive analysis & testing of hypotheses),
the ethical issues consideration, the mediation analysis and finally operationalization of working
concepts by breaking the variables into the attributes that were later used as questions in the
questionnaire.
3.3 The Survey Approach
Survey is a data collection approach wherein a representative portion of the total population is
accessed instead of all the members of population wherein either it is not needed to contact every
member or it is not possible to access everybody. In our study neither it was practical nor needed
to contact every member because the study is about the thematic analysis and not the case
(individuals) analysis. Across the literature on the topic, the survey approach has been used
extensively for collecting first-hand (primary) data by using questionnaire and interviews about
the feelings and opinions of the respondents (Sekaran & Bougie, 2009). In this regard, books on
research methodology have explained the contents, processes and characteristics of survey
approaches as applied in social sciences (Creswell & Clark, 2011).

The core characteristics of survey approach comprises deductive approach which is connected to
the positivism paradigm, as it is confirmative, it is explorative and predictive, it uses theory/
hypothesis testing and it uses data collection techniques like questionnaires and interviews
(Sekaran & Bougie, 2013). Based upon the philosophy of positivism (behaviorism), the survey
approach has been used by administering a structured questionnaire extracted from the literature
review during the mini-research conducted for the research project development. Furthermore, as
per the positivist approach, the empirical data has been analyzed statistically through Statistical
Package for Social Sciences (SPSS-21).
3.4 The Population & Sampling
The population is the “entire group of items in which researcher is interested and perceives” to
plan, analyze and generalize findings (Boyd, Westfall & Stasch, 1977:302-303). The population
is a set of all important elements about which the researchers is interested and tried to draw the
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conclusions from the study (Levin, 1984:9). In current research, population of interest comprised
all the head of departments and employees (teachers) working in the selected higher education
institutions of Khyber Pakhtunkhwa, Pakistan. For the current research study, the selected higher
education institutions includes the two oldest universities consists of the University of Peshawar
(sample from big city), the Gomal University (sample from small city), and two newly emerged
and established universities including the University of Science and Technology, Kohat and the
Abdul Wali Khan University, Mardan.

On the other hand, due to large population sizes, researchers often cannot test every individual in
population because it is time-consuming and too expensive. This is the reason why researchers
rely upon the sampling techniques (Sekaran, 2003). The sampling is common practice used by
researchers to draw conclusions about the “large group of population” on the basis of the small
portion or sample (Hair, Money, Samuel & Page, 2007). The matters about sampling are vital in
defining the magnitude to which research outcomes are generalizable (Sekaran & Bougie, 2011).
In this regard, various researchers suggested that using the sampling can provide the “higher
level of the accuracy than surveying the entire population” or it is some not needed to approach
the whole population (Sekaran & Bougie, 2013).

3.4.1 The Sampling Procedures
In the current study, the researcher used the stratified random sampling. The leading advantages
of this sort of sampling are its accuracy, easiness, accessibility and divisibility into relevant strata
with low-cost (Cooper & Schindler, 2008). Moreover, as the current study used the questionnaire
approach to collect primary data and since the research questions require the researcher to
statistically examine the features of population, then the random probability sampling is most
suitable (Bernard & Ryan, 2010). The researcher divides the population into different strata
based upon one/more attributes and then a “random sample is selected from each of the strata”.
In present study, the universities were divided by different cities which were further divided into
different departments and numbers of employees (teachers) were chosen from each department
by random sample technique. Researchers recommend that this sampling kind is more expected
to lead to a representative sample that was drawn from the population (Sekaran & Bougie, 2013).
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3.4.2 The Sampling Frame & Determination
The sampling frame is the inclusive list of elements from which “sample is drawn”. In present
study, sampling frame is the list of selected public sector HEIs of Khyber Pakhtunkhwa. The
target population in current study includes the head of departments and the employees (teachers)
(lecturers, assistant professors, associate professors and professors) in these HEIs. The sample
chosen for current study provides certain advantages because the faculties plays an important
role in HEIs, in improving academic standards relating to “curricula, courses, research projects”
and process innovation leading to the new services (Cooper & Schindler, 2008). The teachers in
higher education sector are main component to the process of teaching and learning (Youssef &
Dahmani, 2013). The academicians are equivalent to blood and brain of any academic institution
as they have ability to develop skills and knowledge of students individually and professionally.
Similarly, before estimating and collecting the individualities of large population, it is required to
define a suitable sample size. The researchers recommend that when statistics are applied to the
sample, the researcher is appraising the value for whole population (Sekaran & Bougie, 2011).
Therefore, there is some “error and this error is dependent on size of sample”. Further claimed
that the “larger is the sample size, the lower is the error” (Sekaran & Bougie, 2013). The present
study used a population of four public sector universities in Khyber Pakhtunkhwa, Pakistan. The
population of faculties in universities (Gomal, 360, www.gu.edu.pk), (Kohat, 218 total faculties,
www.kust.edu.pk), (Peshawar, 634, www.upesh.edu.pk), & (Mardan, 508, www.awkum.edu.pk).
The population of this project is finite in the sense that the exact number of teaching faculties of
the four universities is known (360+218+674+508= 1720).
Table 3.1 The Sample-size determination (Stratified)
University
Gomal University
Peshawar University
Kohat University
AWK University
E
0.07

N1
360
N2
634
N3
218
N4
508
z-score
1.96

SD1
0.073
SD2
0.063
SD3
0.083
SD4
0.071
SD
0.64
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Population
360

Sample
81.13

634

120.17

218

59.14

508
N
1720

95.76
n
356.18

Table 3.2 Computation of the Sample-Size (Yamani, 1967)
E
0.05
Formula used

N
1740
n = N/1 + Ne2
n = 1720/(1+1720 (0.0025))
n = 356.18

Sample Size
356.18
356

Where:
n = the required size of the sample
N = the size of the population
e = the level of precision or sampling error

In current study, four public universities were randomly selected to distribute the questionnaires
among them. The dyad questionnaire was constructed which have two portions. The first portion
was concerned about leadership styles and mediators which were filled by the faculty members
while the second portion was concerned with employees’ performance which was filled by the
concerned head of department to rate the performance of each faculty member. The researcher
contacted each faculty member and head of department before distributing the questionnaires.
First, researcher explained purpose of study and contents of questionnaire to head of department
and the teachers. Then, (356) questionnaires were distributed among the HoDs and teachers. The
questionnaires (completed) were recollected by researcher personally from each faculty member
and the head of concerned department. The response rate was 322 (90%).
3.5 The Data Collection Methods
The data collection, both primary and secondary, is an important part of the research process. By
identified the sources of data, the systematic collection of data should be in sufficient quality and
quantity in order to conduct the data analysis. So if researcher does not collect the appropriate
data, they will not meet their research aims and objectives sufficiently enough to produce the
reliable and systematic findings. In this regard, in current study, the researcher collected both the
primary and secondary data by analyzing the same data to meet the requirements of the research
and to reach the conclusion.
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3.5.1 The Secondary Data
The use of documentary materials in libraries, books, periodicals and pamphlets are involved in
research to anticipate the outcomes. No research project can be undertaken without these primary
searches, for the reason that it provides the knowledge that already exists in the specific area of
research (Goode & Hatt, 1952:103). In this regard, the search through accessible data is simply
called the literature survey. The available literature (secondary data) is in abundance which is
obtainable from variety of publications, documents, corporate, private, commercial, services and
the governmental libraries (Weiers, 1984:67). The documentation of inclusive evaluation from
the secondary sources of data (published and unpublished) work in specific areas of interest is
known as literature review (Sekaran, 1999:61). In this regard, researcher collected and analyzed
the comprehensive literature on the topic under study.

3.5.2 The Primary Data
A well-structured questionnaire (instrument) was prepared from the wide-ranging literature by
first extracting the variables and their related attributes. The questionnaire comprises eight (8)
demographic variables (personal attributes) thus covering all the related characteristics of the
respondents which are expected to affect their responses. The research factors comprising the
independent variables (transformational and transactional), the dependent variable (employees’
performance) and the mediating variables (organizational justice and culture). In this regard, the
researcher collected the primary data (first-hand data) from the respondents through an adapted
version of the questionnaire and analyzed the same data by using different statistical tools to
answer the questions of research and to reach the conclusion.
3.6 The Questionnaire Design
The measurement is one of most essential parts of research. The literature reveals that there are
two kinds of questions comprising the open and closed. The open questions, occasionally named
as open-ended questions are useful when a researcher is looking for more details (Saunders et al.,
2012). While the “closed ended questions” provide a number of alternate responses from which
respondents are instructed to choose most suitable. The answers can be ranged from three, five,
seven or more ranging from positive to negative. In present study, the researcher used an adapted
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and dyad (two-poled) questionnaire by using a seven-point Likert scale ranging from 1= strongly
disagree to 7= strongly agree.

3.6.1 The Leadership Styles (Independent Variables)
In present study, leadership styles (transformational & transactional) are independent variables.
These variables were measured through an adapted version of the questionnaire used by (Bass &
Avalio, 1995). Earlier, few studies used the same questionnaire in different Asian culture context
(Laohavichien, Lawrence & Stephen, 2011; Saif, N, 2014 and Javed, Saif & Lecaz, 2015) and
find its reliability quit informative. In current study, researcher also used the same questionnaire
by making some important modification accordingly to the cultural context. Transformational
leadership was measured on four important attributes namely intellectual stimulation, idealized
inﬂuence, inspirational motivation and individualized consideration. In same line, transactional
leadership style was measured on four important attributes namely contingent reward, contingent
punishment, management-by exception (active) and management-by exception (passive).

3.6.2 The Organizational Justice (Mediator 1)
The first mediating variable of the study is organizational justice which is originally adapted
from Greenberg (1990). Earlier, few studies used the same questionnaire in different culture
context (Neihoff & Moorman, 1993 and Colquitt, 2001) and find its reliability quit informative.
The attributes of organizational justice are comprised the distributive justice, procedural justice
and the interactional justice. In the current study, the researcher also used the same questionnaire
by making some important modification according to cultural context. The questions regarding
the different attribute were measured on 7-point Likert Scale ranging from (1 for strongly
disagree and 7 for strongly agree).

3.6.3 The Organizational Culture (Mediator 2)
The second mediating variable of the current study is organizational culture which is originally
adapted from (Denison, 1997) and termed as Denison Organizational Culture Survey (DOCS).
The DOCS actually measures the employees’ perception about the culture variation inside the
organization. According to Denison and his associates (Denison & Mishra, 1995; Denison, 1997;
Denison, 2001; Denison, Haaland & Goelzer, 2004), the attributes representing organizational
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culture are the adaptability, mission, consistency and involvement. In current study, researcher
also used the same questionnaire by making some important modification according to cultural
context. The questions regarding the different attribute were measured on 7-point Likert Scale
ranging from (1 for strongly disagree and 7 for strongly agree).

3.6.4 The Employees Performance (Dependent Variable)
In current study, the employees’ performance is dependent variable and was measured through
adapted version of questionnaire used by (Uphoff & Muharir, 1994). Earlier, few studies used
the same questionnaire in the different context (Kessler et al., 2006; Koopmans, Bernaards &
Hildebrandt, 2013) and find its reliability quit informative. In the current study, the researcher
also used the same questionnaire by making some important modification according to cultural
context. The items representing the performance of employees are the efficiency, effectiveness,
innovativeness and responsiveness. The questions regarding different attribute were measured on
7-point Likert Scale ranging from (1 for strongly disagree and 7 for strongly agree).
3.7 The Pilot Study
As a step preliminary to main study, a pilot study was conducted and this stage does not warrant
a formal sampling design (Goode & Hatt, 1952:146). Using a sample from the respondents, a
pilot study was undertaken to attain the following objectives:
1. To test the questionnaire ‘instrument’ in the field study.
2. To identify any problem with the tool in terms of questions, variables and attributes.
3. To check the layout and design of questionnaires
4. To quantify the level of ‘error’ in the responses of sample population.
5. To determine ‘sample-size’ using the error measured in the pilot-study questionnaire.

Before administering questionnaire, it is important to test instrument that whether respondents
understand the questions and how much time it will take to complete (Sekaran & Bougie, 2011).
For this purpose, the questionnaire was distributed among the senior faculty members of Gomal
University to check the contents of the questionnaire. Then, the values of Cronbach’s alpha were
calculated to found the reliability (internal consistency) of the questions and to check whether the
respondents understood all the questions (Saunders et al., 2009).

150

3.8 The Reliability of the Scale
Through Cronbach’s alpha, the reliability examination of the instrument was done. To examine
reliability, Cronbach’s alpha values were calculated against five variables through 72 item with
values (0.973) which indicates that constructs have good reliability. Thus, it is concluded that the
administered instrument (questionnaire) for primary data collection was acceptable to measure
variables under study. The scholars suggested three techniques of validating an instrument which
comprises content, construct and external validity (Collis & Hussey, 2009). The content validity
can be established by asking experienced individuals in the field to judge that how well elements
and dimensions of concept have been explained. (Hair, Black & Anderson, 2010). Similarly, the
construct validity denote to “extent to a set of measured items actually reflects” speculative
hidden concepts those are designed to measure and clarifies how instrument works and how its
claim can be interpreted (Sekaran & Bougie, 2011). Though, external validity denotes to research
findings which mean the ability of data to be generalized across populations and research settings
(Sekaran & Bougi, 2013).
Table 3.3 The Reliability Statistics
Variables

Items

Cronbach’s Alpha

The Transformational Leadership

16

0.924

The Transactional Leadership

16

0.845

The Organizational Justice

12

0.845

The Organizational Culture

12

0.836

The Employees Performance

16

0.952

The Overall Value

72

0.973

3.9 The Data Analysis
The science is a technological (tools and techniques) approach to the entire empirical world. “To
state the propositions in the form of 'if-then', it is a mode of analysis that enables the researcher
to pursue research”. About analysis of data, in every research, there are two types of questions
for concern which may be raised (Goode & Hatt, 1952:343). Regarding area under discussion,
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one of them relates to the tools and techniques of demonstrating the data while other provides the
methods of logical comparison (Kothari, 1986:18). Thus, these questions can be raised by those
who are interested in them and answered by those who are trying to explore (Sekaran, 1999:2).
The literature reveals that research denotes to systematic method which comprises enunciating
the problem, collecting data, analyzing same data critically as a result to reach the conclusions
(Sekaran & Bougie, 2013). The research is basically the process of exploring the environment
through the tentative solutions by applying a definite methodology.

3.9.1 The Descriptive Analysis
The descriptive statistics examples are the charts, graphs and tables that display data thus that
they are easier to comprehend (Levin, 1984:4), therefore the researcher used different tables to
represent descriptive data about respondents along with variables used to examine the behavior
of respondents. Similarly, cross tabulation were used to present the grouping of the demographic
attributes (personal characteristics) of the respondents. Both these tables provides the number of
respondents, their minimum and maximum response rate, the means, standard deviations and
other data about the research and the demographic variables is showing in a descriptive table. All
these tables provided data about single variables while the data about the relationship among the
variables have been provided by the inferential tools (testing of hypotheses).

3.9.2 The Testing of Hypotheses
The researcher used inferential tools to test the hypotheses. In this regard, different tools were
applied to test the hypothesized relationships between research variables, demographic attributes
of respondents regarding the mean differences among the demographic groups. In this regard, the
correlation tool was applied to identify the strength of relationship (association) among variables
through statistical data. The researchers used statistical software (SPSS) to determine whether a
relationship between two or more variables is present and how strong it might be. Similarly, in
statistical modeling, regression analysis is a statistical process for estimating relationships among
variables. It includes many techniques for modeling and analyzing several variables to find the
answers of the research questions. In the same line, the methods of inference used to support or
reject claims based on sample data are known as tests of significance.
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3.10 The Ethical Issues Consideration
Throughout the research process, the researcher maintains all national and international ethical
standards. The research proposal was approved by chairman, research supervisor, the research
committee and board of advanced study and research of Gomal University, Dera Ismail Khan.
During primary data collection (questionnaire survey), it is compulsory to access all participants
of study. The researcher values and integrity are strongly connected to the ethical consideration
of study. The most significant elements during primary research are voluntarily participations,
privacy factor and confidentially of the participants. In this regard, the respondents’ participation
(voluntarily) is the foremost ethical consideration of research studies. Likewise, the respondents’
privacy is another vital feature of research studies which guarantees autonomy of respondents.
The confidentiality is also vital in order to keep information confidential about respondents.
3.11 The Mediation Analysis
A variable may be considered as a mediator to the extent to which it carries the facilitating effect
in between predictor and criterion variables. The mediation occurs when predictor significantly
affects the mediator, when the predictors significantly affects the criterion variable in absence of
mediator, when the mediator has significant effect on criterion variable, and lastly the effect of
predictor on the criterion variable shrinks with the inclusion of mediator in the regression process
(Preacher & Hayes, 2004). These criteria are used to informally judge whether or not mediation
is occurring. The literature reveals that there are many advantages of testing the single mediation
model that covers the multiple mediation models (Preacher & Hayes, 2008).
Figure 3.3 The Mediation Models
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3.12 The Operationalization of the Concepts
Table 3.4 Operationalized Concepts (Measurements)
SN
1
2
3
4
5
6
7
8
SN

Variables
Age
Experience
Gender
Designation
Qualification
Marital Status
Department
Domicile

Operationalization Demographics (Attributes)
23-35, 36-48, 49-60
1-12, 13-24, 25-36
Male, Female
Lecturer, Assistant, Associate & Professor
Master, M. Phil, PhD
Married, Un-married
Social Sciences, Natural Sciences
Local, Non-local

Variables

1

Transformational
Leadership

2

Transactional
Leadership

Operationalization Research (Attributes)
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.
16.
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.

Always follow the leaders’ vision.
Leader takes suitable measures.
Leader infuses moral values.
Leader promotes trust.
Feel honored to perform duties.
Show efforts for organizational uplift.
Leader pursues for employees’ benefits.
Admire the courageous behavior of leader.
Leader is an inspiration for task complete.
Endowment of efficiency and commitment.
Leader endorses the creative ideas.
Leader talks values & work of employees.
Leader encourages to invest skill.
Leader is optimistic about success.
Leader intends to create best environment.
Leader opts new ideas in complex positions.
Leader directs to achieve the tasks.
Employees are rewarded on achievements.
Leader promotes conditions to get rewarded.
I know I will be rewarded for performance.
Penalties for those who fail to achieve goals.
Standards are maintained at every cost.
Leader works as per rules and regulations.
Leader furnishes the working templates.
Leader focus on deviation from standards.
Leader emphasizes on collective efforts.
Leader endorses matters where observed.
No interruption when follow rules.
Working standards consistently updated.
Leader gets maximum output within rules.
Leader ensures a standard working format.
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Questions
1
2
3
4
5
6
7
8
Questions
Q 9 to Q 24

Q 25 to 40

3

Organizational
Justice

4

Organizational
Culture

5

Employees
Performance

16.
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.

1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.
16.

I do not bother about what others do.
Output reflects what I invested.
Receive appreciation, matching to services.
Promotion on the accomplishments.
Competency and skill takes to higher status.
Express views during decision-making.
Influence the procedures & consequences.
Procedures are applied consistently.
Leaders are liable to explain procedures.
Information is communicated in time.
Leader transforms the information.
Promotion of interpersonal relationships.
Leader tries to create trust & commitment.
Brought changes by flexible decisions.
Changes are adaptive & accommodative.
Consistently adopts novel ways to work.
Mission to enhance standards & status.
Clear vision to pursued and accomplished.
Identifies directions for mission.
Consistency is main feature of working.
Long-term and steady coordination.
Directions are set cohesively for tasks.
Shared beliefs to solve problems.
Involvement in the work willingly.
Understanding among working units.
Employee knows the objectives.
Objectives are clear to employees.
Objectives are updated & communicated.
Objectives are regularly gauged & endorsed.
Resources are skillfully used by employees.
Resources wastage is controlled effectively.
Resources properly planned & controlled.
Improvement to meet changing needs.
Adaptation of new technology.
Ranking is coupled with creativity.
Efforts to adapt innovative methods.
Resistance to change is skillfully handled.
Changes the modes of services as per need.
Employee are trained to perform efficiently.
Induce emotional strength & work ethics.
Update the professional skills.
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Q41 to 52

Q53 to 64

Q65 to 80

Chapter No. 4 RESULTS OF THE STUDY
In this chapter all the empirical findings have been given including the descriptive and inferential
results. This is the main chapter which shows primary contributions of study. All the hypotheses
have been explained with results and decisions about acceptance or rejection of the hypothesized
answers to research questions. This chapter contains main segments like the descriptive statistics
regarding research and demographic variables, normality distribution tests regarding variables
and research questions, the factor analysis regarding the instrument, the correlation analysis, the
cause-&-effect relationship, the mediation analysis (Hayes Process Model, 2007) and the test of
significance to check the mean differences among the different demographic groups.
4.1 The Descriptive Analysis
Table 4.1 The Cross Tabulation (Designation, Gender & Qualification)
Designation
Lecturer

Gender

Assistant Professor

Total
Gender

Associate Professor

Total
Gender

Professor

Total
Gender

Total

Total
Gender

Master
33
22
55
23
03
26
08
01
09
17
01
18
81
27
108

Male
Female
Male
Female
Male
Female
Male
Female
Male
Female

Total

Qualification
M. Phil
29
17
46
23
16
39
14
06
20
07
04
11
73
43
116

Total
P. hD
03
00
03
24
05
29
32
10
42
17
07
24
76
22
98

65
39
104
70
24
94
54
17
71
41
12
53
230
92
322

The table above provided the data regarding the demographic attributes of the respondents of
current research study. The above cross-tabulation provided the data of respondents with respect
to gender (Male & Female), qualifications (Master, M. Phil & PhD) and designations (Lecturer,
Assistant Professor, Associate Professor and Professor). The above table is self-exploratory and
there is no need to explain the same.
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Table 4.2 The Cross Tabulation (Department, Age & Experience)
Department
Social Science

Age

Natural Science

Total
Age

Total

Total
Age

1-12
27
12
10
49
61
20
03
84
88
32
13
133

23-35
36-48
49-60
23-35
36-48
49-60
23-35
36-48
49-60

Total

Experience
13-24
11
44
21
76
11
11
8
30
22
55
29
106

Total
25-36
05
17
29
51
07
6
19
32
12
23
48
83

43
73
60
176
79
37
30
146
122
110
90
322

The above cross-tabulation provided data regarding the demographic attribute of the respondents
with respect to their department (Social Science & Natural Science), age (23-35, 36-48 & 49-60)
and the experience (1-12, 13-24 & 25-36. The table provided the diverse data concerning all the
above said demographic attributes. The above table is self-exploratory and there is no need to
explain the same.
Table 4.3 The Cross Tabulation (Gender, Marital Status & Domicile)
Gender
Male

Marital Status

Female

Total
Marital Status

Total

Total
Marital Status

Married
Unmarried
Married
Unmarried
Married
Unmarried

Total

Domicile
Local
Non Local
121
67
24
18
145
85
44
26
16
6
60
32
165
93
40
24
205
117

Total
188
42
230
70
22
92
258
64
322

The above cross-tabulation provided the data regarding the demographic attributes of the
respondents with respect to their gender (male & female), marital status (married & unmarried)
and domicile (local & non local). The table provided the diverse data regarding the above said
variables. The above table is self-exploratory and there is no need to explain the same.
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Table 4.4 The Descriptive Statistics
N

Minimum

Maximum

Mean

Std. Deviation

Transformational Style

322

2.65

7.03

4.9408

1.06019

Transactional Style

322

1.68

6.13

3.7806

.89980

Organizational Justice

322

2.03

6.89

4.0142

.98547

Organizational Culture

322

1.76

6.69

4.4119

1.00900

Employees Performance

322

1.80

7.00

4.3707

1.22782

Valid N (list-wise)

322

The above table provided data regarding the research variables comprises the leadership styles
(transformational & transactional) as independent variables, mediating variables (organizational
justice & organizational culture) and the employees performance (dependent variable). The table
provided the data regarding the above said variables with respect to the sample size of the study,
the minimum and maximum responses of the respondents, their mean and standard deviation
regarding these responses.
4.2 The Data Normality
The first ever step before starting the data analysis is the data normality. In statistics, normality
tests are used to determine whether a data set is modeled for normal distribution. Many statistical
functions require that a distribution be normal or nearly normal. The most commonly used tools
for examining data normality are the “Shapiro Wilk” and “Skewness & Kurtosis”. In the current
study, skewness and kurtosis index was used to identify the normality of the data. In other words,
skewness tells about the amount and direction of skew (departure from horizontal symmetry).
The skewness value can be positive or negative or even undefined. If skewness is 0, the data is
perfectly symmetrical, although it is quite unlikely for the real-world data (George & Mallery,
2010). If skewness is less than -1 or greater than 1 then the distribution is considered to be highly
skewed. The literature reveals that value of skewness and kurtosis should be between -3 and + 3
(Pallant, 2010). However, some researchers recommended that data is considered to be normal if
Skewness is between ‐2 to +2 and Kurtosis is between ‐7 to +7 as suggested by the researchers
(Hair et al., 2010; Bryne, 2010).
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Table 4.5 The Normality Statistics (Transformational Leadership)
N

Mean

Std. Deviation

Skewness

Kurtosis

Items

Statistic

Statistic

Statistic

Statistic

Std. Error

Statistic

Std. Error

Q9
Q10
Q11
Q12
Q13
Q14
Q15
Q16
Q17
Q18
Q19
Q20
Q21
Q22
Q23
Q24

322
322
322
322
322
322
322
322
322
322
322
322
322
322
322
322

4.5697
4.4547
4.5747
4.7461
4.7669
5.8769
5.4446
5.0854
5.0754
5.1414
4.9993
4.9484
4.9282
5.0340
4.8086
4.5983

1.74715
1.67709
1.72752
1.63310
1.30646
1.01853
1.40970
1.69414
1.05427
1.50210
1.58523
1.59675
1.66241
1.66802
1.61089
1.63352

-.051
.029
-.008
-.092
-.144
-.529
-.509
-.390
-.224
-.196
-.211
-.215
-.141
-.297
-.146
-.006

.136
.136
.136
.136
.136
.136
.136
.136
.136
.136
.136
.136
.136
.136
.136
.136

-.801
-.612
-.817
-.822
-.639
-.887
-.667
-1.101
-.858
-.775
-.868
-.759
-.949
-.836
-.816
-.596

.271
.271
.271
.271
.271
.271
.271
.271
.271
.271
.271
.271
.271
.271
.271
.271

In present study, transformational leadership is used as predictor for employees’ performance.
The transformational leadership was measured by four factors (idealized influence, inspirational
motivation, intellectual stimulation and individualized consideration). Each factor was again
measure by four items (total 16 items). It is necessary to check the normality statistics of the
transformational leadership before analyzing the data statistically. The table above is showing
the mean, standard deviation, skewness and kurtosis statistics for transformational leadership.
With respect to transformational leadership the mean is ranging from 4.4547 to 5.8769, and
similarly, the SD is ranging from 1.01853 to 1.74715. The highest mean for item 14 was
recorded (M: 5.8769 while SD: 1.01853) followed by item 15 (M: 5.4446 while SD: 1.40970)
and item 19 was recorded (M: 4.9993 while SD: 1.58523) and lowest mean is recorded for item
10 (M: 4.4547 while SD: 1.67709). Therefore, given values of items in columns of Skewness
and Kurtosis lies in range as recommended by the researchers, so, in light of above statistics we
can assume that our data are normally distributed in terms of Skewness and Kurtosis.
Table 4.6 The Normality Statistics (Transactional Leadership Style)

Items

N

Mean

Std. Deviation

Statistic

Statistic

Statistic

Skewness

Statistic
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Std. Error

Kurtosis

Statistic

Std. Error

Q25
Q26
Q27
Q28
Q29
Q30
Q31
Q32
Q33
Q34
Q35
Q36
Q37
Q38
Q39
Q40

322
322
322
322
322
322
322
322
322
322
322
322
322
322
322
322

3.5974
3.2984
3.5648
4.0295
3.2140
3.4828
3.8947
4.0592
4.1774
3.8689
3.8507
4.1718
4.0477
3.7398
3.6554
3.8365

1.95007
1.86651
1.81710
1.70421
1.92776
1.77529
1.96709
1.91837
1.81812
1.79483
1.84029
1.86764
1.55483
1.56418
1.75378
1.63225

.334
.418
.321
.198
.320
.205
.228
.162
.168
.259
.266
.076
.077
.085
.226
.228

.136
.136
.136
.136
.136
.136
.136
.136
.136
.136
.136
.136
.136
.136
.136
.136

-1.199
-1.028
-.904
-.838
-1.115
-.768
-1.066
-1.009
-.931
-.779
-.807
-.905
-.588
-.530
-.839
-.624

.271
.271
.271
.271
.271
.271
.271
.271
.271
.271
.271
.271
.271
.271
.271
.271

Similarly, transactional leadership is also used as second predictor for employees’ performance.
The transactional leadership was also measured by four factors (contingent rewards, contingent
punishment, management by exception (active) and management by exception (passive). Each
factor was also measure by four items (total 16 items). Therefore, the main purpose of normality
test is to highlight the out lawyers in the instrument over the responses of the respondents. The
table above (4.6) is showing the items, n (statistics), mean, standard deviation, skewness and
kurtosis statistics for transactional leadership. With respect to transformational leadership mean
is ranging from 3.2140 to 4.1774, and similarly, SD is ranging from 1.55483 to 1.96709. In this
regard, the highest mean for item 33 was recorded (M: 4.1774 while SD: 1.81812) followed by
item 36 (M: 4.1718 while SD: 1.86764) and item 32 was recorded (M: 4.0592 while SD:
1.91837) and lowest mean is recorded for item 29 (M: 3.2140 while SD: 1.92776). Therefore,
the given values of items in columns of Skewness and Kurtosis lies in range given by the
researchers. So, in the light of above statistics we can assume that our data are approximately
normally distributed in terms of Skewness and Kurtosis.
Table 4.7 The Normality Statistics (Organizational Justice)

Items
Q41
Q42
Q43
Q44

N

Mean

Std. Deviation

Statistic
322
322
322
322

Statistic
4.7096
4.0515
3.5781
3.8612

Statistic
1.56221
1.57404
1.59936
1.75600

Skewness

Statistic
-.158
.102
.145
.142
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Std. Error

.136
.136
.136
.136

Kurtosis

Statistic
-.750
-.589
-.615
-.826

Std. Error

.271
.271
.271
.271

Q45
Q46
Q47
Q48
Q49
Q50
Q51
Q52

322
322
322
322
322
322
322
322

3.8364
3.8898
3.9654
3.9209
3.6139
4.0705
4.2454
4.4275

1.63269
1.42025
1.52412
1.76889
1.73183
1.53375
1.62177
1.67107

.227
.107
.167
.207
.282
.037
-.031
-.006

.136
.136
.136
.136
.136
.136
.136
.136

-.626
-.425
-.545
-.808
-.853
-.492
-.647
-.788

.271
.271
.271
.271
.271
.271
.271
.271

The table above provided normality statistics of the organizational justice. The organizational
justice is used as the first mediating in the relationship between leadership style and employees’
performance. The organizational justice was measured by three factors (distributive, procedural
& interactional). In this regard, each factor was measure by four items (total 12 items). The table
above is showing items, n (statistics), mean, standard deviation, skewness and kurtosis statistics
for organizational justice. With respect to organizational justice mean is ranging from 3.5781
(item 14) to 4.7096 (item 41), and similarly, SD is ranging from 1.42025 (item 46) to 1.76889
(item 48). In this regard, highest mean for item 41 was recorded (M: 4.7096 while SD: 1.56221)
followed by item 52 (M: 4.4275 while SD: 1.67107) and item 51 was recorded (M: 4.2454 while
SD: 1.62177) and lowest mean is recorded for item 43 (M: 3.5781 while SD: 1.59936).
Therefore, the given values of items in columns of Skewness and Kurtosis lies in range given by
the researchers. So, in light of above statistics we can assume that our data are approximately
normally distributed in terms of Skewness and Kurtosis.
Table 4.8 The Normality Statistics (Organizational Culture)

Items
Q53
Q54
Q55
Q56
Q57
Q58
Q59
Q60
Q61
Q62
Q63
Q64

N

Mean

Std. Deviation

Statistic
322
322
322
322
322
322
322
322
322
322
322
322

Statistic
4.4377
4.4849
4.5232
4.4715
4.1328
4.1261
4.3185
4.4386
4.3083
4.8962
4.4811
4.3238

Statistic
1.58881
1.55774
1.42469
1.76979
1.89062
1.71549
1.64001
1.49466
1.85479
1.73176
1.96315
1.57250

Skewness

Statistic
-.106
-.023
-.053
-.042
.080
.052
.006
-.003
.059
-.309
-.162
-.040
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Std. Error

.136
.136
.136
.136
.136
.136
.136
.136
.136
.136
.136
.136

Kurtosis

Statistic
-.612
-.656
-.530
-.789
-.908
-.542
-.693
-.631
-.921
-.804
-1.096
-.549

Std. Error

.271
.271
.271
.271
.271
.271
.271
.271
.271
.271
.271
.271

The above table (4.8) provided the normality statistics of the organizational culture variable. The
organizational culture is used as the second mediating in relationship between leadership style
and employees’ performance. The culture was measured by four factors (adaptability, mission,
consistency & involvement). In this regard, each factor was measure by three items (total 12
items). With respect to organizational culture mean is ranging from 4.1261 (item 58) to 4.8962
(item 62), and similarly, the SD is ranging from 1.42469 (item 55) to 1.96315 (item 63). In this
regard, the highest mean for item 62 was recorded (M: 4.8962 while SD: 1.73176) followed by
item 55 (M: 4.5232 & SD 1.42469) and item 63 was recorded (M: 4.4811 & SD: 1.96315) and
lowest mean is recorded for item 58 (M: 4.1261 & SD: 1.71549). Therefore, the given values of
items in the columns of Skewness and Kurtosis lies in the range given by the researchers. So, in
light of above statistics we can assume that our data are approximately normally distributed in
terms of Skewness and Kurtosis.
Table 4.9 The Normality Statistics (Employees Performance)

Items
Q65
Q66
Q67
Q68
Q69
Q70
Q71
Q72
Q73
Q74
Q75
Q76
Q77
Q78
Q79
Q80

N

Mean

Std. Deviation

Statistic
322
322
322
322
322
322
322
322
322
322
322
322
322
322
322
322

Statistic
4.4492
4.5384
4.8491
4.6986
4.3529
4.7459
3.7727
4.0307
3.9613
3.9123
4.0591
4.6466
4.7283
4.2076
4.3693
4.6086

Statistic
1.70297
1.80863
1.70013
1.65866
1.68639
1.67180
1.83453
1.67873
1.62833
1.31534
1.60768
1.38510
1.28230
1.54575
1.58451
1.51811

Skewness

Statistic
-.065
-.072
-.194
-.143
.029
-.161
.097
.097
.095
.056
.070
-.075
-.086
.049
.035
-.036

Std. Error

.136
.136
.136
.136
.136
.136
.136
.136
.136
.136
.136
.136
.136
.136
.136
.136

Kurtosis

Statistic
-.681
-.931
-.795
-.827
-.597
-.838
-.713
-.713
-.652
-.227
-.792
-.377
-.299
-.498
-.530
-.486

Std. Error

.271
.271
.271
.271
.271
.271
.271
.271
.271
.271
.271
.271
.271
.271
.271
.271

The employees’ performance is used as the criterion variable in the current study. In this regard,
above table (4.9) provided normality statistics of above variable. The employees’ performance
was measured by four factors (efficiency, effectiveness, innovativeness & responsiveness). In
this regard, each factor was measure by four items (total 16 items). The table above is showing
items, n (statistics), mean, standard deviation, skewness and kurtosis statistics for employees’
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performance. With respect to employees’ performance mean is ranging from 3.7727 (item 71) to
4.8491 (item 67), and similarly, the SD is ranging from 1.28230 (item 77) to 1.83453 (item 71).
In this regard, the highest mean for item 67 was recorded (M: 4.8491 & SD: 1.70013) followed
by item 70 (M: 4.7459 & SD 1.67180) and item 71 was recorded (M: 3.7727 & SD: 1.83453)
and lowest mean is recorded for item 71 (M: 3.7727 while SD: 1.83453). Therefore, the given
values of items in columns of Skewness and Kurtosis lies in the range given by the researchers,
so, data are approximately normally distributed in terms of Skewness and Kurtosis.
4.3 The Exploratory Factor Analysis
As the nature of current research is exploratory, therefore, it is important to identify any hidden
variables that may be present within each domain and which may be included in future research
for further examinations. The reliability tool indorses that Bass and Avolio (1997) original scales
reliability can be questioned in context of Pakistan. As a succeeding step, an exploratory factor
analysis was undertaken to determine the extent to which Pakistan data could be similar to the
leadership styles factor building with respect to their propositions. The purpose of factor analysis
is “to allow researchers to systematically examine a set of variables in order to discover whether
the latent variables” exist which are somewhat independent of each other (Bryman & Cramer,
2001). The factor analysis is also used to “reduce the number of variables and identify any
underlying or latent variables that may be present in the patterns of correlations among a set of
measures” (Hair et al., 2006). The factor analysis attempts to generate ‘new’ variables, each of
which is a linear combination of the original variables. These new variables are named factors
and the coefficients in each linear combination are named factor loadings (Field, 2009).
Table 4.10 EFA Total variance explained for 32 Items (Leadership Styles)
Initial Eigenvalues

Component

1
2
3
4
5
6
7
8

Extraction Sums of Squared Loadings

Total

Variance %

Cumulative %

Total

Variance %

Cumulative %

11.074
2.485
1.599
1.536
1.426
1.311
1.138
1.031

34.606
7.764
4.996
4.800
4.456
4.098
3.555
3.222

34.606
42.370
47.366
52.166
56.622
60.721
64.276
67.499

11.074
2.485
1.599
1.536
1.426
1.311
1.138
1.031

34.606
7.764
4.996
4.800
4.456
4.098
3.555
3.222

34.606
42.370
47.366
52.166
56.622
60.721
64.276
67.499
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The leadership styles (transformational & transactional) are the independent variables of current
study. The transformational style of leadership has four factors involves intellectual stimulation,
individualized consideration, inspirational motivation and the idealized influence. Similarly, the
transactional leadership has four factors comprising contingent rewards, contingent punishment,
management by exception (active) and the management by exception (passive). The table (4.10)
regarding the total variance explained, shows that among eight possible factors, how the variance
is divided. The common standards for the factors to be useful is 1, therefore, in present case, it is
noted the eight factors have the eigenvalues (measure of explained variance) greater than 1.0.

Similarly, factor explicates less information when eigenvalue is less than 1.0. The eigenvalues
denote to variance accounted for, in terms of number of “items worth” of variance each explains.
So, factor 1 explains almost as much variance as in seven items. Likewise, variance percent
among items accounted for by each factor before and after rotation. Also, cumulative percent
describes that half of variance is accounted for by first eight factors. In present study, eight
factors were used with respect to leadership styles and the above table also justified that there are
exactly eight factors that are useful for the leadership styles.
Table 4.10a The Pattern Matrix (Leadership Styles)
Items
Q37
Q38
Q24
Q23
Q22
Q40
Q20
Q16
Q9
Q19
Q10
Q21
Q31
Q35
Q32
Q17
Q33
Q18

Component
1
.972
.817
.772
.740
.662
.656
.649
.542
.526
.500
.462

.444

2

3

4

.491

.867
.701
.698
.572
.554
.432
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5

6

7

8

Q14
.963
Q15
.846
Q13
.969
Q11
.783
Q12
.475
Q25
-.422
.851
Q36
.574
Q34
.407
.427
Q39
Q27
.443
Q29
Q26
Q30
Q28
Extraction Method: Principal Component Analysis.
Rotation Method: Promax with Kaiser Normalization.
Rotation converged in 21 iterations.

.840
.543
.519
.860
.856
.582

The leadership styles were measured by 32 items in which 16 items were for transformational
and 16 items for transactional leadership. Both transformational and transactional leadership
were measured by four factors and each factor has four items. The factors are rotated therefore
they are easier to understand and interpret. The rotation makes it possible that diverse items are
predicted or explained by diverse underlying factors and each factor describes more than one
item. For understanding and interpreting the results, the rotated factor matrix table has much
important. In fact, from every factor, each item has some loading, however we requested for
loadings less than (.40) to be excluded from output, therefore the blanks columns shows that
exists the low loadings. Within these eight groups, the items cluster defined by highest loading
on each item.

The sign values (negative) means that question needs to be interpreted in opposite direction like
item 25 of component four. These items are organized by their highest factor value (item 37 with
loading of .972) and lowest factor value (item 10 with loading of .462). Following, the six items
that have their highest loading from factor 2 are listed (item 31) to lowest (item 18). Likewise,
two items on which factor 3 loads most highly are listed in order (item 14 & item 15). Similarly,
the four items values are given on factor four (item 13 with loading of .969) and the lowest factor
value (item 25 with a loading of -.422). Similarly, all the other loading values are given on each
of the remaining four factors. The researcher should examine the content of items that have high
loadings from each factor to see whether they fit together conceptually and can be entitled.
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Table 4.11 EFA Total variance explained for 12 Items (Organizational Justice)
Initial Eigenvalues

Component
Total

Variance %

Extraction Sums of Squared Loadings

Cumulative %

1
4.712
39.264
39.264
2
1.458
12.153
51.417
3
1.106
9.218
60.634
Extraction Method: Principal Component Analysis.

Total

Variance %

Cumulative %

4.712
1.458
1.106

39.264
12.153
9.218

39.264
51.417
60.634

The organizational justice was used as first mediating variable in the current study. This variable
comprises three factors (distributive, procedural, interactional) and each factor contains the four
items. Regarding the total variance explained, the table 4.11 shows that among the three possible
factors, how the variance is divided. It is noted that only three factors have eigenvalues greater
than 1.0 which means that they are useful. Thus, the factor 1 explains almost as much variance as
in two items explains. Likewise, the variance percent among items accounted for by each factor
before and after rotation. In current study, three factors were used with respect to organizational
justice and the above table also justified that there are exactly three factors that are useful for the
organizational justice.
Table 4.11a The Pattern Matrix (Organizational Justice)
Items
Q49
Q43
Q45
Q42
Q48
Q50
Q51
Q47
Q52
Q44
Q41

Component
1
.893
.752
.636
.598
-.402

2

3

.963
.633
.588
.567
.547
.828
.820

Extraction Method: Principal Component Analysis.
Rotation Method: Promax with Kaiser Normalization.
a. Rotation converged in 5 iterations.

The organizational justice was measured by three factors and each factor contains four items (12
items). Again, table 4.11a (rotated factor matrix) is vital for understanding and interpreting the
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results which shows that this variable has exactly same components as proposed. The negative
sign values (item 48 with a loading of -.402) means that the question needs to be interpreted in
the opposite direction. With respect to first component (distributive justice), the items are sorted
out by their highest factor value (item 49 with a loading of .893) and the lowest factor value
(item 48 with a loading of -.402). Similarly, with respect to the second component (procedural
justice), the five items that have their highest loading from factor 2 are listed from highest
loading (item 48) to lowest (item 52). Similarly, the two items on which factor 3 loads most
highly are listed as item 44 and item 41.
Table 4.12 EFA Total variance explained for 12 Items (Organizational Culture)
Initial Eigenvalues

Component
Total

Variance %

Extraction Sums of Squared Loadings

Cumulative %

1
4.679
38.991
38.991
2
1.623
13.524
52.515
3
1.480
12.333
64.848
4
1.073
8.940
73.788
Extraction Method: Principal Component Analysis.

Total

Variance %

Cumulative %

4.679
1.623
1.480
1.073

38.991
13.524
12.333
8.940

38.991
52.515
64.848
73.788

The organizational culture was used as second mediating variable in current study. This variable
comprises four factors (adaptability, mission, consistency & involvement) and each factor was
measured by three items (12 items). The table 4.12 shows that how variance is divided among
four possible factors. It can be seen that only four factors have eigenvalues greater than 1.0
which shows that they are useful. Thus, factor 1 explains almost as much variance as in three
items. Likewise, the variance percent among items accounted for by each factor before and after
rotation. Likewise, percent of cumulative explains that half of variance is accounted for by the
first eight factors. In current study, four factors were used and above table also justified that there
are exactly four factors that are useful for organizational culture.
Table 4.12a The Pattern Matrix (Organizational Culture)
Items
Q61
Q56
Q57
Q58

Component
1
.929
.912
.849
.690

2

167

3

4

Q60
Q55
Q59
Q54
Q53
Q64
Q62
nq63

.949
.903
.904
.876
.468
.455
.888
.819

Extraction Method: Principal Component Analysis.
Rotation Method: Promax with Kaiser Normalization.
a. Rotation converged in 6 iterations.

The organizational culture was used again as mediating variable in current study. In this regard,
the table 4.12a (rotated factor matrix) is vital for understanding the results which shows that this
variable has exactly same components as proposed. With respect to the first factor (adaptability),
the items are sorted out by their highest factor value (item 61 with a loading of .929) and the
lowest factor value (item 58 with a loading of .690). Similarly, with respect to the second factor
(mission), the only two items that have their highest loading from (item 60) to lowest (item 55).
Likewise, with respect to the third factor (consistency), the four items were loaded that have their
highest loading from (item 59) to lowest (item 64). Finally, the fourth factor (involvement) have
loaded only two items that have their highest loading from (item 64) to lowest (item 63).
Table 4.13 EFA Total variance explained for 16 Items (Employees Performance)
Initial Eigenvalues

Component

1
2

Extraction Sums of Squared Loadings

Total

Variance %

Cumulative %

Total

Variance %

Cumulative %

9.450
1.271

59.062
7.943

59.062
67.005

9.450
1.271

59.062
7.943

59.062
67.005

Extraction Method: Principal Component Analysis.

Finally, the employees’ performance was used as dependent variable in the current study. This
variable comprises four factors (efficiency, effectiveness, innovativeness & responsiveness) and
each factor was measured by four items. The table 4.13 regarding total variance explained shows
that how variance is divided among the four possible factors. It can be seen that only four factors
have eigenvalues greater than 1.0. The “eigenvalues refer to variance accounted for, in terms of
the number of “items’ worth” of variance each explains”. Therefore, factor one explains the total
variance about 9.450 while second variance is 1.271. Similarly, percent of variance among items
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accounted for by each factor before and after rotation. Likewise, percent of cumulative explains
that half of variance is accounted for by first eight factors. In the current study, four factors were
used with respect to employees’ performance but the above table justified that there are only two
factors that are useful for the employees’ performance.
Table 4.13a The Pattern Matrix (Employees Performance)
Items
Q68
Q65
Q67
Q69
Q66
Q72
Q71
Q70
Q75
Q77
Q76
Q80
Q78
Q79

Component
1
.961
.854
.835
.814
.794
.604
.604
.480

2

.979
.897
.829
.729
.600
.584

Extraction Method: Principal Component Analysis.
Rotation Method: Promax with Kaiser Normalization.
a. Rotation converged in 3 iterations.

The employees’ performance was used again as the mediating variable in the current study. In
this regard, table 4.13a (rotated factor matrix) is important for accepting the results which shows
that this variable has not exactly the same factors as proposed but only two factor are useful. In
fact, every item has some loading from every factor but we requested for loadings less than (.40)
to be excluded from the output. With respect to the first factor, the items are sorted out by their
highest factor value (item 68 with a loading of .961) and the lowest factor value (item 70 with a
loading of .480). Similarly, with respect to the second factor, the items that have their highest
loading from (item 75 with a loading of .979) to lowest (item 79 with a loading of .584).
Similarly, all the other loading values are given on each of the remaining factors. The researcher
should examine the content of items that have high loadings from each factor to see whether they
fit together conceptually and can be entitled.
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4.4 The Inferential Analysis (Testing of Hypothesis)

4.4.1 The Correlation Analysis (Association)

H1: There is significant relationship among Research Variables
Table 4.14 The Table of Correlation (Association)
Transactional
Leadership Style
Organizational
Justice
Organizational
Culture
Employees
Performance

P-Correlation
Sig. (2-tailed)
N
P-Correlation
Sig. (2-tailed)
N
P-Correlation
Sig. (2-tailed)
N
P-Correlation
Sig. (2-tailed)
N

Transformational
.789**
.000
322
.757**
.000
322
.855**
.000
322
.915**
.000
322

Transactional
1
322
.782**
.000
322
.818**
.000
322
.816**
.000
322

Justice

Culture

1
322
.728**
.000
322
.815**
.000
322

1
322
.849**
.000
322

**. Correlation is significant at the 0.01 level (2-tailed).

The hypothesis # 1 was about testing the association among independent, mediators and the
criterion variables. Table 4.19 gives the results of correlation procedure showing R (correlation
values) and P (significant values) on all the variables included in the correlation process. For the
researcher, readers and the evaluators, the last row is of interest where the association score of all
the predictors and the criterion have been provided. The highest value of association is between
transformational leadership and employees performance (R=.915 & P-value =.000). Similarly,
rest of predictors including transactional leadership (R=.816 & P-value =.000), organizational
justice (R=.815 & P-value =.000) and organizational culture (R=.849 & P-value =.000) are also
significantly associated with the employees’ performance respectively. The correlation analysis
shows that transformational leadership style is highly correlated with employees’ performance as
compared to other predictors. From above given statistics, it is concluded that the hypothesis # 1
is accepted as true.
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4.4.2 The Regression Analysis (Cause-n-Effect Relationship)

H2: The Predictors have significant Impact on Criterion
Table 4.15 The Model Summary
Model

R

R Square

Adjusted R Sq

Std. Error Estim

F

Sig.

1

.939a

.882

.880

.42481

591.129

.000b

t

Sig.

-9.807

.000

Table 4.15a The Coefficients of Regression
Model

1

(Constant)
Transformational
Leadership
Transactional
leadership
Organizational
Justice
Organizational
Culture

Unstandardized
Coefficients
B
Std. Error

Standardized
Coefficients
Beta

-1.135

.116

.650

.047

.561

13.803

.000

.122

.053

.090

2.330

.020

.276

.042

.221

6.636

.000

.164

.051

.135

3.243

.001

a. Predictors: Transformational, Transactional, Justice & Culture
b. Dependent Variable: Employees Performance

The second research question of current research was about predictability of criterion (dependent
variable) by predictors (independent variables). For this purpose, multiple regression procedure
was run to get the outputs for examining the predictive powers of independent variables included
in the model. The coefficient of determination (R Square) is 0.882 which shows that 88% of the
variation in the criterion variable is occurring because of the four predictors (transformational,
transactional, justice and culture) supported by significant p-values on all the predictors. The
analysis shows that the transformational leadership is the stronger predictor of the employees’
performance (p- .000) as compared to the transactional leadership (.020). Similarly, the cause-&effect results also support and validate the results of correlation where relationship between
transformational leadership and employees’ performance is stronger (r .915, p- .000) than the
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transactional leadership and the employees’ performance (r .816, p- .000). Therefore, from the
above given statistics, it is concluded that hypothesis # 2 is substantiated.

4.4.3 The Mediation Analysis
The mediation is an advanced tool of using regression analysis in background of cause-n-effect
analysis between the predictors and criterion variables. The cause-n-effect relation between the
predictors and criterion can be mediated by mediating variable. The aim of mediation analysis is
to found the extent to which some supposed contributing variable (independent variable) (X)
influences some outcome variable (Y) through one/more mediating variables (M). The predicting
variable is causal antecedent of primary interest to researchers whose effect is being estimated on
some outcome variable. The current research study contains two mediators (justice and culture)
and aimed to check its impact in the relationship between the leadership styles (predictors) and
employees’ performance (criterion). Four mediation models were extracted from the theoretical
framework and named them as mediation models. Andrew F. Hayes Process (2007) procedure
was used to examine the mediation. The Process model, on a single command, provides the
complete details regarding all the steps in the process and the decisions regarding Full, Partial
and No mediation.

H3: Role of Justice in-between Transformational & Performance
A. The Mediation Model 1
X = Transformational Leadership
Y = Employees Performance
M = Organizational Justice
The First Step in Mediation (a)
Table 4.16 The Model Summary
R

R Square

MSE

F

df1

df2

p

.7574

.5737

.4153

430.6803

1.0000

320.0000

.0000
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Table 4.16a The Coefficients of Regression
Model

Coefficient

se

t

p

LLCI

ULCI

Constant

.5356

.1714

3.1241

.0019

.1983

.8728

Transformational

.7041

.0339

20.7528

.0000

.6373

.7708

Independent Variable:
Dependent Variable:

Transformational Leadership
Organizational Justice

The Second & Third Step in Mediation (b & ć)
Table 4.17 The Model Summary
R

R Square

MSE

F

df1

df2

p

.9339

.8721

.1940

1087.5855

2.0000

319.0000

.0000

Table 4.17a The Coefficients of Regression
Model
Constant

Coefficient

se

t

p

LLCI

ULCI

-1.0559

.1189

-8.8767

.0000

-1.2899

-.8218

Organizational
.3562
.0382
9.3222
.0000
.2810
.4314
Justice
Transformational
.8089
.0355
22.7750
.0000
.7390
.8788
Leadership
Independent Variable: Transformational Leadership and Organizational Justice
Dependent Variable:
Employees Performance

The Fourth Step in Mediation (c)
Table 4.18 The Model Summary
R

R Square

MSE

F

df1

df2

p

.9150

.8373

.2461

1646.3170

1.0000

320.0000

.0000

Table 4.18a The Coefficients of Regression
Model

Coefficient

se

t

p

LLCI

ULCI

Constant

-.8651

.1320

-6.5554

.0000

-1.1247

-.6055

Transformational
Leadership

1.0597

.0261

40.5748

.0000

1.0083

1.1111

Independent Variable:
Dependent Variable:

Transformational Leadership
Employees Performance
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The above is the output tables of the Process Model for testing mediation among the variables of
interest. As it is shown in the first step of mediation (table 4.17) which provides path (a) shows
that there is 57% variation in the organizational justice (mediator) is due to the transformational
leadership (predictor). Similarly, it also shows (table 4.17a) that there is positive and significant
impact of transformational leadership on organizational justice (β- 0.70 while p- .000). In the
same line, the second & third steps of mediation (table 4.18) which provides path (b & c') shows
that there is 87% variation in dependent variable (employees’ performance) is due the predictors
(organizational justice & transformational leadership). Similarly, it also shows (table 4.18a) that
there is also statistically significant impact of organizational justice on employees’ performance
(β- 0.36 with p- .000) and transformational leadership on employees’ performance (β- 0.81 with
p- .000). The 95% confidence intervals for two parameters are created through bootstrapping,
where LLCI is lower limit confidence interval and ULCI is upper limit confidence interval.

Again, the forth step of mediation (table 4.19) which provides path (c) shows that there is 84%
variation in the criterion variable (employees’ performance) is due to predictor (transformational
leadership). Likewise, it also shows (table 4.19a) that there positive and significant relationship
between transformational leadership and the employees’ performance (β- 1.0597 while p- .000).
Usually, the researchers used the significance of p-value regarding all the four paths for deciding
the mediation. But in current mediation model, as all the paths are significant then the decision
for mediation will be made on coefficient value. It is found that organizational justice partially
mediates the relationship between transformational leadership and employees’ performance. As
the value of coefficient decreases and relationship remains significant between transformational
leadership and employees’ performance after entering organizational justice as mediator (0.81)
(table 4.18a). Hence, it is concluded that the first model of mediation is the Partial Mediation.
Table 4.19 Sobel test OR Normal theory test
Effect

se

Z

p

.2508

.0295

8.4955

.0000
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The Process procedure also provides the Sobel test for confirming the mediation between the
research variables. The focus of this analysis is likely to be on mediation effect (indirect effect)
which in some places can also be computed as the difference between c and c'. The table (4.20)
provides the outputs of Sobel test wherein effect size is (.2508) which is statistically greater than
zero with 0.05 level of confidence. Similarly, significant p-value (.000) where (p<0.05) shows
that the mediating effect is found between the research variables. Here the p-value is significant
and therefore it can be concluded that organizational justice mediates the relationship between
the transformational leadership and employees’ performance.

H4: Role of Justice in-between Transactional & Performance
B. The Mediation Model 2
X = Transactional Leadership
Y = Employees Performance
M = Organizational Justice
The First Step in Mediation (a)
Table 4.20 The Model Summary
R

R Square

MSE

F

df1

df2

p

.7823

.6120

.3780

504.7136

1.0000

320.0000

.0000

Table 4.20a The Coefficients of Regression
Model

Coefficient

se

t

p

LLCI

ULCI

Constant

.7751

.1482

5.2301

.0000

.4835

1.0666

.0000

.7817

.9318

.8568
.0381
22.4658
Transactional
Leadership
Independent Variable: Transactional Leadership
Dependent Variable:
Organizational Justice

The Second & Third Step in Mediation (b & ć)
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Table 4.21 The Model Summary
R

R Square

MSE

F

df1

df2

p

.8638

.7461

.3852

468.6676

2.0000

319.0000

.0000

Table 4.21a The Coefficients of Regression
Model

Coefficient

se

t

p

LLCI

ULCI

Constant

-.2779

.1559

-1.7831

.0755

-.5846

.0287

Organizational
.5674
.0564
10.0553
.0000
.4564
Justice
Transactional
.6271
.0618
10.1467
.0000
.5055
leadership
Independent Variable: Transactional Leadership and Organizational Justice
Dependent Variable:
Employees Performance

.6785
.7487

The Fourth Step in Mediation (c)
Table 4.22 The Model Summary
R

R Square

MSE

F

df1

df2

p

.8158

.6656

.5057

636.9581

1.0000

320.0000

.0000

Table 4.22a The Coefficients of Regression
Model
Constant

Coefficient

se

t

p

LLCI

ULCI

.1619

.1714

.9444

.3457

-.1753

.4991

.0000

1.0265

1.2000

Transactional
1.1133
.0441
25.2380
Leadership
Independent Variable: Transactional Leadership
Dependent Variable:
Employees Performance

Again the Process Model for mediation regarding variables of interest provided the above tables
for second mediation model. The table (4.21) provided the first step of mediation for analyzing
the path (a). The table shows that there is 61% variation in the organizational justice (mediator)
is due to transactional leadership (predictor). However, the coefficient of regression table (4.21a)
shows significant statistical relationship between transactional leadership and the organizational
justice (β- .86 with p-value .000). Similarly, the second & third step in mediation (b & ć) (table
4.22) shows that there is 75% variation in the dependent variable (employees’ performance) is
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due predictors (transactional leadership and organizational justice). However, the table (4.22a)
shows the significant impact of organizational justice on employees’ performance (β- 0.57 while
p- .000) and transactional leadership on the employees’ performance (β- 0.63 with p- .000). The
confidence intervals (95%) for these parameters are created through bootstrapping where ULCI
is upper limit confidence interval and the LLCI is lower limit confidence interval.

Similarly, table (4.23) provided the forth step of mediation by providing the data regarding path
(c). It shows that there is 67% variation in dependent variable (employees’ performance) is due
to independent variable (transactional leadership). However, table (4.23) shows the significant
and positive impact of transactional leadership on employees’ performance (β- 1.1133 while p.000). Generally, researchers uses the p-value regarding all four paths for deciding the mediation.
However, when all the paths are significant then the deciding factor will be coefficient value. In
the current mediation model, organizational justice partially mediates the relationship between
transactional leadership and employees’ performance. As the coefficient value decreases but the
relationship remains significant between transactional leadership and employees’ performance
after entering organizational justice as mediator (0.63) (table 4.22a). Therefore, it is concluded
that the second model of mediation is the Partial Mediation.
Table 4.23 Sobel test OR Normal theory test
Effect

se

Z

p

.4862

.0530

9.1704

.0000

For confirming the mediation between research variables, Process procedure also provides the
Sobel test. The focus of current analysis is on the mediation effect (indirect effect) which is also
computed by some researchers as difference between c and c'. The above table (4.24) provides
the outputs of Sobel test where the effect size is (.4862) which is statistically greater than zero
with level of confidence (0.05). Likewise, the significant p-value (.000) shows that the mediating
effect is found between the research variables. Here the p-value is significant and therefore it can
be concluded that the organizational justice mediates the relationship between the transactional
leadership and employees’ performance.
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H5: Role of Culture in-between Transformational & Performance
C. The Mediation Model 3
X = Transformational Leadership
Y = Employees Performance
M = Organizational Culture
The First Step in Mediation (a)
Table 4.24 The Model Summary
R

R Square

MSE

F

df1

df2

p

.8546

.7304

.2753

867.0453

1.0000

320.0000

.0000

Table 4.24a The Coefficients of Regression
Model
Constant

Coefficient

se

t

p

LLCI

ULCI

.3931

.1396

2.8166

.0052

.1185

.6677

.0000

.7590

.8677

Transformational
.8134
.0276
29.4456
Leadership
Independent Variable: Transformational Leadership
Dependent Variable:
Organizational Culture

The Second & Third Step in Mediation (b & ć)
Table 4.25 The Model Summary
R

R Square

MSE

F

df1

df2

p

.9241

.8540

.2214

933.1308

2.0000

319.0000

.0000

Table 4.25a The Coefficients of Regression
Model
Constant

Coefficient

se

t

p

LLCI

ULCI

-.9844

.1267

-7.7680

.0000

-1.2337

-.7351

Organizational
.3034
.0501
6.0524
.0000
.2048
.4021
Culture
Transformational
.8129
.0477
17.0360
.0000
.7190
.9068
Leadership
Independent Variable: Transformational Leadership and Organizational Culture
Dependent Variable:
Employees Performance
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The Fourth Step in Mediation (c)
Table 4.26 The Model Summary
R

R Square

MSE

F

df1

df2

p

.9150

.8373

.2461

1646.3170

1.0000

320.0000

.0000

Table 4.26a The Coefficients of Regression
Model

Coefficient

se

t

p

LLCI

ULCI

-.8651

.1320

-6.5554

.0000

-1.1247

-.6055

Transformational
1.0597
.0261
40.5748
Leadership
Independent Variable: Transformational Leadership
Dependent Variable:
Employees Performance

.0000

1.0083

1.1111

Constant

The third model for mediation also provided some tables of interests by applying the Hayes
Process Procedure. For this purpose, the table (4.25) provided the data for analyzing the path (a).
It shows about 73% variation in organizational culture (mediator) is due to the transformational
leadership (predictor). Though, the coefficient of regression (4.25a) shows significant impact
transformational leadership on organizational culture (β- .81 with p-value .000). In same way,
(table 4.26) about second & third step in mediation (b & ć) shows 85% variation in dependent
variable (performance) is due to the predictors (transformational leadership and organizational
culture). Though, table (4.26a) shows significant impact of organizational culture on employees’
performance (β- 0.30 with p- .000) and transformational leadership on employees’ performance
(β- 0.81 with p- .000). Similarly, the confidence intervals (95%) for these parameters are created
through bootstrapping where ULCI is the upper limit confidence interval and the LLCI is lower
limit confidence interval.

In same line, table (4.27) provided the forth step of mediation by giving the data about the path
(c). It shows 84% variation in dependent variable (employees’ performance) due to independent
variable (transformational leadership). Though, table (4.27a) shows the significant impact of
transformational leadership on employees’ performance (β- 1.0597 with p- .000). Mostly, the pvalue concerning all the four paths is considered as deciding factors for mediation. Though, the
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deciding factor will be coefficient value, when all the paths are significant. In present mediation
model, organizational culture partially mediates relationship between transformational leadership
and employees’ performance. As coefficient value decreases but the impact remains significant
between transformational leadership and employees’ performance after entering organizational
culture as mediator (0.81) (table 4.26a). Thus, it is concluded that the third model of mediation is
the Partial Mediation.
Table 4.27 Sobel test OR Normal theory test
Effect

se

Z

p

.2468

.0417

5.9252

.0000

The Hayes Process procedure also provides Sobel test for confirming the mediation among the
research variables. The current analysis is focusing on mediation effect (indirect effect) which is
also computed as the difference between c and c'. The table above (4.28) provides the results for
Sobel test where effect size is (.2468) which is statistically greater than zero with level of
confidence (0.05). Similarly, significant p-value (.0000) shows between the research variables
that the mediating effect is found. Here the p-value is significant and thus it is concluded that the
organizational culture mediates the relationship between the transformational leadership and
employees’ performance.

H6: Role of Culture in-between Transformational & Performance
D. The Mediation Model 4
X = Transactional Leadership
Y = Employees Performance
M = Organizational Culture
The First Step in Mediation (a)
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Table 4.28 The Model Summary
R

R Square

MSE

F

df1

df2

p

.8177

.6686

.3384

645.6232

1.0000

320.0000

.0000

Table 4.28a The Coefficients of Regression
Model
Constant

Coefficient

se

t

p

LLCI

ULCI

.9454

.1402

6.7421

.0000

.6695

1.2213

.0000

.8459

.9879

Transactional
.9169
.0361
25.4091
Leadership
Independent Variable: Transactional Leadership
Dependent Variable:
Organizational Culture

The Second & Third Step in Mediation (b & ć)
Table 4.29 The Model Summary
R

R Square

MSE

F

df1

df2

p

.8750

.7657

.3554

521.2810

2.0000

319.0000

.0000

Table 4.29a The Coefficients of Regression
Model
Constant

Coefficient

se

t

p

LLCI

ULCI

-.4704

.1536

-3.0632

.0024

-.7725

-.1683

Organizational
.6688
.0573
11.6746
.0000
.5561
Culture
Transactional
.5000
.0642
7.7839
.0000
.3736
Leadership
Independent Variable: Transactional Leadership and Organizational Culture
Dependent Variable:
Employees Performance

.7815
.6264

The Fourth Step in Mediation (c)
Table 4.30 The Model Summary
R

R Square

MSE

F

df1

df2

p

.8158

.6656

.5057

636.9581

1.0000

320.0000

.0000
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Table 4.30a The Coefficients of Regression
Model
Constant

Coefficient

se

t

p

LLCI

ULCI

.1619

.1714

.9444

.3457

-.1753

.4991

.0000

1.0265

1.2000

Transactional
1.1133
.0441
25.2380
Leadership
Independent Variable: Transactional Leadership
Dependent Variable:
Employees Performance

The forth mediation model also provided some tables of interests after applying the Hayes
Process. The table 4.29 provides data for examining the path (a). It shows that 67% variation in
organizational culture (mediator) is due to the transactional leadership (predictor). However, the
coefficient of regression table (4.29a) shows the significant impact of transactional leadership on
organizational culture (β- .92 with p-value .000). Similarly, table 4.30 is about the second & third
step in mediation (b & ć) by showing the 77% variation in the dependent variable (employees’
performance) is due to predictors (organizational culture and transactional leadership). However,
table (4.30a) shows the significant impact of organizational culture on employees’ performance
(β- 0.67 with p- .000) and transactional leadership on employees’ performance (β- 0.50 with p.000). Likewise, 95% confidence intervals for these parameters are created through bootstrapping
where the LLCI is lower limit confidence interval and ULCI is upper limit confidence interval.

In the same pole, table (4.31) provided forth step of mediation by examining the path (c). It
shows 67% variation in the dependent variable (employees’ performance) due to the independent
variable (transactional leadership). However, the table (4.31a) shows the significant impact of
transactional leadership on employees’ performance (β- 1.1133 with p- .000). Normally, the pvalue is considered as deciding factors for mediation regarding all the four paths. However, when
all the paths are significant then the deciding factor will be coefficient value. In current model of
mediation (4th model), the organizational culture partially mediates the relationship between
transactional leadership and employees’ performance. As coefficient value decreases but impact
remains significant between transactional leadership and employees’ performance after entering
organizational culture as mediator (0.50) (table 4.31a). Therefore, it is decided that forth model
of mediation is the Partial Mediation.
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Table 4.31 Sobel test OR Normal theory test
Effect

se

Z

p

.6132

.0578

10.6017

.0000

The Sobel test is provided automatically by Hayes Process for confirming existence of mediation
among research variables. Numerous researchers recommends that the mediation effect (indirect
effect) can also be computed as the difference between c and c'. The above table (4.32) provides
outcomes for Sobel test wherein effect size is (.6132) which is greater than zero with confidence
level of (0.05). In the same way, the significant p-value (.0000) shows the significance between
the research variables that mediating effect exists. Here the p-value is significant and therefore it
is concluded that organizational culture mediates the relationship between the transactional
leadership and employees’ performance.

4.4.4 The Tests of Significance
The statistical tools used to test hypotheses about the impacts (relations) of the demographic
attributes on the responses of the respondents. For example, the question ‘Whether or not the
educated and non-educated respondents are giving similar views on a particular issue?’ will be
answered by the applying a test of significance. The tests of significance does not really tell that
there are mean differences between two or groups of a sample, rather declare the ‘Significance’
of difference because tests are only applied when descriptive data exposes the mean differences.
Test of significance is used when there are two demographic groups, sample-size and population
standard deviation is unknown. In the current study, the researcher used two tests (T-Test &
ANOVA) for determining the mean differences between the demographic groups and to check
its generalizability towards the population.
A. The Role of Department in affecting the Responses
The descriptive statistics table, about the department, provides the data regarding the respondents
belonging to the social sciences & natural sciences sections (Anexure-2, Table 4.33a). In column
four of the said table, the mean values of each group on every variable are given. It is visible in
this column that with respect to the department wise responses, the respondents from the social
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science group are scoring higher than their counter parts. From this the emerging and alternative
hypothesis is:

H7: The Social group is scoring higher than Natural Science
Table 4.32 T-test application on Department-Based Groups
F

Sig.

Sig. (2-tailed)

Mean Diff

Std. Error Diff

Transformational
Leadership

2.290

.131

.000
.000

.46485
.46485

.11599
.11717

Transactional
Leadership

1.270

.261

.000
.000

.40063
.40063

.09837
.09821

Organizational
Justice

.001

.969

.001
.001

.35712
.35712

.10867
.10893

Organizational
Culture

15.614

.000

.000
.000

.59459
.59459

.10813
.11151

.213

.645

.000
.000

.50920
.50920

.13468
.13489

Employees
Performance

As per descriptive statistics, the respondents from the natural science group are giving lower
scores as compared to the social science group. To test the applicability of these differences on
the population (significance), the t-tests were run. The results are given in table # 33, where
column four presents the p-values of all the five t-test scores, which are all significant because
the p-values are far less than the critical limit of .05. Thus, the effect of social and natural
classifications of respondents has statistically significant impact on changing the opinions of the
two groups. The hypothesis # 7 is therefore accepted as true on all the five variables.
B. The Role of Domicile in affecting the Responses
The table 4.34a (Anexure-2) provided the descriptive statistics regarding domicile-based groups
(local & non-local). In the column (mean), the mean values of each group on every variable are
given. The mean values showed that that the respondents from the local group are scoring higher
than those who have non-local domicile. Therefore, these mean values automatically provided
the emerging alternate hypothesis, which is:

H8: The Local group is scoring higher than Non-Local
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Table 4.33 T-test application on Domicile-Based Groups
F

Sig.

Sig. (2-tailed)

Mean Diff

Std. Error Diff

Transformational
Leadership

34.780

.000

.000
.000

.49315
.49315

.11990
.13073

Transactional
Leadership

13.354

.000

.002
.004

.31608
.31608

.10291
.10855

Organizational
Justice

10.669

.001

.000
.000

.40813
.40813

.11206
.11544

Organizational
Culture

0.036

.849

.000
.000

.43330
.43330

.11456
.11185

19.805

.000

.000
.000

.66199
.66199

.13760
.14535

Employees
Performance

Again the descriptive statistics table shows that the respondents those who have local domicile
scores higher that those who have non-local domicile. The t-test application was applied to check
the significance and the applicability of these variances on the population. Table 4.34 shows that
the p-values for all the research variables are within range of the critical threshold limit (.05).
Hence, it is concluded from the above analysis that the results of t-test with respect to the
domicile is applicable and generalizable on population. Therefore, the hypothesis # 7 is accepted
as true.
C. The Role of Marital Status in affecting the Responses
The descriptive statistics in table 4.35a (anexure-2) provided the data regarding both the groups
(married & un-married). In the above said table, the column four provided the data regarding the
mean values of each group on every variable. It can be seen from the table that the respondents
from the married group are scoring higher than their counter parts. From these differences, the
emerging hypothesis is:

H9: The Married group is scoring higher than Un-Married
Table 4.34 T-test application on Marital Status-Based Groups

Transformational

F

Sig.

9.770

.002

Sig. (2-tailed)

.000
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Mean Diff
1.01122

Std. Error Diff

.13708

Leadership
Transactional
Leadership

.000

Organizational
Justice

.237

.626

Organizational
Culture

.007

.931

15.307

.000

Employees
Performance

.989

.000

1.01122

.15761

.000

.65576

.12039

.000

.65576

.11921

.000

.76529

.13102

.000

.76529

.14048

.000

.78338

.13416

.000

.78338

.13542

.000

1.08005

.16076

.000

1.08005

.18244

All the tests to examine the group mean differences based upon the marital status reveal that the
un-married sample is scoring lower as compared to the married subjects. The results are highly
significant thereby confirming the existence of mean differences between the groups on all the
five research variables. Thus by confirming that results of the sample is applicable on population.
Therefore, it shows significance, applicability and the generalizability towards whole population.
Hence, the hypothesis # 9 is accepted.
D. The Role of Gender in affecting the Responses
Again the table 4.36a (anexure-2) provided the descriptive statistics about both the groups in
gender (male & female). On every variable, the mean values of each group is make available. It
is visible in this table that the subjects from the married group are scoring higher than those who
are un-married. From the above differences in both the groups, the emerging hypothesis is:

H10: The Female group is scoring higher than Male
Table 4.35 T-test application on Gender-Based Groups
F

Sig.

Transformational
Leadership

5.314

.022

Transactional
Leadership

7.140

Organizational
Justice

.990

Organizational

3.969

Sig. (2-tailed)

.008
.321
.047
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Mean Diff

Std. Error Diff

.237

-.15494

.13070

.197

-.15494

.11975

.475

.07953

.11108

.418

.07953

.09801

.677

-.05083

.12172

.653

-.05083

.11298

.888

-.01755

.12466

Culture
Employees
Performance

6.594

.011

.876

-.01755

.11198

.325

-.14946

.15147

.263

-.14946

.13318

The table 4.36a (anexure-2) helps in developing the hypothesis while the table 4.36 provides the
level of significance, applicability and generalizability of these results towards the population.
The t-tests to examine the gender (male & female) impacts have given no significant results on
any of the five research variables. It means that these results are not applicable to the entire
population. Therefore, the results provided the surprising results with respect to gender on all the
research variables. Therefore, the hypothesis # 10 is rejected.
E. The Role of Qualification in affecting the Responses (ANOVA)
Once again, the descriptive statistics about the qualifications based groups (Master, M. Phil &
PhD) provided the data in table 4.37a (anexure-2). In mean column of the said table, the mean
values of each group on every variable are given. It is visible in this column that the respondents
from the PhD group are scoring higher than other two groups. From this emerging hypothesis is:

H11: The PhD group is scoring higher than other Group
Table 4.36 Qualification-Based Mean Differences (ANOVA)

Transformational
Leadership

Between Groups
Within Groups

Total
Transactional
Leadership

Between Groups
Within Groups

Total
Organizational
Justice

Between Groups
Within Groups

Total
Organizational
Culture

Between Groups
Within Groups

Total
Employees
Performance

Between Groups
Within Groups

Total

Sum of
Squares
30.523
330.279
360.802
9.628
250.266
259.894
12.890
298.850
311.741
13.938
312.865
326.804
21.395
462.527
483.922
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df
2
319
321
2
319
321
2
319
321
2
319
321
2
319
321

Mean
Square
15.262
1.035

F

Sig.

14.740

.000

4.814
.785

6.136

.002

6.445
.937

6.880

.001

6.969
.981

7.106

.001

10.698
1.450

7.378

.001

To check the impact of qualifications on research variables, ANOVA application was run. The
qualification (Master, M. Phil & PhD) has wide impacts on all the variables. The subjects with
higher education (PhD) are scoring higher as compared to other groups (Mater & M. Phil). All
the results are significant thereby confirming that education plays dominant role in developing
the opinion of the respondents with a different trend. These shows that the results of ANOVA are
applicable and generalizable to the whole population. Therefore, the hypothesis # 11 is accepted.
F. The Role of Designations in affecting the Responses (ANOVA)
The descriptive statistics about the designations based groups (lecturer, assistant professor,
associate professor & professor) provided the data regarding mean difference in all the groups. In
the mean column of descriptive table, the mean values of each group on every variable are given.
It can be seen that respondents from the professor group are scoring higher than the other three
groups. From this data, the emerging hypothesis is:

H12: The Professor group is scoring higher than other Group
Table 4.37 Designations-Based Mean Differences (ANOVA)

Transformational
Leadership

Between Groups
Within Groups

Total
Transactional
Leadership

Between Groups
Within Groups

Total
Organizational
Justice

Between Groups
Within Groups

Total
Organizational
Culture

Between Groups
Within Groups

Total
Employees
Performance

Between Groups
Within Groups

Total

Sum of
Squares
20.991
339.811
360.802
14.978
244.916
259.894
42.101
269.640
311.741
18.672
308.131
326.804
35.756
448.166
483.922

df
3
318
321
3
318
321
3
318
321
3
318
321
3
318
321

Mean
Square
6.997
1.069

F

Sig.

6.548

.072

4.993
.770

6.482

.056

14.034
.848

16.551

.078

6.224
.969

6.423

.000

11.919
1.409

8.457

.064

Again the ANOVA application was run to check the impact of designation on the research
variables. The designation (lecturer, assistant professor, associate professor & professor) has the
impacts on all the research variables. The respondents with higher designation (professor) are
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scoring higher as compared to three groups (lecturer, assistant professor & associate professor).
All the results are showing insignificant on all the variables except on Organizational Culture
and thereby confirmed that designation plays minute role regarding the research variables under
study. The ANOVA results shows that they are not applicable and generalizable to the entire
population. The hypothesis # 12 is therefore rejected.
G. The Role of Experience in affecting the Responses (ANOVA)
The descriptive statistics about the experience-based groups (1-12, 13-24 & 25-36) are provided
in table 4.39a (anexure-2). The mean column of said table provided mean values regarding each
group on every research variable. It is evident from the mean column that the respondents in 1324 group are scoring higher than the other two groups (1-12 & 25-36). From this the emerging
hypothesis is:

H13: The 13-24 group is scoring higher than other Group
Table 4.38 Experience-Based Mean Differences (ANOVA)

Transformational
Leadership

Between Groups
Within Groups

Total
Transactional
Leadership

Between Groups
Within Groups

Total
Organizational
Justice

Between Groups
Within Groups

Total
Organizational
Culture

Between Groups
Within Groups

Total
Employees
Performance

Between Groups
Within Groups

Total

Sum of
Squares
50.441
310.360
360.802
30.818
229.076
259.894
31.544
280.197
311.741
36.156
290.648
326.804
72.008
411.914
483.922

df
2
319
321
2
319
321
2
319
321
2
319
321
2
319
321

Mean
Square
25.221
.973

F

Sig.

25.923

.000

15.409
.718

21.458

.000

15.772
.878

17.956

.021

18.078
.911

19.841

.000

36.004
1.291

27.883

.012

To check the impact of experience on the research variables, ANOVA application was run. The
experience in all the groups (1-12, 13-24 & 25-36) has wide impacts on all the variables. The
respondents with experience at the middle level (13-24) are scoring higher as compared to other
two groups (1-12 & 25-36). The results on all the research variables are showing significance
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thereby endorsing that experience plays leading role in evolving the respondents’ opinion with
the different levels. These shows that the results of ANOVA are applicable and generalizable to
the entire population. Hence, the hypothesis # 13 is accepted.
H. The Role of Age in affecting the Responses (ANOVA)
The table 4.40a (anexure-2) is providing the descriptive statistics about the age groups (23-35,
36-48 & 49-60). The mean values in the mean column of the table shows that the data of each
group on every research variable have been provided. It can be seen from the mean column that
the respondents in the 49-60 group are scoring higher than the other two groups (23-35 & 36-48).
From this data, the emerging hypothesis is:

H14: The 49-60 group is scoring higher than other Group
Table 4.39 Age-Based Mean Differences (ANOVA)

Transformational
Leadership

Between Groups
Within Groups

Total
Transactional
Leadership

Between Groups
Within Groups

Total
Organizational
Justice

Between Groups
Within Groups

Total
Organizational
Culture

Between Groups
Within Groups

Total
Employees
Performance

Between Groups
Within Groups

Total

Sum of
Squares

df

34.137
326.665
360.802
16.495
243.399
259.894
19.096
292.645
311.741
29.005
297.799
326.804
42.964
440.958
483.922

2
319
321
2
319
321
2
319
321
2
319
321
2
319
321

Mean
Square
17.068
1.024

F

Sig.

16.668

.145

8.247
.763

10.809

.312

9.548
.917

10.408

.000

14.502
.934

15.535

.231

21.482
1.382

15.541

.173

Again the ANOVA application was run to check the impact of age on the research variables. The
age in all groups (23-35, 36-48 & 49-60) has a slight impacts on all the research variables. The
respondents with the age at higher level (49-60) are scoring higher as compared to other two
groups (23-35 & 36-48). The outcomes on all the research variables are showing insignificance
results except organizational justice thereby recommending that age has little role in determining
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the above said variables. These shows that results of ANOVA are insignificant and generalizable
and applicable to the entire population. Therefore, the hypothesis # 14 is rejected.
4.5 The Summary of the Empirical Results

4.5.1 The Summary Statistics of Mediation
Table 4.40 Summary Table (Mediation Analysis)
Mediation Models

Model 1
Model 2
Model 3
Model 4

Variables

Procedure

Results

X = Transformational Leadership
M = Organizational Justice
Y = Employees Performance
X = Transactional Leadership
M = Organizational Justice
Y = Employees Performance
X = Transformational Leadership
M = Organizational Culture
Y = Employees Performance
X = Transactional Leadership
M = Organizational Culture
Y = Employees Performance

Hayes Process
Model

Partial
Mediation

Hayes Process
Model

Partial
Mediation

Hayes Process
Model

Partial
Mediation

Hayes Process
Model

Partial
Mediation

The table above provided data regarding the outputs of the four mediation models. To examine
the mediation analysis, Andrew Hayes Process Model for mediation and moderation was used.
There were four models for mediation extracted from the theoretical framework. The mediation
process consists of different steps those which provides data either (significant or insignificant)
regarding already certain specified conditions for mediation. These four models with different
variables can be seen from the above table. All the mediation models shows that the mediating
variables mostly fully mediates the relationship between predictors and the criterion variables. It
means that both the organizational justice and organizational culture play a significant role as a
mediators in the relationship between leadership styles and employees’ performance. Therefore,
it is concluded from the summary table that the mediation exists in almost all the mediation
models.
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4.5.2 The Summary Statistics of Demographics
Table 4.41 Summary Table (Demographic Impacts)
Variables

DPT

DOM

MST

GDR

QUA

DSG

EXP

AGE

Results

Transformational
Leadership
Transactional
Leadership
Organizational
Justice
Organizational
Culture
Employees
Performance

.000

.000

.000

.237

.000

.072

.000

.145

5/8

.000

.002

.000

.475

.002

.056

.000

.312

5/8

001

.000

.000

.677

.001

.078

.021

.000

6/8

.000

.000

.000

.888

.001

.000

.000

.231

6/8

.000

.000

.000

.325

.001

.064

.012

.173

5/8

In all the tests of significance to compute strength of mean differences (t-test & ANOVA) between
demographic groups of the respondents, it is clear that the outcomes of the test of significance is
quite acceptable with respect to all the research variables. Both the predictors and the mediating
variables have been influenced by the demographic attributes significantly. It is evident from the
outcomes that almost all the demographic variables shows the significance with respect to all the
research variables. Three variables (gender, designation & age) has not shown any significance
with respect to almost all research variables. Hence, it is concluded that the hypotheses regarding
the demographic variables are partially accepted as true and substantiated.

4.5.3 The Summary Statistics of Hypotheses
Table 4.42 Summary of the Hypotheses
Hypotheses
There is positive and significant relationship
among research variables.
There is significant impact of predictors on the
criterion variable (employees’ performance).
Organizational justice as mediator between the
transformational leadership and performance.
Organizational justice as mediator between the
transactional leadership and performance.
Organizational culture as mediator between the
transformational leadership and performance.
Organizational culture as mediator between the
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Analytical
Tool
Correlation

Code

Decision

H1

Accepted

Regression

H2

Accepted

Mediation

H3

Accepted

Mediation

H4

Accepted

Mediation

H5

Accepted

Mediation

H6

Accepted

transactional leadership and performance.
The Social Sciences group is scoring higher than
Natural Science (Department).
The Local group is scoring higher than Non-Local
(Domicile).
The Married group is scoring higher than the UnMarried (Marital Status).
The Female group is scoring higher than Female
Group (Gender).
The PhD group is scoring higher than the other
Group (Qualifications).
The Professor group is scoring higher than the
other Group (Designation).
The 13-24 group is scoring higher than the other
Group (Experience).
The 49-60 group is scoring higher than the other
Group (Age).
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T-Test

H7

Accepted

T-Test

H8

Accepted

T-Test

H9

Accepted

T-Test

H10

Rejected

ANOVA

H11

Accepted

ANOVA

H12

Rejected

ANOVA

H13

Accepted

ANOVA

H14

Rejected

Chapter No. 5 DISCUSSIONS
After the data collection and analysis, researchers has to position his findings in comparison to
the existing research (given in literature review) with a view to underline the commonalities and
differences of links between different variables or the conditions of hypotheses. The major issues
explored in current study were about the identification and examination of correlation analysis,
cause-n-effect relationships between the predictors and criterion, the mediation analysis among
predictors, mediators and the test variable (employees’ performance) and the test of significance
to find out the mean differences regarding the demographic groups. In this section, the researcher
firstly discuss the findings of existing research studies conducted by different researchers from
time to time regarding the variables of interests. The researcher then discuss findings of current
study and compare these findings with previous studies findings. In this regard, commonalities
and differences are discussed to find out the gap. This gap will then be analyzed in conclusion
section based upon certain recommendations.

In current section, the researcher compared the existing (previous studies) findings with respect
to different countries such as developed, developing and Pakistan. The section (5.1) provided the
findings of the said variable regarding correlation (association). The section (5.2) provided the
findings of the previous studies with respect to the cause-n-effect relationship among the variable
of interest. Similarly, section (5.3) provided the findings data regarding the mediation analysis
with respect to leadership styles, organizational justice, culture and the employees’ performance
through four (4) mediation models. In same line, section (5.4) provided the findings of previous
studies regarding the demographic impact on the variables of interests. Finally, at the end of each
section, the research compared all these findings of existing studies with the findings of current
study to make clear the position of the current research study and to reach a conclusion.
5.1 The Positioning of Current Study (Hypothesis # 1: Correlation)
The table below provided the findings of the previous studies regarding correlation (association)
between leadership styles (transformational & transactional) and employees’ performance. These
findings provided the diverse results with respect to the developed, developing and Pakistan. At
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the end of this table, the researchers compared these findings with the findings of current study
to make clear the position of present research.
Table 5.1 The Previous Studies Findings (Association)
Year

Authors

Predictors

Criterion

Findings
Positive
and
significant
association
was
found
among the leadership styles
& employees’ performance.
Both the styles have the
significant association with
performance however the
transformational is more
linked to performance.
Positive
and
significant
relationship
was
exited
amid predictors & criterion.
Transactional was positive
related to the performance
while the transformational
was negative related.
The transformational style
was highly correlated than
transactional style which
showed lower association.
Both the leadership styles
were highly & significantly
correlated to performance.
The transformational style
was highly correlated than
transactional style which
showed lower association.
Transformational style was
highly linked to employees’
performance
than
the
transactional style.
Transactional was positive
linked to performance while
transformational was less.
The transformational style
was highly correlated than
transactional style which
showed lower association.
Both the leadership styles
were highly significantly
correlated to performance.
Only transformational style
show the significant link
with performance.

2005

Jeremy Dutschke

Transformational
Transactional

Performance

2008

Vecchio, Justin &
Pearce

Transformational
Transactional

Performance

2010

Kawooya Nuhu

Transformational
Transactional

Performance

2011

Pradeep & Prabhu

Transformational
Transactional

Performance

2012

Paracha, Qamar,
Mirza & Waqas

Transformational
Transactional

Performance

2013

Maryam, Suandi,
Silong & Omar

Transformational
Transactional

Performance

2014

Abasilim,
Ugochukwu
David

Transformational

Performance

&

2015

Tiara & Putranto

Transformational
Transactional

Performance

2015

Faiz, Irfan, Mothi
& Aslam

Transformational
Transactional

Performance

2015

Joorsara, Tajasob
& Ahmadian

Transformational
Transactional

Performance

2016

Desderio,
& Bhebhe

Transformational
Transactional

Performance

2016

Haqa & Kuchinke

Transformational
Transactional

Performance

Piason
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The table above shows the findings of previous studies about correlation (association) between
the predictors (transformational and transactional leadership styles) and the criterion (employees’
performance). The findings show diverse results regarding the association among the variables.
Some studies shows that transformational leadership style is highly correlated with employees’
performance while other studies show that transactional leadership is highly correlated with the
employees’ performance. Conversely, the findings of current study shows that transformational
style is significantly correlated with employee performance (0.915 with p-value .000). Similarly,
transactional style is also significantly correlated with employees’ performance (0.816 with pvalue .000). Consistent with previous studies findings, current study shows that transformational
leadership styles has high correlation value meaning that the transformational styles is more
effective and significant relationship (association) with the employees performance. Hence, the
findings of current study are in line with the previous studies (Vecchio, Justin & Pearce, 2008;
Paracha, Qamar, Mirza & Waqas, 2012; Abasilim, gochukwu & David, 2014; Tiara & Putranto,
2015; Joorsara, Tajasob & Ahmadian, 2015; and Haqa & Kuchinke, 2016).
5.2 The Positioning of Current Study (Hypothesis # 2: Regression)
The table below provided previous studies findings about regression (cause-n-effect) relationship
between leadership styles (transformational & transactional) and the employees’ performance.
These studies also provided the diverse outcomes with respect to the said variables. At the end of
this table, the researchers compared these findings with findings of current study to make clear
the position of present research study.
Table 5.2 The Previous Studies Findings (Cause-n-Effect)
Year
2001

Authors
MacKenzie,
Podsakoff & Rich

Predictors
Transformational
Transactional

Criterion
Performance

2002

Dvir,
Shamir

&

Transformational

Development
& Performance

2003

Bass, Avolio, Jung &
Berson

Transformational
Transactional

Performance

Avolio
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Findings
Transformational is more
effective and showed the
significant impact on
performance than the
transactional style.
Both styles of leadership
are effective and show
the significant impact on
the unit performance.
The study reveals that
both the styles showed
significance impact upon

2005

Awamleh, Mahate &
Evans

Transformational
Transactional

Satisfaction &
Performance

2008

Vecchio,
Pearce

Transformational
Transactional

Performance

2010

Kawooya Nuhu

Transformational
Transactional

Performance

2011

Salman,
Riaz,
Saifullah & Rashid

Transformational
Transactional

Performance

2012

Udoh & Agu

Transformational
Transactional

Performance

2012

Paracha,
Qamar,
Mirza & Waqas

Transformational
Transactional

Performance

2013

Bizhan,
Barghi

Saeid

&

Transformational
Transactional

Performance

2015

Brahim,
Jukic

Ridic

&

Transactional

Performance

2015

Iqbal,
Haider

Anwar

&

Transformational
Transactional

Performance

2016

Muhammad
Kuchin

&

Transformational
Transactional

Performance

2016

Nasser & Aini

Transformational

Performance

Justin

&
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followers’ performance.
Transformational is more
active than transactional
to increase employees
job
satisfaction
&
employees performance.
Transformational
style
was significant predictor
of employee performance
while transactional style
was insignificant.
Both styles of leadership
were effective and show
the significant impact on
the performance of the
employees.
Transactional style has
significant impact on the
performance than the
transformational style.
Transactional was more
significant
than
the
transformational
The research reveals that
both style showed the
significance impact on
the performance level.
The study revealed that
transformational is more
effective and has the
significant impact upon
performance than the
transactional style.
Transactional leadership
style is more active and
significant predictor of
the level of performance.
Transformational style is
major determinant of the
performance than the
style of
transactional
leadership.
Both the styles shows
the significance impact
on the performance level
of the employees.
The study revealed that
transformational styles
is significant predictor of
the performance.

The table above shows the findings of previous studies regarding the cause-n-effect relationship
between leadership styles and the employees’ performance. Again, the majority of the previous
studies shows that transformational leadership style has significant impact upon the performance
of employees. In similar vein, the findings of current study shows that both styles of leadership
are the significant predictors for employees’ performance. In line with the previous findings, the
current study shows that the transformational leadership is the strong predictor of the employees’
performance (coefficient value: .650 & p-values: .000) while the transactional leadership values
are (coefficient value: .122 & p-values: .020). Therefore, the findings of current study are in line
with the previous studies (MacKenzie, Podsakoff & Rich, 2001; Awamleh, Mahate & Evans,
2005; Vecchio, Justin & Pearce, 2008; Bizhan, Saeid & Barghi, 2013; Iqbal, Anwar & Haider,
2015; and Nasser & Aini, 2016).

Consistent with the previous findings, the current study recommends that both transformational
and transactional styles are significant and required by each and every institution. On one hand,
institution requires vision, inspiration and commitment formed by the transformational leaders.
But on the other hand, institutions also need transactional leaders to provide direction to focus on
task achievements by clarifying behavior and reward for work done. Similarly, transformational
leadership approach gives an opportunity for leaders to do more in developing and improving
work motivation and performance in institution. These leaders develops confidence and abilities
to prepare their employees to acquire more responsibilities by providing them more authority. On
other hand, transactional leaders offers phenomenon of exchange/transaction to their employees
to get rewarded. These leaders provides encouragement and support when required by employees
and inspire them to show their efforts before difficulties and obstacles are happened. Therefore,
in current study, transformational leadership has close association with employees’ performance.
5.3 The Positioning of Current Study (Mediation)
In the current research, the researcher used the organizational justice and culture as the mediating
variable to check and analyze its intermediary role in relationship between the leadership styles
(transformational & transactional) and employees’ performance. For this purpose, the researchers
extracted four (4) models for mediation. In current section, researchers first provided the existing
research findings regarding each model and then compared these findings with current research
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findings to make clear the position of current study and to reach the conclusion systematically. In
this regard, table below provided findings of the previous studies regarding the transformational
leadership, organizational justice and employees’ performance which was used as first mediation
model in current study.
A. The Mediation Model # 1 (Hypothesis # 3)
Table 5.3 Previous Studies Findings (Transformational, Justice & Performance)
Year
2004

Authors
Krafft & Theron

Predictors
Transformational

Mediators
Justice

Criterion
Trust and
Performance

2009

Walumbwa,
Cropanzano
Hartnell

Transformational

Justice

Performance

&

2010

Wahibur & Arif

Transformational

Justice

Performance

2012

Rokhman
Hassan

&

Transformational

Justice

Performance

2012

Yang, Hui
Luthans

&

Transformational

Justice

Performance

2012

Susanj &
Jakopec

Transformational

Justice

2013

Zhang, Lepine,
Buckman,
&
Wei

Transformational

Justice

Commitment
&
Performance
Performance

2014

Gupta & Singh

Transformational

Justice

Performance

2015

Zehir & Yildirim

Transformational

Justice

Performance
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Findings
The study reveals
that justice is the
strong mediator in
transformational
leadership & trust
and performance.
The justice played
role of mediator &
show as a partial
mediation.
The justice play an
important role and
is strong mediator
by showing the full
mediation.
Justice
partially
mediate the bond
amid the variables.
Mediator show no
significance amid
variables & show
NO mediation.
Partial mediation
was found when
just mediator.
Partial mediation
was shown when
the justice acts as
a mediator.
Study revealed the
partial mediation
when justice was
add as mediator.
The justice show
positively affects in
the
relationship
between variables.

The table above provided the research findings of previous studies regarding the transformational
leadership (predictors), organizational justice (mediator) and employees’ performance (criterion).
These studies provided diverse regarding mediating role of organizational justice. In this regard,
some studies shows that organizational justice fully mediate relationship between the predictor
and the criterion. Some studies shows the partial mediation while other shows no mediation. The
findings of current research shows that organizational justice partially mediate the relationship
between transformational leadership styles and employees performance. As the coefficient value
decreases and the relationship between transformational leadership and employees’ performance
remains significant after entering the organizational justice as mediator (0.81) (tables 4.16a to
4.18a). Therefore, the current study findings are in line with the findings of the previous studies
(Walumbwa, Cropanzano & Hartnell, 2009; Rokhman & Hassan, 2012; Susanj & Jakopec, 2012;
Zhang, Lepine, Buckman, & Wei, 2013; and Gupta & Singh, 2014).

Consistent with previous findings, current research validates that there seems close relationship
between transformational style and organizational justice by keeping in view the performance of
employees. The transformational leaders are charismatic and intellectual individuals those who
has vision that inspires employees towards task achievements by showing their wholehearted
performances. The literature reveals that articulating and modeling the leaders’ vision contribute
to a culture of justice positioning among the employees. The results of the current study is in line
with findings of previous studies by reporting the significant impact of justice perception on the
employees working attitude and behavior. Similarly, if these leaders show impartiality regarding
the distribution of resource, processes and procedures and other interactional undertakings, then
in turn, concerned employees will feel contentment and their performances will be at the higher
level in the institution. Therefore both from the existing research and the current research shows
that justice play an important role in the relationship between the transformational leadership and
employees’ performance.
B. The Mediation Model # 2 (Hypothesis # 4)
In the second model of mediation, the researcher used organizational justice as the mediator in
the relationship between transactional leadership and employees’ performance. The table below
provided the findings of previous studies with respect to the predictor, mediator and the criterion
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variables and compared these results with the findings of current study to make clear the position
of the forth hypothesis.
Table 5.4 Previous Studies Findings (Transactional, Justice & Performance)
Year
2004

Authors
Krafft & Theron

Predictors
Transactional

Mediators
Justice

Criterion
Trust &
Performance

2009

Walumbwa,
Cropanzano &
Hartnell

Transactional

Justice

Performance

2010

Rokhman &
Hassan

Transactional

Justice

Performance

2012

Yaser Mansour

Transactional

Justice

Job
Satisfaction

2012

Susanj &
Jakopec

Transactional

Justice

Commitment
&
Performance

2012

Yang, Hui
Luthans

&

Transactional

Justice

Performance

2013

Zhang, Lepine,
Buckman
&
Wei

Transactional

Justice

Performance

2014

Gupta & Singh

Transactional

Justice

Performance

Findings
The justice show
significant affects
in relations amid
leadership & trust
and performance.
Justice shows as
dynamic mediator
in link between
transactional style
and performance.
The study reveals
that justice partial
mediated
the
relationship amid
the given variable
of the study.
The justice fully
mediate
relations
between variables
of the said study.
Partial
mediation
was existed amid
the transactional &
the
commitment
and performance.
Full mediation was
found between the
transactional and
performance level.
Partial
mediation
was found amid
the variables of the
interest for study.
Partial
mediation
was existed amid
the
transactional
and performance.

The above table provided findings of previous studies concerning the transactional leadership,
organizational justice and the employees’ performance. These findings provided diverse results
about relationship of the said variables. In this regard, some studies indicates the full mediation
while other studies shows the partial mediation. These findings revealed that justice play the role
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of mediator significantly. In second mediation model, organizational justice partially mediates
the relationship between transactional leadership and employees’ performance as the coefficient
value decreases but the relationship remains significant between the transactional leadership and
employees’ performance after entering the organizational justice as mediator (0.63) (tables 4.20a
to 4.22a). Therefore, the findings of current study are in line with findings of the previous studies
(Rokhman & Hassan, 2010; Susanj & Jakopec, 2012; Zhang, Lepine, Buckman & Wei, 2013;
and Gupta & Singh, 2014).

Consistent with previous findings, current research validates that there seems close relationship
between transactional leadership style and organizational justice by focusing upon employees’
performance. The fairness perceptions are critical when the employees assess their working
environment. Similarly, employees are willing to invest in exchange process when they perceive
the outcome of the process as fair. On the part of transactional leaders, the contingent reward
indicates an economic exchange process wherein rewards are exchanged for best performances.
In this regard, when the employees are assured that leadership is fair regarding the distribution of
resources and the procedures they adapted then the concerned employees will show their utmost
efforts, dedication and commitment towards their assigned responsibilities. In this regard, the
fairness is perceived when outcomes are impartial. Similarly, on part of transactional leadership,
management-by-exception is concerned with observing performance and correcting mistakes of
those employees who deviate from the already set standards.
C. The Mediation Model # 3 (Hypothesis # 5)
In the third mediation model, the researcher used the organizational culture as the mediator in the
relationship between the transformational leadership (independent variable) and employees’
performance (dependent variable). The table below provides the previous studies findings with
respect to these variables and compared these results with current study findings to make clear
the position of the fifth hypothesis.
Table 5.5 Previous Studies Findings (Transformational, Culture & Performance)
Year

Authors

2005

Ogbonna

Predictors
&

Transformational

Mediators
Culture
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Criterion

Findings

Performance

Culture

show

the

Harris

2006

Xenikou
Simosi

&

Transformational

Culture

Performance

2011

Cheng
Chuan

&

Transformational

Culture

Performance

2011

Yuana & Leea

Transformational

Culture

Performance

2012

Imran, Zahoor
& Zaheer

Transformational

Culture

Performance

2014

Manaf & Latif

Transformational

Culture

Performance

2015

Woszczynaa

Transformational

Culture

Employee
Behavior

2016

Tshilidzi
Magada

Transformational

Culture

Performance

results of the full
mediation between
the transformational
& performance level.
Culture showed the
significant impact in
between predictor &
criterion variable.
A partial mediation
was existed amid
the transformational
& the performance.
The study reveal
that
the
culture
partially mediate the
bond amid given
variable of study.
Full mediation was
found between the
transformational &
level of performance.
A partial mediation
was existed amid
the transformational
& and performance.
The culture showed
significant affects in
relations amid the
transformational &
the behavior of the
employees.
A partial mediation
was existed amid
the transformational
& the performance.

The table above provided the previous research findings concerning transformational leadership,
organizational culture and employees’ performance. About relationship of these variables, these
findings provided the diverse results. Some studies indicates that the organizational culture fully
mediates relationship between transformational leadership and employees’ performance. While
other studies shows that organizational culture partially mediates the relationship between
transformational leadership and the employees’ performance. In the third mediation model, the
organizational culture partially mediates relationship between transformational leadership and
employees’ performance as coefficient value decreases after entering the organizational culture
as mediator (0.81) (tables 4.24a to 4.26a). Therefore, the current study findings are in line with
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previous studies findings (Cheng & Chuan, 2011; Yuana & Leea, 2011; Manaf & Latif, 2014;
and Tshilidzi Magada, 2016).

Consistent with the previous findings, the results of current study recommend that organizational
culture is key to unlocking transformational leadership to influencing individual performance.
This implies that transformational leaders’ behaviors are the vital tool for improving individual
performance through culture. The transactional leadership always motivate their employees to
adapt the institutional culture by focusing upon cultural attributes like the mission, adaptability,
consistency and involvement. The implication, in turn, is that the leaders must pay vigilant care
to the nature of organizational culture which may affect the individuals’ performance. The
transformational leadership through their well concerted efforts make sure to inspire their
employees to provide exceptional performance. Therefore both from the existing research and
the current research shows that culture play an important role in the relationship between the
transformational leadership and employees’ performance.
D. The Mediation Model # 4 (Hypothesis # 6)
In the fourth mediation model, the researcher used the organizational culture as the mediator in
the relationship between the transactional leadership (independent variable) and the employees’
performance (dependent variable). The table below provides the previous studies findings with
respect to these variables and compared these results with the current study findings to make
clear the position of the fifth hypothesis.
Table 5.6 Previous Studies Findings (Transactional, Justice & Performance)
Year

Authors

Predictors

2005

Ogbonna
Harris

&

Transactional

2011

Cheng
Chuan

&

2011

Anwar Sewang

Mediators

Criterion

Findings

Culture

Performance

Transactional

Culture

Performance

Transactional

Culture

Performance

Full mediation was
found between the
transactional
and
performance level.
Culture show the
significant affects in
relations amid the
transactional
and
performance.
Full mediation was
found between the
transactional
and
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2011

Yuana & Leea

Transactional

Culture

Performance

2011

Zehir, Ertosun,

Transactional

Culture

Performance

Zehir

&

Müceldili
2015

Woszczynaa

Transactional

Culture

Employee
behavior

2016

Tshilidzi

Transactional

Culture

Performance

Magada

performance.
Culture
partially
mediate the link
between the style of
transactional
and
performance.
Culture showed the
significant affects in
relations amid the
transactional & the
performance.
The culture partially
mediate the link
between the style of
transactional
and
performance.
The culture partially
mediate the link
between the style of
transactional
and
performance.

With respect to the transactional leadership, organizational culture and employees’ performance,
the table above provided findings of previous research. These findings provided diverse results
about the relationship among these variables. Some studies shows that organizational culture
fully mediates relationship between the transactional leadership and employees’ performance.
Whereas other studies shows that organizational culture partially mediates relationship between
transactional leadership and the employees’ performance. In the fourth mediation model, the
organizational culture partially mediates the relationship between transactional leadership and
employees’ performance as the coefficient value decreases after entering organizational culture
as mediator (0.50) (tables 4.28a to 4.30a). Therefore, the current study findings are in line with
the previous studies findings (Yuana & Leea, 2011; Woszczynaa, 2015; and Tshilidzi Magada,
2016).

Consistent with the previous findings, the results of current study recommend that organizational
culture play significant role in relationship between transactional leadership and the employees’
performance. The transactional leadership style seems to be very critical factor by functioning
with well-defined and groomed culture to influences employees’ behavior and performance. The
main attribute of the transactional leadership is that they always adapt and promote culture of an
economic exchange wherein rewards are exchanged for best performances and punishments are
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for those who deviate from already set standards. In the light of above analysis, it is concluded
that previous studies findings validated the findings of the current study regarding the mediating
role of organizational culture in relationship between transactional leadership and the employees’
performance.
5.4 The Positioning of Current Study (Demographics) (Hypothesis # 7-14)
With respect to the demographic (personal attributes), the table below provided the findings of
the previous studies. These findings provided the diverse results concerning their significance
and the insignificance. At the end of the table the researcher compare these results with the
results of current study to make clear the position of the current study.
Table 5.7 The Previous Studies Findings (Demographics)
Year
2000

Authors
Sonnentag

2001

Bulach & Berry

2003

2006

Anderson
Shinew
Trinidad
Normore
Ugboro

2008

Pala & Eker

2010

Kawooya Nuhu

2010

Predictors
Experience

Criterion
Performance

Culture

Climate

&

Gender

Justice

&

Gender

Leadership

Commitment

Intention to
Quit

Commitment

Satisfaction

Transformational
Transactional

Performance

Saif, Zaman &
Nawaz
Miankheil, Nawaz,
Khan & Wajidi

Demographics
Demographics

Job
Satisfaction
Performance

2013

Irfan,
Nawaz,
Farhat, & Naseem

Demographics

Commitment

2014

Gupta & Singh

Transformational
Transactional

Performance

2005

2012
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Findings
Gender & experience show
the significance.
Age shows insignificance,
while gender & experience
show significance in study.
Gender, experience show
the significance in study.
Both age and gender show
significance in the study.
Age & experience show the
importance for commitment
& IT while gender show
insignificance.
Both age & gender show
the significance in analysis.
Age shows insignificance
while gender, qualification,
marital status, experience
were significant in analysis.
Age, gender, designation &
department significance.
Age, gender, marital status,
department & the domicile
show the significance.
Age shows insignificance
while qualification, marital
status and domicile show
the
significance
while
gender show insignificance.
Age, gender, designation,
the experience show the

2015

Faiz, Irfan, Mothi
& Aslam

Transformational
Transactional

Performance

2016

Haqa & Kuchinke

Transformational
Transactional

Performance

2016

Irfan & Nawaz

Demographics

Commitment

significance for the study.
Age,
qualification
&
experience were significant
demographic variables of
the study while gender
show insignificance.
Age, gender, experience &
qualification show meaning
on the said variables.
Age shows insignificance
while gender & domicile
show significance in study.

Regarding the previous studies, current table provide diverse results with respect to demographic
variable. The demographic variables of interests for current studies were department, domicile,
marital status, gender, qualification, designation, experience and age. In this regard, with respect
to the transformational, transactional leadership and employees performance, five out of eight
(5/8) demographic variable shows significance. Similarly, with respect to both the demographic
variables (organizational justice & culture), six out of eight (6/8) demographic variables shows
the significance. Here, researcher compared the current study findings with the previous studies
to make clear the position of demographic variables.


In the current study, the department shows the significance on all the research variables.
These results are in line with the previous studies (Saif, Zaman & Nawaz, 2010; and
Miankheil, Nawaz, Khan & Wajidi, 2012).



The domicile also shows the significant result regarding all the research variables. These
results are in line with the previous studies findings (Miankheil, Nawaz, Khan & Wajidi,
2012; Irfan, Nawaz, Farhat, & Naseem, 2013; and Irfan & Nawaz, 2016).



Similarly, with respect to the marital status, it shows the significant results regarding all
the research variables. These studies are in line with the previous studies findings
(Kawooya Nuhu, 2010; Miankheil, Nawaz, Khan & Wajidi, 2012; and Irfan, Nawaz,
Farhat, & Naseem, 2013).



In the present study, gender was the only variable which shows the insignificance with
respect to all the research variables. These studies are in line with the previous studies
findings (Ugboro, 2006; Irfan, Nawaz, Farhat, & Naseem, 2013; and Faiz, Irfan, Mothi &
Aslam, 2015).
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The qualification shows the significance on all the research variables in the present study.
These findings are in line with the previous studies findings (Kawooya Nuhu, 2010; Irfan
et al., 2013; and Haqa & Kuchinke, 2016).



In the same line, designation shows the significance on only one variable (organizational
culture). These findings are in line with the previous studies (Saif et al., 2010; and Gupta
& Singh, 2014).



The experience show the significance on all the variables. These findings are in line with
the previous studies (Sonnentag, 2000; Bulach & Berry, 2001; Anderson & Shinew,
2003; Ugboro, 2006; Kawooya Nuhu, 2010; Gupta & Singh, 2014; Faiz et al., 2015; and
Haqa & Kuchinke, 2016).



The age shows the significance on only one variable. Therefore, this finding is in line
with the previous studies (Bulach & Berry, 2001; Kawooya Nuhu, 2010; Irfan et al.,
2013; and Irfan & Nawaz, 2016).

Although, similar studies in Khyber Pakhtunkhwa are very limited in number, however whatever
exists is line with our findings showing high values of R square thereby confirming the dominant
role of predictors in bringing changes in criterion variables. Therefore, study conducted by Nuhu
(2010) concerning leadership styles and employees’ performance in education sector results in
high R value (.812) and R square (.741). Similarly, study conducted by Yuana and Leea (2011)
relating to public sector organizations reported higher values (R=.993) and (R square=.619). The
study conducted by Manaf and Latif (2014) regarding the leadership, organizational culture and
employees performance show the higher values (R=.814) and (R square=.798). Likewise, the
study conducted by Gupta and Singh (2014) about leadership, justice and performance also show
the higher values (R=.842) and (R square=.879). Likewise, the study conducted by Iqbal, Anwar
& Haider (2015) with same variables in educational context also results in high R value (.838)
and R square (.867). Similarly, the study conducted by Tshilidzi Magada (2016) also reported the
high values (R=.921) whereas (R square=.801).

It is very common that the same model gives different results as and when the context of its
application is changed. The same happened in the current study with regard to the results relating
the role of transformational and transactional leadership as predictors. For example, in a survey

208

of employees in insurance company conducted by MacKenzie, Podsakoff & Rich (2001),
transformational leadership role is significant whereas the transactional leadership has emerged
statistically insignificant which is altogether different from the current study. Likewise, the study
conducted by Walumbwa, Cropanzano & Hartnell (2009) with respect to the private organization
confirmed the same findings regarding leadership styles. Likewise, a similar study conducted in
the background of real state employees by Bizhan, Saeid & Barghi (2013), wherein the role of
transactional leadership is insignificant while the transformational leadership is again playing
leading role as a predictor. In the same line, the study conducted by Manaf & Latif, (2014) also
confirms the same results by showing the transformational leadership as significant while the
transactional leadership as insignificant. Therefore, the impact of leadership styles vary from
setting to setting, situation to situation and context to context.
5.5 The Summary
The leadership style and employees performance has remained topic of interest for researchers
during the past few decades. Similarly, organizational justice and culture also gain momentum in
organizational research. In same line, both justice and culture were used by various researchers
as the mediators in between the leadership styles and employees performance. In this regard, the
findings of current study support existing research which recommends the intermediary role of
organizational justice and culture. In same line, misalignments between leadership, justice and
culture will be costly for institutions with regards to performance. The leader should be impartial
and promote the groomed culture by clarifying role requirements, active vigilance and provide
rewards when goals are met (transactional). Similarly, to establish the high standards through
inspiration, idealized influence, creative and supportive culture, attractive vision with optimism
and enthusiasm to encourage followers to solve problems and pay individual attention to their
employees (transformational). This in turn, will not only increase the job satisfaction and
commitment but also improve the level of employees’ performance.
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Chapter No. 6 CONCLUSION AND RECOMMENDATIONS
Finally, the evaluations and judgments about the results are given in the form of conclusions and
then recommendations have been generated based on the conclusions reached.
6.1 The Conclusion
It is a common saying in research that findings are useless if they are not properly communicated
in the form of a compact guideline for the readers and the future researchers. Conclusion is what
completes the story of a research project and it is the most important section for the researcher as
well as prospective readers. Conclusion is the evaluation of all preceding steps in the trajectory
of research process. The researcher makes decisions based on the nature of the research findings
regarding the main question(s) of the topic under study. Likewise the readers are more interested
in the conclusions of any research because there is where one can find executable guidelines to
address similar problems of their own organization. The researcher has concluded research using
hypotheses as the decision points. Following conclusions have emerged from the findings of the
current study.

1. The first hypothesis was about the association between transformational and transactional
leadership styles with the performance of employees (teachers). It was expected on the
hints of literature review that transformational leadership will be more popular and
connected with the performance of employees therefore the same was sought from the
results of correlation. It is concluded that the expectations was substantiated because the
evidence from current study affirms the stronger relationship between transformational
leadership style and performance (0.915 with p-value .000). While the same between
transactional and the performance is (0.816 with p-value .000).
2. With regard to the second hypothesis, about the prediction of performance, by both the
predictors, it is concluded that both the variables significantly explain the variation in the
criterion variable. Furthermore, the regression analysis also reveals that prediction power
of the transformational leadership (coefficient value: .650 & p-values: .000) is far more
powerful as compared to the role of second independent variable (transactional leadership
style) (coefficient: .122 & p-values: .020). In item one about the role of transformational
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leadership, correlation analysis revealed the confirmation of the expectations. Likewise,
the same has emerged from regression analysis that transactional style is a weaker
predictor of performance as compared to the other style. So, regression verifies the results
of correlation. The conclusion is that the transformational leadership is more connected
with the performance than the other predictor.
3. The mediation analysis is a process of prioritizing the predictors in terms of their role in
bringing variation in the criterion variable. For this purpose, several statistical models
have been developed. The first model consists of transformational (X1), organizational
justice (M1) and employees’ performance (Y). The second model comprises transactional
leadership (X2), organizational justice (M1) and employees’ performance (Y). The third
model comprised the transformational leader (X1), the organizational culture (M2) and the
employees’ performance (Y). While fourth model comprised the transactional leadership
(X2), organizational culture (M2) and employees’ performance (Y). The researchers used
PROCESS Macro (2007) which executes Barren and Canny Model (1986) for answering
questions relating to mediation. Four mediation tests were conducted which are the
following in terms of their conclusions.
a. In first model (X1 – M1 – Y), the Beta weight of C (direct effect) is 1.05 while Ć
gives B weight of .81 with the inclusion of mediator (path B). Although the Beta
weight for predictor has reduced from (1.05) to (.81) however, since Ć has not
become insignificant therefore, the total Beta weight after mediation will be 1.17
(.81 Ć + .36 B), which shows that mediator has strengthened the relationship
between independent and dependent variable through Partial mediation. Thus the
hypothesis is substantiated.
b. The second model is about the role of organizational justice between transactional
leadership style and employees’ performance. The results show partial mediation
because when M1 is included with X2, the relationship between X2 and Y remains
significant with reduction in its Beta weight. It shows that M1 is strengthening the
relation between X2 and Y. It is notable that Ć of X1 with M1 (Model 1) is for
greater (0.8089) than in the second model of X2 with M1 (0.6371). It shows that
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mediator is playing stronger role in the Model 2 (b=0.5674) than in the Model 1
(b=0.3562).
c. The third mediation model answers the question about role of M2 (organizational
culture) between X1 and Y. The results show that after running mediation process
the Beta weight X1-Y reduces from (1.0597) to (0.81) with Beta weight of M2
(b=0.30). Thus, total Beta weight change for variation in Y becomes (.81+0.30=
1.11). It is a powerful evidence showing the partial mediation of mediator (M2) in
the connection between X1 and Y.
d. In fourth model, M2 was tested as a mediator between X2 and Y. The results are
similar with the rest of the three models by proving the partial mediation. The
mediator has increased the Beta weight of change from 1.1133 to (0.5+0.67) 1.17,
thereby showing that the mediator (M2) has successfully supported the predictor
(X2) in increasing the variation in dependent variable (employees performance).
e. A Birds-eye view of all the mediation models reveals that both the mediators (M1
& M2) have played more interfering role in relation between X2 and employees’
performance (Y). It shows that transformational leadership is more powerful and
closed to human acceptance in comparison to transactional style. The mediators
are less effective in tempering with the links between X1 and Y.
f. Both organizational justice (M1) and organizational culture (M2) have emerged as
supportive to both the transformational and transactional leadership styles. So it is
concluded that both justice and culture are critical and can help either style
positively. Therefore these two stand indispensable to any type of organization.
4. To test the hypothesis regarding group mean differences, t-tests and ANOVA procedures
were used for eight (8) demographic variables. The results shows that there are striking
differences in the opinion of respondents on five (department, domicile, marital status,
qualifications and experience) demographics while three variables (gender, designation
and age) have appeared insignificant in bringing group mean differences. It is therefore
concluded that differences of behavior on basis of five above mentioned demographics
must be taken seriously and included in the human resource policies.
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5. In nut shell, the whole story of empirical analysis can be concluded as mostly according
to the expectations or the hypotheses generated from the theoretical framework that was
extracted from literature. All the statistical results support the idea that transformational
leadership is more popular than the transactional mode of leadership. It is evident from
the statistical results including descriptive and inferential. For example, the respondents
have scored higher on transformational leadership that transactional style (see descriptive
table 4.4) where X Bar of X1 is (4.9) and X2 is (3.8). Furthermore, the same has been
established in correlation and regression analysis as well. For example, the Beta weight
of X1 is (0.65) while X2 has the Beta weight of just (0.12) (see regression table 4.15a). In
mediation models, transformational leadership has emerged as more powerful that the
transactional style (see mediation models tables 4.16 to 4.30a). Likewise, most of the
demographics (5) have affected the responses of the sample in relation to almost all the
research variables.
6. To summarize the outcomes of hypotheses testing, following comments can be presented
as a birds eye view of complete story regarding hypotheses about leading questions of
research:
a. The first hypothesis tested through correlation analysis hints about the dominant
role of transformational leadership in explaining the variation of employee
performance. Rest of the variables are also significant however, their p-value is
far less than that of transformational leadership.
b. Likewise, regression analysis confirms the findings of correlation analysis where
the role of transformational leadership style in predicting the performance is again
far greater than rest of the predictors. The p-value representing the probability of
the role by transformational leadership is highly significant bearing the value of
0.000 which reveals that the transformational leadership is hundred percent
responsible for predicting the employee performance.
c. Testing of hypotheses regarding the mediation of variable confirms that all the
mediators are significantly supporting the main predictor in bringing variation in
the criterion variable. Similarly, rest of the three mediation analysis also give
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figures representing partial mediation thereby strengthening the relationship
between the predictors and criterion variables.
d. Most of the demographic attributes have affected the response which has been
proved as significant as well except gender and age which are insignificant on
almost all the variables.
It is finally concluded that transformational leadership style is more acceptable and appreciated
among the community of respondents (see descriptive table 4.4 where X Bar = 4.94) that was
also evident from previous studies that the transformational leadership is more supportive and
effective that transactional leadership style. The transactional leadership has gathered nominal
support both in terms of respondents attitude (see table descriptive 4.4 where X Bar = 3.78) as
well as the prediction of employees performance (see regression table 4.15a where Beta = 0.12).
The mediators have played statistically significant role in strengthening the relation between both
the leadership styles with the criterion variable. However, they remained more effective with
transactional leadership that transformational model. That reason behind is that transformational
leadership style by itself is the stronger style and thus the stronger predictor for the employees
performance.
6.2 The Recommendations
It is an established fact that if the research findings are not properly communicated, the research
is useless. Similarly, if the significance of the findings is not translated into practical guidelines
(recommendations), the importance of research becomes questionable. The recommendations or
suggestions hailing from a research study are connected with the research questions and answers
manipulated throughout the research process. In the current study, after discussing the results, the
researcher reached precise conclusions about all the aspects of research project. In the following
section, the researchers will present standard recommendations grounded in the total research
process and particularly the discussions and conclusion.

1. The transformational leadership has emerged as more popular and effective leadership
style thereby suggesting that the institutions studied must capitalize on the role of this
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leadership style as it more compatible with their work environment as per the research
findings.
2. In line with the first recommendation, the multiple regression also verifies the existence
of very strong cause-n-effect relationship between the transformational leadership and the
teachers’ performance with beta weight of (0.65). Furthermore, the Beta weight of the
other leadership style is comparatively very low (0.12). So, the same recommendations is
further added on by saying that the transformational leadership is widely accepted by the
respondents therefore the authorities must focus on strengthening the role this popular
leadership style.
3. All the four mediation models show that both the mediators are playing significant role in
mediating between both the predictors and the criterion variables. Although, the strength
of mediators is greater in transactional leadership however, it also shows the strength of
transformational leadership which is effective without the support of mediators. So, the
recommendations will be that the concerned authorities must continue working on the
betterment of organizational justice and culture irrespective of the leadership styles.
4. As for as the demographic impacts are concerned the results show that five out of eight
demographics have significantly changed the opinion of respondents. It is therefore
recommended that the said five variables and their group mean differences must be
placed on priority for including their role in all the policy matters relating to the human
resource management.
5. The leaders strive for the survival and perform inspiring responsibilities for development
and remove multi-faceted impediments with the help of his/her skills and experience. In
this regard, the particular style adopted by these leaders matter a lot in particular situation
to bring the favorable outcomes.
6. The current study is significant due to several reasons but the most significant reason is
that it will provide the positive directions towards the vitality regarding organizational
justice and culture in higher education to promote and strengthen its competitive
advantage and sustainable development.
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7. Given that both leadership styles are significant and indispensable for any organization, it
is recommended that attributes of both styles must be placed on priority by institutional
decision makers. Therefore, it is recommended that concerned leadership should adapt
the amalgam of both the transformational and transactional leadership styles to acquire
the desired standard of performances from their teachers.
8. As a whole, the research suggests that both transformational and transactional leaderships
are used in all the organizations including the one used as a sample. Since, none of the
styles is better than the other unless it is compatible with the organizational environment
therefore, it is recommended that both styles should be encouraged to provide the leaders
an opportunity to adopt one or another style as per situational demand.
9. There has been limited research regarding the role of transactional and transformational
leadership style in background of employees performance, however, their results confirm
and verify the impacts of leadership styles on the employee performance. Furthermore,
the transformational leadership is continuously emerging as the most preferred and
dominant style across all research conducted on this issue. Since, democracy is gradually
becoming adjusted with the political behavior of Pakistani therefore, the [reference for
transformational leadership is also increasing which is quite evident from every research
in Pakistan and Khyber Pakhtunkhwa for the assessment of transformational leadership
style as preferred and executed widely in both public and private sector organizations. It
is therefore predicted on the basis of findings from the current research that democratic
values are earning footings in the political and administrative philosophy of citizens as
well as employees working in formal organizations.

6.3 The Implications for Future Research
Following are the future implications of the current study for the future research and researchers:


The findings of current study are impressive and successfully provide the answers to all
the research questions transformed into research hypotheses. However, this study has
several boundaries and limitations which can be further explored by the future
researchers to answer more complex network of questions. The other researchers can
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conduct the same study using the same model in other organizations including public and
private to determine the role of leadership styles and the mediators in different work
environment.


Besides the two mediators used in the current study, other researchers can include more
mediators to examine their role with regard to the relationship between the leadership
styles of the head of departments and the teachers’ performance.



The management is required to adopt fair procedures in upgrading the professional status
of the teachers based upon their skills, competencies and qualifications which in turn will
increase trust, confidence and performance. The proper monitoring and evaluation system
should be introduced to regularly observe equity and equality while distributing the
benefits and outcomes.



The study focused on a limited number of higher education institutions in the Khyber
Pakhtunkhwa province however, in future studies, some other higher educational
institutions may be included to more strengthen and generalize the findings on the same
phenomenon.



The positivist approach was used in this study, however, the researchers can also apply
interpretive methods to qualitatively analyze and verify the findings of this study in the
same or different work environment using interviews instead of questionnaire.
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Annexure 1 Questionnaire

Department of Public Administration
Gomal University, Dera Ismail Khan
Email: dpa@gu.edu.pk
Contact No. 0966-750122
TOPIC

THE ROLE OF ORGANIZATIONAL JUSTICE AND CULTURE IN THE
RELATIONSHIPS BETWEEN LEADERSHIP STYLES
AND EMPLOYEES’ PERFORMANCE
IRFAN ULLAH KHAN
PhD Scholar (Management Studies)
Department of Public Administration
Gomal University, Dera Ismail Khan

Supervisor
PROF DR ALLAH NAWAZ
Chairman/Director/Chief Editor
Department of Public Administration

Dear Respondent!
This questionnaire is purely for ‘Academic’ purposes therefore your cooperation will help the
‘Student-Scholar’ to fulfill the requirements for the degree of Doctor of Philosophy in
Management Studies.

Personal Profile of the Respondent
1. Department ______________
3. Marital Status _____________
5. Qualification ______________
7. Experience ________________

2. Domicile _________________
4. Gender___________________
6. Designation _______________
8. Age _____________________

Note. How far do you Agree/Disagree with the following Statements using 7-Point Scale?
Strongly Moderately
Neutral
Disagree Disagree Disagree
1
2
3
4
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Agree
5

Moderately Strongly
Agree
Agree
6
7

Transformational Leadership
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24

The Idealized Inﬂuence
I always follow the vision of my leader.
My leader takes suitable measures in favor of every employee.
My leader infuses moral values among the team members.
My leader promotes trust level among all the employees.
Individualized Consideration
I am honored to perform duties assigned by the leader.
I always step forward efforts for the organizational uplift.
I always appreciate what leader pursues for employees’ benefits.
I admire the courageous behavior of my leader.
Inspirational Motivation
My leader is an inspiration for me to complete the tasks.
I endow my efficiency and commitment to my leadership.
My leader always endorses the creative ideas.
My leader talks about the values & work of the employees.
Intellectual Stimulation
Our leader encourages us to invest skill and knowledge.
My leader is optimistic about success at all levels.
My leader intends to create the best working environment.
My leader always opts for the new idea in complex situations.

1
1
1
1

2
2
2
2

3
3
3
3

4
4
4
4

5
5
5
5

6
6
6
6

7
7
7
7

1
1
1
1

2
2
2
2

3
3
3
3

4
4
4
4

5
5
5
5

6
6
6
6

7
7
7
7

1
1
1
1

2
2
2
2

3
3
3
3

4
4
4
4

5
5
5
5

6
6
6
6

7
7
7
7

1
1
1
1

2
2
2
2

3
3
3
3

4
4
4
4

5
5
5
5

6
6
6
6

7
7
7
7

1
1
1

2
2
2

3
3
3

4
4
4

5
5
5

6
6
6

7
7
7

1

2

3

4

5

6

7

1
1
1
1

2
2
2
2

3
3
3
3

4
4
4
4

5
5
5
5

6
6
6
6

7
7
7
7

1
1
1
1

2
2
2
2

3
3
3
3

4
4
4
4

5
5
5
5

6
6
6
6

7
7
7
7

1
1
1
1

2
2
2
2

3
3
3
3

4
4
4
4

5
5
5
5

6
6
6
6

7
7
7
7

Transactional Leadership
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40

Contingent Rewards
My leader directs the employees to achieve the tasks.
Employees are rewarded on the achievements of goals.
My leader promotes suitable conditions for employees to get
rewarded.
Every employee know that they will be rewarded for the best.
Contingent Punishment
The penalties are imposed on the employees who fail to achieve goals.
The standards are maintained at every cost in the institution.
Our leader pursues the matter as per rules and regulations.
The working templates are furnished by leaders.
Management by exception (Active)
My leader focuses upon the deviation from the standards.
My leader emphasizes on the collective efforts to pursue the tasks.
My leader always endorses the matters where standards are observed.
Employees are not interrupted if they follow rules and regulations.
Management by exception (Passive)
Leader consistently updates the working standards of the institution
My Leader gets maximum performance by remaining within rules.
My leader ensures a standard working format in consistently.
I do not bother about what others are doing in the institution.
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Organizational Justice
41
42
43
44
45
46
47
48
49
50
51
52

Distributive Justice
The output reflects what you have invested in the institution.
You receive appreciation, commensurate with services you render.
You have been promoted accordingly to what you have
accomplished.
The competency and skill of employees takes them to higher status.
Procedural Justice
You are allowed to express your views during decision-making process.
You can influence the procedures and consequences.
The procedures are applied in the consistent manner in the institution.
The leaders are liable to explain the procedures they adopt.
Interactional Justice
The information is communicated in a specific time period.
The leader transforms the information pertaining with an individual.
The leader promotes the interpersonal relationships in the institution.
The leader tries to create trust and commitment among employees.

1
1
1

2
2
2

3
3
3

4
4
4

5
5
5

6
6
6

7
7
7

1

2

3

4

5

6

7

1
1
1
1

2
2
2
2

3
3
3
3

4
4
4
4

5
5
5
5

6
6
6
6

7
7
7
7

1
1
1
1

2
2
2
2

3
3
3
3

4
4
4
4

5
5
5
5

6
6
6
6

7
7
7
7

1
1
1

2
2
2

3
3
3

4
4
4

5 6
5 6
5 6

7
7
7

1
1
1

2
2
2

3
3
3

4
4
4

5 6
5 6
5 6

7
7
7

1
1
1

2
2
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3
3
3

4
4
4

5 6
5 6
5 6

7
7
7

1
1
1

2
2
2

3
3
3

4
4
4

5 6
5 6
5 6

7
7
7

Organizational Culture
53
54
55
56
57
58
59
60
61
62
63
64

Adaptability
The changes are brought through informative & flexible decisions.
Changes introduced are adaptive & accommodative for employees.
The leader consistently adopts novel ways to get work from employees.
Mission
Our mission is to enhance the standards and status of the institution.
There is a clear vision about mission to be pursued and accomplished.
The leader always identifies the directions for the mission of institution.
Consistency
Consistency is main feature of our working format in the institution.
The employees and leader have a long-term and steady coordination.
The directions are set, regulated and the tasks are achieved cohesively.
Involvement
Everyone share beliefs by working-together to solve the problems.
The employees are encouraged to involve into their work willingly.
Common understanding is shared by working units of the institution.
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Employees Performance
Efficiency
65

The employee knows the objectives of the institution.

1

2

3

4

5 6

7

66

The objectives are very clear to him.

1

2

3

4

5 6

7

67

The objectives are continuously updated and communicated.

1

2

3

4

5 6

7

68

The achievement of objectives is regularly gauged and endorsed.

1

2

3

4

5 6

7

Effectiveness
69

The resources are skillfully used by the employees in the institution.

1

2

3

4

5 6

7

70

The wastage of resources is controlled effectively in the institution.

1

2

3

4

5 6

7

71

All the available resources are properly planned and controlled.

1

2

3

4

5 6

7

72

Employees always improve themselves to meet changing needs.

1

2

3

4

5 6

7

Innovativeness
73

Employees always adapt new technology introduced in market.

1

2

3

4

5 6

7

74

The ranking of institution is established by creativity of employees.

1

2

3

4

5 6

7

75

Employees make all out efforts to adapt innovative methods.

1

2

3

4

5 6

7

76

The resistance to change is skillfully handled by the employees.

1

2

3

4

5 6

7

Responsiveness
77

Employee changes the modes of services as per need analysis.

1

2

3

4

5 6

7

78

Every employee is trained and motivated to perform efficiently.

1

2

3

4

5 6

7

79

Leaders induce emotional strength & work ethics in employees.

1

2

3

4

5 6

7

80

Employees always update their professional skills & performance.

1

2

3

4

5 6

7

Thank You & Stay Blessed
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