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ABSTRACT 

This study attempts to present a picture of leadership style in Orascom Telecom 

Algeria (OTA). The primary purpose of this study is to analyse the relationship 

between transformational, transactional, servant, and participative leadership, and 

job performance. The study population is comprised of Telecommunications 

Company in Algeria located in Algiers, Oran. Data were collected from 205 

employees. SmartPLS was used in order to determine whether the hypotheses were 

accepted. The results supported all of the hypotheses of this study, discovered that 

transformational, transactional, servant, and participative leadership have positive 

effects on job performance. The results affirmed that transformational leadership, 

transactional leadership, servant leadership, and participative leadership styles affect 

job performance of OTA’ employees. It is hoped that the outcome of this study can 

be used as guidance for OTA Algeria to empower their workforce.   

 

Keywords: transformational leadership, transactional leadership, servant 

leadership, participative leadership, job performance.  
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ABSTRAK 

 

 

Kajian ini bertujuan untuk membentangkan gambaran gaya kepimpinan di Telekom 

Orascom Algeria (OTA). Tujuan asas kajian ini ialah menganalisa hubungan di 

antara tranformasi, traksaksional, hamba dan kepimpinan penglibatan dengan 

prestasi kerja.  Populasi kajian mengandungi syarikat-syarikat telekomunikasi di 

Algeria yang berada di Algiers, Oran. Data dipunggut daripada 205 pekerja. 

SmartPLS digunakan untuk menentukan sama ada hipotesis diterima. Dapatan kajian 

menyokong semua hipotesis kajian dan mendapati bahwa terdapat hubungan di 

antara tranformasi, traksaksional, hamba dan gaya kepimpinan penglibatan dengan 

prestasi kerja. Dapatan kajian mendapati tranformasi, traksaksional, hamba dan gaya 

kepimpinan penglibatan mempunyai kesan dengan prestasi kerja di kalangan 

kakitangan di Telekom Orascom, Algeria (OTA). Diharap hasil daripada kajian ini 

boleh digunakan sebagai panduan untuk pengurusan Orascom Telekom, Algeria 

(OTA) untuk memberi kuasa kepada tenaga buruh mereka. 

 

Kata kunci:  tranformasi, traksaksional, hamba dan gaya kepimpinan 

penglibatan,dan prestasi kerja. 
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CHAPTER ONE 

  INTRODUCTION 

1.1 Background of Study 

Performance is an essential gauge for organizational accomplishment. From this, the 

entire performance level of an employed person indicates to a set of individual 

conducts or deeds that are pertinent to the organization’s goals (Semedo, 2016). In 

the recent times, organizational achievement can be influenced by several important 

factors. Based on the pertinent literature, leadership style is considered as an 

essential factor in enhancing the performance and productivity of an organization.  

In the present competitive business settings, organizations substantially rely upon 

their leaders to manage the required changes and innovations in order to maintain the 

competitive advantage. Leaders are considered as individuals who can exclusively 

manage order out of prevalent chaotic situation, circumnavigate organizations 

through inconceivable and instable environment, bring out the mightiness out of 

mediocrity, and endeavors where few people consider it difficult to participate. The 

concept of Leadership has evolved over time, with the subsequent modification in 

employee requirements consequential in a demand for change in the association 

between a leader and his respective subordinates. Leaders possibly can influence 

admirers in several distinct ways, such as by coordination, communication, giving 

proper training, encouragment and rewarding (Pradeep & Prabhu, 2011). 
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It has been asserted that effective and influential leadership put positive impacts on 

organizational performance (Bass, 1997). According to Behling and McFillen (1996) 

state that the association between impressive performance and leadership in a 

developed country such as United States by augmenting a model of 

charismatic/transformational leadership, where the behavior of a leaders is 

considered to inspire and empower his team, brings out impressively high struggle, 

outstanding commitment and acceptance for risks. Effective leadership effectively 

ensures organizational performance (Pradeep & Prabhu, 2011). Hence, various 

theories related to leadership have been propounded in the previous fifty years which 

are considered to influence organizational effectiveness, where they have extensively 

been used by employee performance.  

1.2 Telecommunication in Algeria 

Algeria is a country located in Northern Africa bordering the Mediterranean Sea. It is 

considered the gateway between Africa and Europe. Neighboring countries include 

Libya, Mali, Mauritania, Morocco, Niger, Tunisia, and Western Sahara. Algeria is 

mostly desert with a few mountains and a narrow coastal plain. The government 

system is a republic; the chief of state and head of government is the president. 

Algeria has a mixed economic system which includes a variety of private freedom, 

combined with centralized economic planning, and government regulation. Algeria 

is a member of the League of Arab States (Arab League). 
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In the context of Algeria, the Ministry of Posts and Telecommunications was in 

charge of delivering the entire telecommunications services until 2001. Therefore, in 

2001 the state established the Algérie Télecom as a joint-stock company and it held 

exceptional monopoly (until end of 2004) regarding all telecommunications related 

services except for some such as GSM services, which commenced to operate in 

February 2002 by awarding a license to Orascom in the month of July 2001. There 

are now different two mobile companies operating in Algeria; the fundamental 

Algérie Télécom and the Orascom. According to the privatization strategies, 

approximately 35 percent share of Algérie Télecom is to be privatized to a worthy 

foreign investment company in August 2003 (IDE-JETRO, 2017). 

The telecommunication sector has experienced significant decline following the oil 

revenues were at their highest point during the 1970s and 1980s. Algeria’s fixed 

networks were left as less developed (approximately 1.9 million fixed lines per 100 

people) consisting of considerable waiting lists (up to a year) and an envisaged 

demand of approximately 600,000 individuals. The modernization program of 

federal Ministry’s set an objective to enhance the telecom industry to 7 lines per 100 

individuals during the year 2002, in the same way 12 lines in 2004 and around 20 

lines during the 2010. This digitalization of the network can ensure this objective of 

the ministry (with a frequency of digitalized lines meeting the 95 % at the end of 

year 2001, near about 600,000 switching apparatus installation and appropriate fiber 

optic network development. Algérie Télécom, strategies to vest in its MPT (mobile) 

network to reach till the capacity of 500,000 fixed lines during 2002. Orascom, 

operating in Algeria, also made policy to do investment approximately amount of 
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300 million US$ and to deliver its essential services to 11 different cities, and to 

accrue 500 000 subscribers at the end of 2002 (IDE-JETRO, 2017). 

This study intends to contribute to the prevailing literature explaining the nexus of 

leadership styles and job performance particularly in the context of Algerian context 

having the following objectives: To determine the different leadership that influence 

job performance in Algerian Telecommunications Company. As it stresses upon on 

its central strategic objective to produce shareholder worth by the persistent growth 

of its prevailing subsidiaries and by careful consideration of geographical based 

expansion, concentrating on the evolving markets and the territories with extensive 

population around the globe, while providing reasonable quality (IDE-JETRO, 

2017). To achieve this, the success of Telecommunications Company in Algeria. 

Particularly, Orascom Telecom Algeria (OTA) is significantly dependent on the 

leader’s ability to optimize human resources. This is because a good leader 

comprehends the worth of employees in attaining the objectives set by an 

organization, encouraging and motivating the employees is of principal significance 

in realizing these goals.  

It has extensively been recognized that effective organizations entail effective 

leadership and that organizational performance will diminish if any lacking will be 

happened in this respect. (Pradeep & Prabhu, 2011). Moreover, it is largely 

acknowledged that the effectiveness of any group of persons is heavily reliant on the 

leadership quality. Effective leader attitude entertains the attainment of the 

follower’s requirements, that later augments in efficient performance. Though, 
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leadership is an extensively examined organizational variable that has a prospective 

influence the job performance of employees (Semedo et al., 2016).  

In the meantime, an efficient and enthusiastic leader inspires the employees to 

achieve the set organizational objectives. Distinct styles of leadership exist, for 

instance, transformational style of leadership, transactional style, servant, and the 

participative style of leadership. There can be different impacts on the employees’ 

job performance in Orascom Telecom in Algeria (OTA). The current leadership 

researches have determined to encourage the positive association between leadership 

styles and employees’ performance at different levels (Pradeep & Prabhu, 2011). 

Henceforth, the current study intends to discuss whether the different leadership 

styles influence the organizational employees to attain the superior performance or 

not. 

1.3 Problem Statement 

The job performance of the employees in an organization is a crucial element to 

attain accomplishment. Telecommunication companies are the firms those literally 

render attention to accomplish the set objectives successfully. For example, Whitsett 

(2007) asserted that numerous empirical studies concerning the leadership are 

conducted regarding the business management and very fewer studies encompassing 

the leadership with the in Telecommunication sector are conducted (Judge et al., 

2009; Judge et al., 2002; Avolio et al., 1999; McGrath and MacMillan, 2000; Teece 

et al., 1997; Yukl, 2006).  
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Henceforth, it is imperative to investigate the styles of leadership in the context of 

private sector and public firms. This would definitely augment a meaningful 

comparative analysis between public firms and the other private industries. In an 

organizational setup, the style of leadership is one of the essential factors for 

providing the significant part in improving or decreasing the commitment and the 

interest of persons within an organization. Consequently, according to Glantz (2002), 

it is an essential desire for managers to discover their style of leadership. In fact, 

companies have augmented various managers nevertheless, less leaders. Majority 

among these firms are realizing their substantial mistakes. As such, not possessing 

the vision for long-term perspective, complete negligence of accountability, in the 

same way immoral behavior, and shaking the trust of public indicate the signs of not 

having leadership. Nonetheless, the unsuccessfulness to augment effective and 

efficient leadership by a leader is not merely limited to the corporate domain. The 

exact inadequacies have been discovered in distinct other sectors, that also comprise 

of the telecommunications sector particularly the Telecom Company. In today’s 

business world, corporation leaders, for instance, the chief executive officers, 

likewise the general managers and the senior managers, time to time experience with 

various competitive challenges and issues, for instance the sales target, 

transportation, communication and the coordination. Such problems flexibly can be 

fixed with the help of an effective way of communication. For instance, Shaw (2005) 

has opined that the basic problems encountered by various contemporary leaders are 

availability of sufficient time, reluctance for communication, improper 
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communication abilities and the leadership style. The numbers of industries 

springing up yearly in Algeria are increasing and exert great effort.  

 

Nevertheless, some of them are unable to achieve even a single target in the 

marketplace. It can be argued that the major obstacle facing further growth and 

efficient use of mobile broadband in the Arab countries is the lack of a transparent 

and effective regulatory environment that mobile telecom companies can operate in 

(Ameen & Willis, 2016). Thus, this leads to failure in meeting the objectives which 

they have set up. The accomplishment of any sort of organization depends on the 

leadership way to determine the the job performance of the workers Factually, 

leadership style holds essential significance in improving the performance of the 

subordinates, for instance, Pradeep and Prabhu (2011) concluded that the influence 

of leadership style is one of the essential factors for augmenting the reasonably high 

organizational performance. Moreover, the communications style holds considerable 

worth with the domain of corporate world. 

 

It is quite worthy to observe that the organizational vision and mission is 

indispensable to be comprehended and enforced by all the organizational workers. 

Therefore, a leader must have innovative mind to accrue creative ideas, and above all 

a determination styles. Kotter (1990) has argued that to embrace accomplishment, 

leaders must possess long term vision, high values, flexible assumptions and models 

that can manage, empower a workforce team. 
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Ameen (2014) has asserted that there exists a significant problem at the level of job 

performance that influences the Telecommunications Companies’ targets and in 

consequently results in low productivity. Moreover, the Telecommunications 

Company crafted designs to minimize the low job performance and adjust new 

approach to fix the existing problems and combat the challenges, influencing the job 

performance level. The significance of leadership as main issue has been given 

considerable attention particularly in the western world, since the stage of this early 

century and continue until the present (Pradeep & Prabhu, 2011) 

 

However, in the world particularly North Africa region, this issue has been 

neglected, and there are very few studies examining the linkage between the style of 

leadership styles and workers’ job performance specifically in the case of Algeria. 

Henceforth, this research endeavors to investigate the consequences of leadership 

style on the job performance among employees in the Orascom Telecom Algeria 

(OTA).  

1.4 Research Questions 

1. Is there any relationship between transformational leadership and job 

performance? 

2. Is there any relationship between transactional leadership and job 

performance? 

3. Is there any relationship between servant leadership and job performance? 
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4. Is there any relationship between participative leadership and job 

performance? 

5. Are there any effects of leadership styles on job performance? 

1.5 Research Objectives 

1. To examine the relationship between transformational leadership style and 

job performance. 

2. To determine the relationship between transactional leadership style and job 

performance. 

3. To determine the relationship between servant leadership style and job 

performance. 

4. To determine the relationship between participative leadership style and job 

performance. 

5. To determine the effects of leadership styles on job performance. 

1.6 Scope of Study 

The current study faces certain limitations in evaluating the leadership styles in 

Orascom Telecom Algeria (OTA), and their influences on the job performances of 

the employees. In 2001, the company Orascom Telecom Algeria S.P.A (Djezzy), in 

Algeria was given the license to distribute the GSM telecommunications services. 

Recently, OTA within Algeria acquired additional equity stakes to hold 96.81% of 

the total stake. Djezzy is Orascom Telecom's most profitable subsidiary (IDE-

JETRO, 2017). This company has been chosen because it has embraced a definite 



 

 10 

and absolute leadership position in the rapidly emerging Algerian mobile market by 

employing OTH’s skills in network deployment, marketing and sales and marketing, 

and as well as the capability to respond rapidly to recent competitive global 

developments. 

1.7 Significance of the Study 

The study was conducted to discover relationship between effective styles of 

leadership and the employee performances. As the four leadership styles have had 

tremendous attention in the past, not much had been done in the context of the 

telecom sector. From this, the current study will be contributing to the theoretical 

part. Furthermore, leadership is regarded today as one of the main contributors to job 

performance, thus it attempts to contribute to the leadership theory. Additionally, this 

study supports academicians, researchers, practitioners and administrators especially 

in relation to today’s competitive environment towards organizations. The findings 

of this study helps administrators and regulators in designing new policies. Finally, 

as there were not many studies on this area in the North Africa especially in Algeria, 

to enhance the job performance of subordinate leaders may adjust their behavior in 

more practical ways, consequently increasing their organizational productivity.  
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1.8 Definition of Key Terms 

1.8.1 Job Performance 

Job performance is elucidated as work performance in term of the respective quantity 

and the quality envisage from every single employee (Liao et al., 2012). 

1.8.2 Transformational Leadership 

Referring to the leadership style that enhances the development of subordinates’ 

complete hidden potentials, superior needs excellent value structure, good conducts 

and the encouragement (Avolio et al., 1999). 

1.8.3 Transactional Leadership 

It is a style of leadership characterizing the conversation between followers and the 

expected results from the leaders by acknowledging the interest of the respective 

leader and the subordinates’ expectations (Bass & Avolio, 1997). 

1.8.4 Servant Leadership 

This form of leadership encompasses the requirements and temptations of the 

subordinates with an objective of assisting them to flourish, develop, and succeed 

(Zhang et al., 2016). 
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1.8.5 Participative Leadership 

The extent to which participative leadership makes decision in cooperation and 

consultation with subordinates (Mesu et al., 2015).   

1.9 Organization and Summary of Thesis 

This study entails total five chapters. Chapter one provides background of the study, 

the statement of the problem, research objectives, research questions, significance of 

the study, the broader scope of the study, elaboration of key terms and organizational 

of the study. Chapter two explains the detailed literature review on job performance, 

leadership styles, underpinning theory, link between leadership styles and job 

performance. Chapter three contains an explanation of the research methodology, 

and research framework. Chapter four provides the data descriptions, analysis and 

results. Finally, the last chapter delivers the discussion and conclusion. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction 

This chapter discourses and endeavours to summarize the literature encompassing all 

the variables employed in the current study. Additionally, this literature is organized 

in accordance to explained variables and the explanatory variables, and the 

elaborating the linkages between these two types of variables. The first part of this 

chapter discusses dependent variable which is the job performance. The second part 

emphasizes on the literature review of leadership styles in general. The third part 

discusses explanatory variables which are the respectively style of transformational 

leadership and transactional leadership. The fourth part discusses the relationship 

between the dependent variable (job performance) and independent variables 

(transformational and transactional leadership styles). Lastly the fifth part discusses 

the research framework. 

2.2 Job Performance  

Leadership, in the pertaining literature is assumed as an essential factor substantially 

influencing the organizational and thein the same way performances of the managers 

and employees (Wang et al., 2005, Vigoda-Gadot, 2007). Initial theories, in this 

regard, have endeavoured to elucidate effective style of the leadership such as 

democratic or autocratic, likewise, socially oriented style or target oriented style.  
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In addition, they have also endeavoured to associate them with various dimensions 

of outcomes of an organization (Vigoda-Gadot, 2007).  

 

The recent researchers have emphasized primarily from the perspective of the 

subordinates, and meanwhile have proposed two essential sides of leadership such as 

the transactional style and the transformational style (Bass, 1985; Burns, 1978). This 

particular theory argues that transformational style of leadership as compare to the 

transactional style of leadership possesses a robust influence on attitude of the 

employees concerning their jobs, environment of their respective jobs that eventually 

influence the work performance (Vigoda-Gadot, 2007). For example, McCloy et al. 

(1994) has argued that performance is elucidated as behaviours or specific actions of 

an individual that are in line with the set organizational goals. They have asserted 

that value judgment of the definite and particular goals is represented by higher 

authorities to produce such kind of judgments. Moreover, performance is not merely 

indicating a consequence yielding from a behaviour or specific action; however, 

performance is itself assumed as an action. Moreover, it is a multidimensional 

concept, for instance, as a particular sort of job, there exist various fundamental 

performance factors which can be easily distinguished in terms of the correlation 

between them and their association with and with other essential variables. 

 

Constructed on a grounded theory investigation, Pollard (2008) has done a research, 

examining the leadership style’s consequences on nurses’ job performance. The 

major objective of the research was to search for a theory of leadership that possibly 
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can assist as a robust framework for the community of the nurses and leadership 

style in a territory of the Southwest Texas. The study has conducted face to face 

interviews with twenty nurses’ by employing a structure based interview type, 

comprising of twenty-one interview questions regarding the leadership styles and 

behaviour, job performance, different roles of nursing and performance assessment 

of those nurses. The data were obtained, coded and evaluated by employing the 

NUD*IST and Symphony Qualitative Data Analysis software. The perpetual 

comparison approach was employed to discover the characteristics of data. 

Additionally, the succeeding outcomes of the study recognized that various types of 

leadership are being followed by the nurses and failed to discover any particular sort 

of theory that is dominating and possibly could provide a robust framework. 

Nonetheless, the data showed that the forthcoming direction of leadership is dynamic 

and heading towards the transformational style of leadership. 

 

According to Chen and Silverthorne (2008), in the context of Taiwan, have estimated 

in their study, the linkages between locus of control and the work-associated 

behavioural estimates of stress during the job, satisfaction acquired by job and 

additionally the job performance. They have obtained the subjects from a group of 

professional accountants who accomplished a questionnaire constructed of valid and 

reliable instruments that estimate probably each of the variable employed in the 

studied. Their outcomes have shown that one particular dimension relating to the 

personality of an accountant, as estimated by locus of control, shows an essential 

significance in envisaging the satisfaction, stress and performance acquired CPA 
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firms, in the context of Taiwan. Additionally, individuals having higher internal 

locus of control were discovered to to have lower stress during their jobs and higher 

kind of job satisfaction and the performance as well. 

 

Chen and Silverthorne (2008) state that there exist three performance types. For 

instance, one particular type measures the output rates, sales during a specific time, 

the output of a group of employees that manage to report. Likewise, the second kind 

of performance measures assessments of individuals by a third party that is not 

affected by the assessment. In the same way, the third type of performance measures 

is related to the self-appraisal and self-ratings. Accordingly, as a consequence, the 

self-appraisal and self-rating techniques adoption are advantageous in promising 

employees to assume an active role to form and set their own goals. Hence, job 

performance examines the business achievements and social goals and also the 

responsibilities from the judging party’s perspective (Reinke, 2003; Chen & 

Silverthorne, 2008). 

 

Lee et al. (2010) have examined in their study the goal orientation and the 

organizational commitment relatively to employees’ job performance and the 

attitudes in case of a hospital. They have observed the influences of mastery and 

performance goals on various other organizational commitment’s dimensions and 

how these influences affect the production of and an individuals’ job. They have 

employed an online survey method to acquire the employees’ data consisting of 497 

hospitals. Their empirical outcomes revealed that the mastery goal is linked to the 
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three factors of organizational commitment, whereas the performance goal is merely 

associated with an affective commitment. Though, both the affective and normative 

commitments are associated with job satisfaction, however, merely the former is 

associated to the employees’ performance. 

 

As argued by Lee et al. (2010), that in-role type of performance is associated with 

the behaviour focused on the recommended tasks, obligations, and responsibilities as 

properly recognized in the job description. Moreover, Kanter (1988) has originally 

conceptualized the innovative job performance denotes the employees’ analytical 

creative, innovative and problem-solving abilities at a workplace. In line with the 

extra-role performance, innovative work conduct for instance, generation, 

promotion, and realization of the creative ideas at a workplace is recognized to be 

essential and advantageous for the organizational accomplishment (Janssen, 2000; 

Lee et al., 2010). 

 

Austin and Villanova (1992) asserted that the individuals vary in manifold 

dimensions related to their job-role attitude; criteria are procedures that intend to 

estimate these existing differences. Therefore, estimates of criteria are widely 

employed by various constituencies in the domain of applied psychology. The 

researchers have employed measures for the estimation of theories related to work 

behaviour, the effective human resource administration and the availability of 

response to the individuals. Accordingly, nevertheless, one index related to the 

significance of criteria is the observation that majority, if not entire of them, the 
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industrial-organizational psychology pioneers have considered this issue in the 

course of their careers. In a review based article concerning the conceptual and 

methodological developments associated with the criterion problems since the 

inception of 1917, they employ an organizing device aspects, methods of estimation 

and analysis, and the framework categorization. They revealed a shift from an 

emphasis on brute prediction that is heading for a balanced treatment of both 

empirical and conceptual issues and is emphasized by requests for the validation of 

criteria and by rampant attention for the modelling performance, as well as a 

appreciation of multiple dimensions and competing values from which to assess the 

performance and criterion estimation. 

 

In spite of the extensive history of concerns regarding the criterion issues, the job 

performance construct is not meticulously mapped yet (Campbell, 1990). Motowidlo 

and Van Scotter (1994) asserted that appropriate and efficient job analysis methods 

are available to locate the essential conducts and tasks nonetheless, their emphasis is 

basically on empirical and usually particularly to certain jobs or job kinds. Hence, 

they failed to augment a conceptually sufficient set of primary underlying dimension 

which can be employed to elaborate the performance pre-requisites related to the 

general kind of jobs. 

 

In the same way, extensive theoretical efforts to dichotomize the performance 

domain are commencing to indicate promise. They employed quite diverse 

conceptual orientations, varying from the traditional job analytic attitudes and even 
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distinct from each other, however they cover the distinction between the task 

performance and the contextual type of performance (Borman & Motowidlo, 1993; 

Motowidlo & Van Scotter, 1994). 

 

As reported in Motowidlo and Van Scotter (1994), Katz and Kahn (1978) submitted 

that the primary theoretical structures for segregating job performance is its division 

into three ways: (a) joining and continuing with an  organization, (b) consistently 

achieving or over and above performance than organization’s set standards of roles, 

and (c) inventively and extemporaneously heading beyond recommended roles to 

achieve such actions as collaborating with other associates, shielding the 

organization from havoc, proposing recommendations for enhancement, 

experiencing self-development, and indicating the organization satisfactorily to the 

outsiders. Moreover, Orr et al. (1989) availed with an empirical corroboration for the 

declaration that both kinds of behavioural patterns are essential. Their indicated that 

to some extent some of the supervisors are appropriate to assume the prescribed and 

discretionary types of behaviours when questioned to examine the job performance 

in terms of dollar value of hypothetical programmer analysts. 

 

According to Motowidlo and Van Scotter (1994), Campbell's (1990) paradigm avails 

an essential division between the performance behaviours that add to organizational 

efficiency as they comprise of the task proficiency and performance behaviours that 

add to organizational usefulness in some other ways. The task proficiency elements 

in Campbell's paradigm are more deeply saturated with recommended role 
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behaviour, and the other essential elements are more profoundly saturated with 

elements of organizational citizenship conduct, pro-social conducts, and 

organizational impulsiveness. Hence, three interlinked themes move around these 

endeavours to elaborate the generically essential dimensions of job performance. 

One of them is the differentiation between the recommended and optional role 

behaviour. The second one is related to the efficiently amalgamated set of 

collaboration and advantageousness behaviours within an organizational citizenship 

and pro-social behaviours, additionally organizational spontaneity. The last one 

characterizes the peculiarity between performance behaviours associated with the 

task proficiency and to the performance behaviours not linked to task proficiency. 

 

Bass (1990) argues that transformational leadership can efficiently augment 

identification with and internalization of required values, as contrary to the limited 

goals of the transactional style of leadership to augment a accommodating workforce 

Vigoda-Gadot (2007). Parry & Bryman (2006) in particular have examined 

leadership styles within the domain of public sector organizations and discovered 

that a transformational leadership style asserts a positive influence on the innovation 

creativity, and effectiveness of such types of organizations. Nevertheless, Wang et 

al. (2005) asserted that the theory of leader member exchange (LMX) propounded 

by Graen, (1995) as a good elucidation for a mediating role among the leadership 

styles (especially transformational leadership) and organizational performance as 

well as organizational citizenship behaviour (OCB). By various ways, the LMX 

theory is in complete accord with expectancy theory of Van (1996) the exchange 
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theory of Blau’s (1964) exchange theory that demands for a robust balance between 

organisation’s managers and employees.  

 

These theories have argued that improved performance probably can be attained only 

when there exists a substantial level of expectation fit and when specifically, the 

social exchange between managers and employees is reasonably fair and the same. 

Wang et al. (2005) propose that assistants hold role expectations regarding their 

leaders and that they don’t indicate to be passive role recipients, as they can discard, 

embrace, or renegotiate recommended roles by their respective leaders. A mutual 

process relies on impartiality and equity of exchange and presumptions, and it 

advanced over time. Traditional performance measures off and on operationalize 

performance as one general element that is assumed to take in to account the total 

variance in results. Campbell et al. (1993) in the domain of theory of performance,  

asserted that a general and essential element does not deliver an proper conceptual 

description of performance, and they have highlighted eight different factors that 

should consider the behaviours that are incorporated by the job performance (job-

oriented task skills, non-job-oriented task skills, written and oral communication task 

skills, presentation efforts, keeping personal discipline, easing the colleagues and 

team related performance, supervision or leadership, and in the same way 

management or administration). Hence, they emphasize against the employment of 

general performance rankings and recommend that studies must examine the eight 

dimensions of performance individually, as the “general factor cannot perhaps 

indicate the most appropriate fit (Campbell et al., 1993).  
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Nonetheless, while estimating the performance some other scholars have asserted 

that although particular dimensions of performance possibly can be conceptualized, 

there exist utility in employing a single and more general factor. By employing the 

meta-analytic method to view the association between the general performance and 

its various dimensions, Viswesvaran et al. (2005) has discovered that general factor 

accounts for near about sixty percent of the variance in performance rankings. 

Additional, error term is unable to elaborate this general factor. Hence, researchers 

are advised not to ignore the notion of employing general factor based on the robust 

empirical evidence regarding the magnificent character of uni-dimensional measures 

in elucidating the general performance as it can have a significant role in theories 

related to the job performance.  

 

In the prevailing literature regarding the performance, a peculiarity is maintained 

between the in-role performance and extra-role performance (Katz & Kahn, 1978). 

Accordingly, the conceptualization of extra-role performance is also done as 

organizational citizenship behaviours (Smith et al., 1983). In the same way, Borman 

and Motowidlo (1993) on the basis of their research have concluded that two boarder 

division of performance is also possible into two kinds such as task and contextual 

performance. Whereas, task performance encompasses the efficiency, which assist 

an employee to conduct the operations that generally are included in their job and 

add to the technical core of an organization. Likewise, the contextual performance 

comprises organizational undertakings that are assumed to be voluntarily, not are 

part of prescribed the job, and do not add by the direct means to the technical core 
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(Organ, 1997). Additionally, this type of performance comprises of operations 

activities such as serving, collaborating with peers and these acts are not officially 

considered as job however, can be essential for all sort of jobs. Despite the fact, this 

division is not commonly observed; these study emphases on the task, or in-role 

performance. 

2.3 Leadership Styles 

Leadership is elaborated as the process of holding authority on group operations to 

accomplish the set objectives. Managers, in order to accomplish any specific task, 

endeavour to influence the people and encourage the subordinates and colleagues to 

gain the organizational goa successfully. The sole purpose of a leader is to augment 

motivation and enthusiast in staff that can enhance their activities to accomplish the 

goals. In other words, Salmani et al., 2010, elucidates leadership as a way to achieve 

the organizational objectives when the managers motivate their co-workers to accrue 

superior performance. Managers having the leadership styles such as 

transformational and transactional styles of leadership must be familiar to adopt 

flexible attitude in order to appreciate the enthusiasm of the subordinates, consider 

the motivational urges, and choose appropriate way of leadership in line with the 

prevailing situation and then assume the desirable actions concerning the workers to 

realize the organizational goals.  

The prime objective of the current research is to examine the influence of leadership 

styles on the job performance.  
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Leadership and performance attributes are indispensable factors not merely for the 

higher managing tiers; however, the workers also must have it. Various individuals 

show inclination to assume the role of a leader nonetheless; a few of them literally 

obtain the skills of leadership and prove to be effective and efficient leaders. In the 

same way, leading is assumed as a trait to influence the other members in a group. 

Leaders wish to put influence on others to augment change and continue the work. 

However, the person must possess the skills to do so (Freeman & Stronger, 1992). 

As demonstrated in Table 2.1 leadership defined and summarized by the selected 

authors. 

 

Table 2.1 

 Definition of Leadership 

Year Author Description of Leadership 

1957 Hemphill & Coons Leadership is behavior of an individual that motivates 

members in a group to realize an organizational task. 

1957 Stogdill Leadership meant to influence others in order to 

accomplish a task. 

2011 Bowers Leadership is a persistent process by which a person 

(leader) influences the peers to achieve the goals. 

2011 Gardner et al Leadership is encouraging others to accomplish the defined 

goals enthusiastically. 

1982 Morphet, Johns & 

Reller 

Leadership indicates within a social setting, group’s 

conduct, activities, trust and goals are affected positively 

by an individual 

2012 Richards & Hackett  Leadership is concerning the setting up of a certain vision, 

values and formulation of an environment, which can ease 

the workers to achieve the objectives.  

1992 Jacobs & Jaques Leadership comforts the group members to endeavor, 

enhance motivation to accomplish the set goals. 

2000 Sergiovanni Leadership by employing the process of consultation, 

compromise and arguments strive to satisfy the group’s 

demand, and the staffs trade their deeds for reward. 

2009 Robbins  Leadership characterizes the capability to affect the people 

in group to obtain the set targets. 

2006 Yukl Leadership is the persistent process of influencing the 

juniors, by which they get motivation to achieve the 

organizational objectives. In addition, cooperation is  



 

 25 

maintained in the group.  

2004 Northouse Leadership is considered as an exchanged association 

between leader and the workers. 

2003 Fry Leadership means employing the leadership strategy to 

serve the inspiring goal and enhancement of the worker’s 

inner potential to augment growth and the development. 

 

According to the aforementioned scholars, leadership augments by an individual 

attitude to encourage and produce the enthusiasm among the colleagues to inspire 

them in order to accomplish the set targets and achieve the goals.  

 

Likewise, leadership is assumed as an exchange association between the group 

leader and the group members. In addition, it characterises the leader’s ability 

encourage the workers to set a vision, conducts formulation of an environment in 

order to attain the objectives. Additional, by the way of consultation, argumentation, 

and conciliation, a leader strives to convince and influences the subordinates’ job 

performance to attain the desired objectives and the organizational goals.  

 

The leader the recent times, strive hard to comprehend how his particular and 

peculiar leadership style enhance the level of motivation and accelerates the 

performance on an organization. Zaccaro and Klimostki (2001) assert that leadership 

within organization is converted in to a challenging task. This is the prime reason 

they combat serious challenges regarding their character and the universal changes 

occurring around them. 
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According to Stogdill (1957) leadership is elucidates as an individual’s attitude 

which aims to direct the subordinates to accomplish the shared goal. In the same 

way, Lee and Chuang (2009) argued that not merely influences the subordinates 

though additionally, enhances their effectiveness and performance in persuasion of 

the organizational objectives. Accordingly, leadership is characterising as an 

essential element to spur the performance of an organization to accomplish the 

targets with success. Therefore, a conclusion possibly could be drawn that there exist 

an association between the style of leadership and performance of an organization 

(Santora et al., 1999; Venkataraman, 1997). In addition, literature argues that style of 

leadership matters when an organization combats new challenges and it also 

augments higher performance (McGrath & MacMillan, 2000; Teece et al., 1997). 

Even though, organizational performance refers to the ability of an enterprise to 

achieve such objectives as high profit, quality product, large market share, good 

financial results, and survival at pre-determined time using relevant strategy for 

action (Koontz & Donnell, 1993). An effective leadership style is indispensable for 

improved organization performance that meant to attain the goals and strategies for 

survival in competitive environment (Rowe, 2001). 

 

In addition, organization performance could be employed as threshold to gauge the 

firm’s level of attainment in terms of profit, acquired market share and quality of its 

product in a particular industry.  
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As a consequence, it indicates the achievements by an organization in terms of sales, 

profits, development and organizational expansion. Hence, it is inevitable to 

comprehend the concept of leadership as the scholars assume it as an essential factor 

for enhancing the organization’s performance. In addition, an effective and efficient 

style of leadership is considered as a vital source of sustained competitive advantage 

for enhanced organizational performance (Avolio et al., 1999; Lado et al., 1992; 

Rowe, 2001). On the other hand, a leader with a definite vision successfully 

formulate prospect strategies, use metaphors to transfer that vision and act efficiently 

to realize that vision (Avolio et al., 1999; McShane & Von Glinow, 2000).  

 

Accordingly, Zhu et al. (2005) asserted that leadership with a definite vision will 

assist o accumulate commitment, dedication, cohesion, faith and improved 

organizational performance. Several organizations consider their people as 

competitive advantage which can do value addition to the organizational 

performance. Hence, organizational employees hold a central role to for 

accomplishment of an organization. Their performance significantly and positively 

influences organizational performance (Collis & Montgomery, 1995; Collis & 

Montgomery, 1995).   

 

Managers face drawbacks when they assume the organisation is persistently moving 

and achieving superior efficiency levels and they didn’t need any sort of feedback 

from the subordinates (Foot & Hook, 2008). The respective performance of each 

individual should be managed properly and efficiently as it put certain influence on 
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organizational performance. For this purpose, the documented reports, 

comprehensive assessment of the group members and as well as the peer reviews 

(Seibert et al., 2004).  In the current era, performance management systems have 

acquired enormous importance as the contemporary mangers are facing issues to 

enhance the organizational performance. Moreover, as an organizational 

performance positively impacts the persistent existence of an organization, thus it 

makes compulsory to have a discourse regarding this concept of managing the 

organizational performance.  

 

Each manager, in this regard aims to accelerate the efficiency levels and production 

to accrue the maximum outcomes. In the same, acknowledgment, job satisfaction is 

the significant determinants of enhanced performance (Boyett, 2000). Therefore, to 

avail the competitive and flexible work environment is a tough managerial task. 

Hence, managers should comprehend the professional requirements of  

the subordinates.  

2.3.1 Transformational leadership  

Robbins and Judge (2009) have opined that the leader must possess the attributes of 

transformational and transactional leadership style, and emphasize the concern of the 

development requirements of his followers. Therefore, they bring awareness 

regarding the follower’s issues by easing them to fix the existing problems in 

dynamic ways. In addition, they tend to encourage their followers to assert additional 

efforts to attain the common goals of a group.  Fundamentally, all the theories 
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concerning the transformational style of leadership argue that employees’ 

performance and dedication leading to the additional endeavours for crucial 

organizational change are among its direct consequences (Yukl, 2006).  

 

Eventually, among different approaches of leadership, the transformational 

leadership is considered as the most encouraging approach (Mayer et al., 2010). In 

the same way, Burns (1978) is of the opinion that leaders and as well the workers 

should endeavour together for the prescribed goals which indicates the values and 

dedication. Therefore, leaders need to emphasize the requirements of the 

subordinates. 

 

According to Yukl (2006), such sort of leadership paradigm exerts some essential 

behaviours familiar to be linked with efficient and effective leadership, for instance 

the influence behaviours. Influence, according to Rost (1993) is elucidated as “an 

interactive process in which people attempt to convince other people to believe 

and/or act in certain ways”. Additionally, the transformational leadership is seldom 

associated with to higher efforts (Seltzer & Bass, 1990). 

 

In the same way, Bass and Avolio (1993) have argued that transformational leaders 

should consider employment of at least one or all of these given four factors: 

Idealized influence; Inspirational motivation; Intellectual stimulation; Individualized 

consideration.  
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The abovementioned four factors have substantial influence over the performance. 

Additionally, there exists a robust association for attaining the goals set by 

transformational leadership which direct to formulate the desire and enthusiasm in 

the followers.  In addition, beyond certain expectation is exhibited by these four 

crucial factors.   

 

Hence, each of these factors possesses some attributes which assist to attain 

accomplishment as discussed in the details below in Figure 2.1. The Figure below 

exhibits the influence of transformational leadership as managers must put together 

the components to attain “performance beyond expectations” (Northouse, 2004). 

 

 

 

 

 

 

 

 

 

 

Figure 2.1 

The performance beyond expectation model 
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2.3.1.1 Idealized Influence 

Idealized influence characterizes a condition when by doing the appropriate and right 

deeds stimulate their trust in their followers rather than asking them to do good deeds 

merely. They become role models and ideals when they perform the right things. 

This paradigm relies over the charisma of a leader. For instance, when a leader is 

assumed to exhibit specific positive characteristics such as higher morals and 

emphasize on higher order, then followers develop emotional attachments with the 

leader. Such type of relationship builds confidence and trust. Moreover, trust worthy 

managers with idealized influence are considered earn more respect from their 

followers to formulate better decisions in the greater interest of the organization 

If a leader is thought to display certain positive attributes (Perceived power, focus on 

higher-order ideals and values), the followers will develop an emotional tie to their 

leader. This relationship then consists of trust and confidence. Managers with 

idealized influence can be trusted and respected by associates to make good 

decisions for the organization (Michel et al., 2014; Zheng & Muir, 2015). 

2.3.1.2 Inspirational Motivation 

Leaders engaged with inspirational motivation “raise the bar” for their employees 

and motivate them to attain the unexpected level of performance. The major concern 

of this leadership is formulation and indication of a certain vision. The followers 

tend to perform extraordinarily in case they held positive perspective regarding the 
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future as a result of leadership. In the same way, revenues are increased when the 

team is being encouraged by the inspirational motivation leader (Imran et al., 2016). 

2.3.1.3 Intellectual Stimulation 

Intellectual stimulation characterises to discovering the solution of the existing 

problems in the dynamic and innovative ways.  Generally, the intellectual 

stimulation type leaders not often respond to the questions of all the workers. In 

addition, it challenges the set beliefs of the followers and critically analyse their 

problems and discover the solutions as well. Managers with such ability tend to 

encourage critical way of thinking and finding the solution in a dynamic way for the 

progress of the organization (Arnold & Loughlin, 2013). 

2.3.1.4 Individual Consideration 

Individualized consideration treats the employees as individuals, by being 

compassionate appreciating and responding to their requirements and considering 

and celebrating their achievements. Leadership is a vital subject in the domain of 

organizational behaviour. The great leaders should not merely motivate 

subordinate’s energy to boost competence but should also fulfil their necessities in 

achieving organizational goals (Weiß & Süß, 2016). Leadership considers the 

individual’s prerequisites and the development of their strengths too. Managers 

considering individual’s concerns boost their colleagues to attain goals that ease the 

associates and as well as the organization. Effective transformational leadership 
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enhances performances in such a way that increase far beyond the prospect 

expectations of an organizational (Bott, 2016). 

 

Leaders who use the transformational style usually motivate their followers by ideals 

and morals to accomplish tasks, therefore, these leaders authorize their followers 

with their own beliefs and personal merits to encourage them, for example, Martin 

Luther King and Walt Disney are famous leaders in the field of using 

Transformational style. Transformational leadership is employed when leaders 

involved broaden and uplift the interests of their sub-ordinates, when they engender 

awareness and recognition of the group's responsibilities and missions. This likewise 

occurs when a leader generates the need within subordinates to gaze beyond their 

own self-interests for the sake of others but if there is an absence of this factor there 

is going to be effected on the level of achievement and performance (Anthony, & 

Anthony, 2017). The positive influence of transformational leadership on 

organizational results such as satisfaction of the employees, subjective and objective 

performance gauges is significantly established (Fuller et al., 1996; Judge & Piccolo, 

2004). 

 

In general, the association between the transformational leadership and job 

performance is corroborated by many researchers (Judge & Piccolo, 2004; Lowe et 

al., 1996; Fuller et al., 1996). According to Bass (1985), transformational leaders 

provide productive response to their subordinates, and persuade them to display extra 

exertion, and inspire them too to contemplate innovatively regarding the complex 
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problems. From this, subordinates incline to behave in ways that expedite high levels 

of job performance. Additionally, transformational leaders convince subordinates to 

go further than personal concern for the job in general. When followers link their 

own accomplishment with the achievement of organizations’ and recognize with the 

organizational values and objectives, they tend make a positive contribution to the 

work context (Bacha, 2014).  

2.3.2 Transactional Leadership  

In the organizational behaviour researches, they have extensively employed the type 

of transactional style of leadership as an effective style which can persuade the 

followers to increase their motivation to realize the organizational objectives. 

According to pioneer scholars of transactional leadership such as Burns (1978) have 

shown that transactional leaders tend to persuade followers by appealing to their self-

interests. 

 

According to Bass (1985), in general, leadership research has been conceptualized as 

a transactional or cost and benefit exchange practice. Transactional leadership 

theories are established on the concept that leader-follower relations based on a 

continuous exchanges or implicit bargains between the leaders and their followers. 

This sort of leadership is considered by behaviour and attitudes that accentuate the 

quality of the exchanges happening between the supervisors and followers. The 

leader elucidates the performance measures, what should be expected from 

subordinates, and what they surely will gain as reward (Den et al., 1999). 
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According to Bass (1990), leaders by assuming the responsibilities of achieving the  

set goals and tasks strive to motivate the subordinates. By this way leaders are the 

central source of encouragement for workers to enhance their confidence level and 

also their performance. The transactional leadership, in fact is based on the two ways 

and continuous exchange between the leaders and the subordinates. Although, the 

transactional leaders could prove to be effective for the subordinates however, these 

sorts of leaders seize to enhance worker’s talent in the long run (Bass, 1985). 

 

In precise, this type of leadership intends to augment agreement between the 

followers and the leaders (Yukl, 2006). By looking from different view, instrumental 

leadership style seems more like the transactional leadership style as it intends to 

view the association between the commencement of structure and the efficiency, 

consideration and contentment, in deliverance of high value based resources by the 

leaders to their group. The leaders as its vitality for the group assumed such status. 

Additionally, as a consequence of this vitality the group members embrace the 

leader. It seems that exchange happens in transactional leadership when the leader 

provides the valuable resource and the followers later oblige his command and 

exhibit it publicly (Morales & Molero, 1995). Moreover, according to Kark and Van 

Dijk (2007) the focus of transactional leadership is on exogenous expectations and 

responsibility, further it can predict workers’ motivational orientation. According to 

some scholars, transactional leadership characterizes contingent recompenses and 

management, is also described as authoritative and hampering the followers to obtain 
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self-determination (Gagne & Deci, 2005; Gumusluoglu & Ilsev, 2009). According to 

such scholars, this type of leadership focus on rewards and high observance of the 

work of their followers, such practice will probably create authoritative context and 

the followers in this environment experience low self-determination level.  

 

 

Felfe (2004) elaborates transactional style of leadership intends to initiate a social 

exchange process where the both the leaders and the followers interact to confirm the 

requirements to accomplish their objectives.  Moreover, the leader and the followers 

continue to persuade each other by assuming task responsibilities. As a result of the 

business within organization between the leader and the followers, the followers 

oblige the leadership and acknowledge the organizational values and requirements 

for the team. As a result, give and take philosophy, leaders becomes eligible to 

impose decision on the basis of achievable performance.  Generally, such leaders 

elucidate the structure, control and condition by giving instructions and emphasizing 

the goals.  Hence, according to Bass and Avolio (1994) the transactional style leader 

strive to achieve these three factors: contingent reward, management by exception 

active and lastly the management by exception passive. According to Bass (1998) 

contingent reward has been found to be reasonably effective to achieve higher levels 

of development and performance. By this technique, the leaders manage what is to 

be achieved and what should be promised for reward for those assists to accomplish 

this task. In the same way, in management by exception, in case when the followers 

indicate no cooperation and commit mistakes, then a passive leader interfere.  
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Transactional style of leadership characterizes contingent corroboration when the 

subordinates encouraged by the promises, benefits and prizes offered by a leader.  

 

 

Meanwhile, the leaders also try to ensure either the followers are conducting the 

agreed activities or not (Bass & Steidlmeier, 1999).  

 

Accordingly, the leader explains the followers by directing them or by participation 

in activities (Erkutlu, 2008). Moreover, Hollander (1993) concluded that workers 

under the transactional leadership assume more strength and capability to persuade 

the leadership and performs extraordinarily. On the other hand, such leadership style 

becomes passive as the leaders wait for the mistakes to be happened to correct by 

assuming the managing by exception style (Burns, 1978; Northouse, 2004). 

 

Comprehensively, it can be argued that the style of leadership that focuses on the 

exchanges between the leader and the follower can be assumed as transactional. In 

addition, leaders assuming this style of leadership are more concerned about the 

consequences of association. The leader in order to be obeyed by the followers 

emphasized continuously on the extrinsic exchange in order to govern the activities 

of his subordinates. Additionally, the transactional leadership persuade its followers 

by giving rewards and penalties. In the same way, the basis for transactional 

leadership lies in contingent corroboration (Bass & Avolio, 1994). Generally, the 
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excellent transactional leaders possess some particular attributes such as 

authoritarian, aggression, negotiation in order to maximise the gains by economic 

persuasion association which they have formulated. Nevertheless, from the other 

leadership perspectives, such benefits are considered as suboptimal as they tend to 

create monotony that merely includes officially demanded activities (Cardona, 

2000). 

 

Burns is considered as the pioneer scholar who introduced the concept of 

transformational leadership. According to him, there are differences between the 

concepts of transformational and transactional leaderships. Further, he argued that 

the transactional style of leadership bargains to support the group member’s interest 

whereas the transformational includes the condition when people with distinctive 

interest do combine effort for some shared goals. In the domain of leadership, the 

followers of Burns have continued this differentiation. Likewise, Bass (1985) 

asserted that the concept of transactional leadership comprised as the combination of 

three concepts, for instance contingent reward’ management by exception, and 

laissez-faire leadership. Additionally, the middle concept is further divided into sub 

concepts as active and passive.  According to Bass (1990), an ideal transactional 

leader discusses with the subordinates about their demands and also discusses with 

them what an organization wants to attain (Pastor & Mayo, 2008). 

 

Transactional leadership style accentuates contingency associations, is time and 

again juxtaposed to transformational leadership that depends at large on 
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interpersonal encouragement. Transformational leaders are considered as managing 

their followers to have higher interests than the organization by elaborating them the 

significance and mission of the organization (Bass, 1990). On the contrary, the 

transactional leadership is designated as holding a quid-pro quo orientation, 

stemming from the leader’s capability to govern for organizational benefits and the 

formulation of a contingency between the endeavours of the follower toward the 

achieving the organizational objectives and acquire those benefits. This distinction 

between the transactional leadership and transformational style of leadership is 

indicative of the demarcation between the management and the concept of 

leadership. 

 

Hence, in order to achieve performance, leaders are more expected to create precise 

parameters, rules, rules and performance criterions, attached with the formation of 

mechanism dealing with reward and punishment to have positive work attitudes and 

discourage the negatives. Therefore, such situation exhibits transactional leaders as 

more goal oriented than the people-oriented (Dartey-Baah, 2015). 

2.3.3 Servant leadership  

Robert K. Greenfield, for the first time during 1970 coined this term the servant 

leadership by labelling the servant as leader. He argued need for a new form of 

leadership. The paradigm considers service as the best leadership type. This 

leadership type asks for more service to the community to develop feelings of 
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togetherness and sharing the authority in the process of decision making (Spears, 

1996).  

Likewise, Huang et al. (2016) describes the concept of servant leadership, as “a 

leadership style in which leaders recognize their moral responsibility not only for the 

success of the organization but also for their subordinates, their customers and other 

organizational stakeholders”. Servant leaders are encouraged by the motive to serve 

others (Russell & Stone, 2002; Huang et al., 2016). However, Russell and Stone 

(2002) stated that there have been nine recognized characteristics which are 

categorized as functional attributes of the servant leadership, these characteristics 

includes such as vision, honesty, integrity, trust, service, modelling, pioneering, 

appreciation of others and empowerment. Moreover, Huang et al. (2016) asserted 

that servant type leadership conduct includes ethical behaviour, assisting followers to 

develop, empowerment and the establishment of value for the community. 

As a matter of fact, servant leadership and other types of leadership concepts have 

some similarities nonetheless, it has some differences too (Huang et al., 2016). The 

first aspect is that servant leadership is different than traditional leader-centric 

approaches for instance, transformational leadership. Whereas the servant leadership 

represents a follower-focused approach. The traditional types of leadership emphasis 

on the objectives set by a leader and organization. While servant leadership serves 

the needs, personal development and welfare of the followers (Spears, 1996; Huang 

et al., 2016). The second aspect is showing that servant leadership holds a moral 

factor that is missing in prevalent approaches of leadership such as transformational 
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leadership (Van, 2011). Additionally, servant leadership provides services beyond 

the organization to the followers, to the customers and other organizational 

stakeholders. Lastly, the dissimilarities between servant leadership and the 

traditional leadership theory are that the servant leadership serves first and then leads 

nonetheless, the traditional leadership emphases on hierarchy, patriarchy and 

inspiration (Zhang et al., 2016; Huang et al., 2016).  

Along with these features, the servant leader ensures moral authority to motivate and 

assist leadership practices in uplifting and authorizing the followers. Zhang et al. 

(2016) by laying foundation on this argued that servant leader can be defined as he 

is: 

- Enthusiastic to serve the organization and the members 

- Rewarding the workers with good performance by employing the position  

- Forming an environment for staff members’ personal development 

- Influencing instead of coercing. 

This leadership style is characterizing as supportive leadership, in which the leader 

shows friendly behaviour and concern for the necessities of other staff members 

(Zhang et al., 2016). To serve others is an attitude as well as a choice. According to 

Greenleaf (1991), the servant leader is labelled as to serve first and is unlike the 

leaders whose performance as “leader” first. Additionally, is that the servant leader 

should be equipped with moral audacity. For instance, as Yukl (2006) argued that 

servant leaders take stands against the social injustice and inequality. Although, it 
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does not favour financial interests of an organization. This particular point is true in 

specifically the school environment as one of the key purposes of education 

organization is to stimulate social justice. 

Furthermore, servant leadership is efficient in settings where mutual comprehension 

and united endeavours to realize the common objectives or the followers are 

professionally developed and do not take exploit such a leader who show a low 

profile. In addition, Hunter (2004) designates the servant leadership as the most 

influential leadership principle around the world.  

As a consequence, servant leadership highlights the significance of acknowledging 

and appreciating people, listening, and guiding them, and is among the forms of 

leadership that places strongly focuses on the communication between leader and 

followers (Avolio et al., 2009). Servant leaders also encourage a sense of 

psychological protection, trust, and impartiality in the work environment (Liden et 

al., 2014). They consider that empowerment will empower employees to yield their 

extreme potential and consent freedom for subordinates to use their own potential 

skills (Otero-Neira et al., 2016). 

2.3.4 Participative leadership 

An extensive body of investigation has indicated that participative leadership defined 

as joint decision making and shared influence in decision making by a superior and 

his or her employees (Somech, 2005). Participative decision-making provides a 

variety of potential benefits to the overall organization and its employees. by 
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increasing the quality of the decision, contribute to the work life quality of 

employees and to enhance employees’ confidence, dedication, and satisfaction.  

Therefore, formation of decisions is one of the vivacious roles performed by 

managers because they endeavour to attain organisational and current market 

challenges. Choy et al. (2016) stated that participative decision making considers 

employees in in the process of decision-making.  Moreover, either delegation or 

participation is an effective and essential developmental policy that can be employed 

to enhance the decision-making competency of managers’ and employees’. This is 

improving the quality of decision making in an organisation as well as the quality of 

the association between managers and the employees.  

In order to formulate and enforce decisions, the participative leaders include their 

subordinates in decision making process. They try to obtain subordinates’ opinion on 

crucial decisions and value others’ opinion as well. Employees by using their 

opinions impact the internal and external strategies, safeguard organizational 

responsiveness, and consider managers to be accountable. When employees take 

part, they view the entire system as more reasonable. As a result of this 

empowerment, employees intermingle with their colleagues and other stakeholders 

(Lenssen et al., 2009). According to Choy et al. (2016) the human relations and the 

human resources paradigms of participative decision making are essential for 

mounting good associations between leaders and employees in an organisation, who 

are actually based on three indispensable modules: harmonic employment relations; 

effective communication; and autonomy and development of employee. Such factors 
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underscore the power equalisation and social communication between leaders and 

the employees. It can be drawn from this that participation can assume different 

forms conditional on the level of subordinates’ participation, ranging from 

subordinate discussion in which managers discuss subordinates before a final 

decision is to be made by full participation of employees in which managers and 

subordinates have a same level of argumentation when they do voting for decision-

choices (Choy et al., 2016). Participation may also develop responsibility assuming 

sense of leaders, common culture, and leader dedication (Sukirno & Siengthai, 

2011). Therefore, vigorous participation enhances involvement and commitment, 

because individuals tend to place grander trust in and upsurge to a higher level of 

recognition of information discovered by them (Somech, 2005). 

Choy et al. (2016) have asserted that in the perspective of human relations, 

participation is a tool by which employees can opine about their preferences and 

their opinions about decision alternatives as it is decreasing employees’ resistance 

and augmenting management employee interactions. Participation is also employed 

by managers to guide employees to have trust and feel the significance of their 

contributions in decision-making process. Accordingly, encouraging their confidence 

and inspiring them to perform well. Nevertheless, in the human resources 

perspective participation is exploited by managers to draw on the employees’ 

capability and knowledge for refining the quality of decisions as well as augmenting 

the performance in general, and yield of both the organisation and employees.  
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In doing so, participation might also improve employee’s sense of responsibilities, 

common culture, and employee dedication. Furthermore, to that, employee 

participation is linked to the implementation of programmatic decisions and creates 

opportunities for instructional improvement. From this, participation would develop 

employees’ opportunities in obtaining new knowledge and understandings. These 

opportunities can boost respectively instructional improvement and employee’s 

output (Sukirno & Siengthai, 2011). 

2.4 Underpinning Theory of the Study  

Transformation transactional theory is the most prestigious and prominent theory in 

the domain of organizational change management, among the prevailing theories of 

leadership. As elucidated by Ejere and Abasilim (2013), and Burns (1978) who 

conceptualized two components to distinguish “ordinary from extraordinary” styles 

of leadership. Transactional leadership is structured over traditional exchange 

association in which follower’s submission (effort, productivity, and loyalty) 

exchange for anticipated rewards. In contrary, transformational (extraordinary) 

leaders nurture follower’s realization levels about the significance and value of 

chosen consequences and means to achieve them. Additional, they also encourage 

followers to exceed their own instantaneous self-interest for the sake of the task and 

vision of the organization. 

Total engagement such as emotional, intellectual and moral boosts followers to 

develop and execute beyond expectations (Burns, 1978; Bass, 1985). Burns (1978), 
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discovered that transformational leadership comprises of the process of inducing key 

changes in organizational approaches to realize the organization’s objectives and 

strategies. Bass (1985) argued that transactional leaders endeavour their 

organizational cultures following prevailing rules and processes, although 

transformational leaders alter their cultures based on a new vision and a revision of 

common assumptions, values and standards. When an organization must adapt to 

changes in technology, its leadership is an essential component in its efficacious 

change. 

Bass (1985) by augmenting a paradigm of transformational and transactional 

leadership extended the scholarly work of Burns (1978), and mentioned to in more 

current publications as the “full range leadership model” (Bass & Avolio, 1997). 

On the other side, servant leadership behaviours added to the development and 

conservation of robust interpersonal linkages between leaders and followers, and are 

influential in easing employees to accrue their extreme potential and realize self-

motivation. Leaders encourage these essential behaviours by developing social 

exchange linkages with their respective followers, rather than merely depending on 

the economic advantages in the employment contracts or the authority used in their 

positions. The leadership approach that is significantly linked to social exchange 

theory is leader member exchange (LMX) theory (Liden et al., 2008). The LMX 

perspective is novel among the prevailing leadership theories in the sense that it 

emphases on dyadic associations between leaders and followers. Rather than the 

intersection between servant leadership and LMX, LMX theory is muted with 
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respect to the delivery of personal healing, the conversion of followers into servant 

leaders, and the reinforcement of service to the community (Liden et al., 2008).   

In terms of participative leadership there prevail theoretical elucidations for the 

positive association between participation and performance: enhanced quality of 

decisions; and enhanced motivation (Choy et al., 2016). In association to enhanced 

quality of decisions, employees possess pertinent knowledge and skills for making 

their jobs done and participation can deliver the opportunity for employees to 

enforce and share pertinent knowledge and abilities in decision-making processes 

that enhances the information stream, stimulating creativity, augmenting the quality 

of decisions. That in return enhances the job performance. Likewise, the perspective 

of increased motivation is depending on the perspective that employees’ satisfaction 

with obtaining the desired yields by participation in the decision-making process 

encourages them to strive harder thereby leading to developed job performance 

(Choy et al., 2016).   

2.5 Summary 

The previous studies show that leadership styles have great influence towards job 

performance. Obviously, transformational, transactional, servant and participative 

leadership styles related to job performance. Moreover, studies also identify the 

responsibilities of leaders and followers to achieve the target. The goals of each 

manager are to enhance production and efficiency to attain result for the 

organization. The positive relationship between job performance and leadership 
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styles will influence the improvement and help organizations to achieve their vision 

and mission with great success. This study indicated that job performance level is 

based on the various types of leadership styles which, as a result lead to produce high 

level of performance in the organizations. The subsequent chapter describes research 

methodology.  
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CHAPTER THREE 

METHODOLOGY 

3.1 Introduction 

The chapter deals with methodology of research utilized for the present study. It 

contains information about research method and design used for collection of data 

and analysis of obtained data. The chapter is organized based on the following 

sections: research design, population of samples, the sampling procedures, procedure 

of data collection, tool for data collection, pre-test stage and the hypothesis was 

tested with the help of statistical analyses, and summary.  

3.2 Research Framework 

A framework of research was developed, based on review of the existing literature 

about the topic. The model focuses on the possible effects between dependent and 

independent variables, independent variables contain transformational leadership, 

servant leadership, transactional leadership, participative leadership while the 

dependent variable is job performance. 
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Figure 3.1 

Research Framework 

 

3.3 Hypothesis Development   

The prevailing association between leadership and performance has earned 

enormous scholarly responsiveness. Most of the existing literature concerning the 

association between transformational/transactional leadership and performance has 

produced both positive and adverse findings. Accordingly, Bass (1985) asserted that 

transactional, transformational and laissez-faire styles of leadership and 

performances put an essential impact on management. The anticipations of followers 

are significant component in the accomplishment of the organization's effectiveness. 

This is a crucial the reasons that managers are crucial for an individual's career. They 

can assist a person progressively or mitigate the pace of progress for moving in their 

careers. Managers serve as essentials foundations of performance response and as 

leadership ideals for subordinates. The excellent managers assume consistency in 
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Servant leadership 
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their activities while challenging the individuals, building trust over them, and 

devoting time for them, Managers, similar to other leaders, should be persuading to 

the individuals in case if they have obtained skills and assume development in their 

career. Different people have different managers having different behaviours. 

 

Bass (1985) have argued that entire leaders are in a linkage of association. They do 

not merely inspire their managers and as well as colleagues however, they also 

positively impact others within an organization, even not having the authority. For 

instance, Kotter (1990) has discovered in his research regarding the general 

managers, to accomplish success, development of the effective associations is a 

crucial job challenge and major factor. The colleagues are worthy sources of 

information that can divulge the things happening in various other sections of the 

organization. They can be advisers and counsellors in delivering the response 

concerning an individual’s personal style. According to Burns (1978) 

transformational leaders are knowledgeable motivators of the followers. This sort of 

leadership avails the enthusiast that surpasses organizational benefits and controls 

(Lipman-Blumen, 1996). Transformational associations grow between leaders and 

subordinates. These encourage subordinates to strive toward objectives that go 

beyond individual desires and according to the organizational visions. According to 

Wofford and Goodwin (1994) the transaction leaders are likely to have an experience 

by working for the short term performance goals of an organization or may have had 

more acquaintance to transactional, instead of transformational, ideals. 
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Nonethelss, by employing Bass’s (1985) Multifactor Leadership Questionnaire 

(MLQ), a high level correlation was discovered between the transformational style of 

leadership and the respective performance level. This correlation was significantly 

higher than the positive correlation that was found the transactional style of 

leadership and transactional leadership style and the respective performance.  

In various studies, it has been discovered an adverse correlation between the 

transactional style of leadership and performance (Geyer & Steyrer, 1998; Lowe et 

al., 1996; MacKenzie et al., 2001; Parry & Bryman, 2006). Likewise, Bass (1985) 

argued that employees’ selection to execute tasks without identifying the leader and 

the organization. This association augments findings in the employees’ foundational 

agreement with the values which they are essential for performance. 

 

In addition, servant leaders consider the needs of their respective subordinates as 

more important than their own needs and focus their endeavours on assisting the 

subordinates to develop to augment their highest potential and attain maximum 

success for themselves and for the organizational. This indicates that the servant 

leaders emphasise on the requirements of their subordinates and strengthen their 

belief which is dynamically chasing a high quality of association. Moreover, in 

relation to supporting subordinates to develop, servant leaders consider the affective 

and emotional essentials of subordinates by offering them provision that extends 

beyond the recognized employment career (Liden et al., 2008).   
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As has been argued in the pertinent literature (Choy et al., 2016), that subordinates 

of the high-quality linkages are more possibly than others to be indulged in essential 

decision-making processes by which they are likely to share and effect decision 

making with the manager; consequently, they pledge more endeavours to fulfil the 

decisions as they feel it their own decision. Participation in the process of decision 

making also empowers subordinates to imply their own knowledge and potentials to 

accomplish the decisions, thus by enhancing the quality of decisions and 

encouraging the subordinates to put extra efforts for successful accomplishment of 

the job and guiding to optimal performance. For this purpose, the following 

hypothesis was formulated to examine the linkages between leadership styles and job 

performance: 

H1: Transformational leadership is positively related to job performance. 

H2: Transactional leadership is positively related to job performance. 

H3: Servant leadership is positively related to job performance. 

H4: Participative leadership is positively related to job performance. 

H5: Leadership styles have a significant and substantial influence on job 

performance.                         

3.4 Research Design 

This study is a quantitative type of research, which seeks to explain relationships 

among variables since the primary objective was to study the impact of those 

variables that have been suggested as having an influence on job performance. For 

the present research, relationship between each variable of servant leadership, 
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transformational leadership, participative leadership, transactional leadership and job 

performance will be examined. This study is descriptive research, the method chosen 

to analyse the hypotheses and assess the empirical links between independent 

variable, which consists of transformational leadership, transactional leadership, 

participative leadership, servant leadership, and dependent variable which is job 

performance. The study used statistical analysis such as, PLS-SEM to describe and 

investigate the relationships between characteristics of a population (Awang, 2012; 

Sekaran, 2007; Hair et al., 2010). Sekaran (2007) reported that descriptive research 

is usually in the form of statistics to show frequencies, percentage and averages. It is 

mainly valuable when an area is first investigated. In the present study, descriptive 

research is utilized to describe personal data of the respondents which means that the 

approach in this study is focused on looking at variables at a specific point in one 

time in the process of data collection (Sekaran, 2007; Kumar et al., 2013). 

3.5 Unit of Analysis and Population of the Study 

Target population of the present study refers to the Telecommunications Company in 

Algeria. Therefore, the unit of analysis in the study are individuals. However, 

sampling frame refers to the Orascom Telecom Algeria (OTA). Further, the OTA 

offers both valued-added services and basic voice to its retail and corporate 

subscribers.   

 

Meanwhile, the respondents of this study are the employees to provide their 

feedback in a five-point Likert scale survey. The participating employees were 
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chosen because they enrolled in the company and they are capable in understanding 

the overall characteristics of their superiors to provide more information about their 

leadership styles.  

3.6 Sample Size and Sampling Techniques 

As mentioned earlier, the population of this study consists of Telecommunications 

Company in Algeria located in Algiers, Oran. Sampling is done in quantitative 

research to study the representative sample which closely reproduced characteristics 

of interest in a greater population. A total number of employees in 

Telecommunications Company in Algeria is 4000, this is based on the official Portal 

of Orascom Telecom Algeria SPA (IDE-JETRO, 2017). According to the 

generalized scientific guidelines for sample size decisions by Krejcie & Morgan 

(1970) the appropriate sample size for this study is 351 employees. The sampling 

guidelines is used because it reflects the true population characteristic by taking into 

account the aspects of confidence and precision in determining the right sample size 

which chosen in this study (Cavana et al., 2001). 

The study employed a simple random sampling. In this technique, the sample was 

selected from the population by using random procedures, in a way that give 

accurately the same chance of being selected to every unit of population. Moreover, 

simple random sampling is used because there isn’t any bias that an employee will 

be selected over another and the selection of an employee doesn’t bias researcher 

against selection of another (Sekaran & Bougie, 2016). 
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3.7 Data Collection 

Based on hypothesis and objectives of the present study, the questionnaire is used as 

tool for data collection, which was considered most appropriate data collection 

method to gather information and responses (Kumar et al., 2013). Questionnaire in 

this study is used as an approach to collect data at a single point in time to get 

responses in a short time (Cavana et al., 2001; Kumar et al., 2013; Zikmund et al., 

2010; Hair et al., 2010). Therefore, data collection is conducted through self-

administered questionnaire. Under this technique, researcher distributed 

questionnaires to respondents through sending to the email address of selected 

employees. Based on this, the process is started with contacting the selected 

employees through their email address, phone calls, followed by cover letter which 

explains the objectives of study to get approval for data collection, after the 

approval, respondents were complete the questionnaire and return their respective 

responses through the researcher’s email address.  

This technique is chosen because the sample of this study covers wider geographical 

area which is in Algiers and Oran. Furthermore, the benefits of self-administered 

questionnaires are speed, economy, lacking interviewer bias, and possibility of 

privacy and anonymity to reassure more appropriate response (Awang, 2012). 

Further, these questionnaires were divided into six parts. The first part is about 

respondent’s profile, while the second part is about job performance, the third part is 

about transformational leadership, the fourth part is about transactional leadership, 
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the fifth part is about servant leadership, and the last part is about participative 

leadership as shown in the following table: 

Table: 3.1 

Questionnaire design 

 

 

 

 

 

 

 

 

Further, to construct the questionnaire researcher used five-point Likert scale. 

Measurement of each item was taken from 1 to 5, strongly disagree and strongly 

agree respectively (Kumar et al., 2013; Awang, 2013; Cavana et al., 2001), the 

reason was that Likert scale allows respondent to describe their perception and 

feelings with given statement to enhance the measurement validity. 

3.8 Research Instrument 

The measures used for the present study is described in this section. Job performance 

is a dependent variable and, transactional leadership, participative leadership, servant 

leadership, transformational leadership are the independent variables. Research 

Questionnaire 

parts 
Descriptions 

part A Profile of respondents: gender, age, experience, education 

level, name of the organization. 

part B Contains of 6 items on job performance. 

part C Involves of 20 items on transformational leadership. 

part D Consists of 12 items on transactional leadership. 

part E Comprises of 23 items on servant leadership. 

part F Consists of 5 items on participative leadership. 
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hypotheses for this study were formulated from the theoretical framework. The 

hypotheses postulated are to response research questions in the present study.  

Questionnaire is made up of six sections. Section A consists Profile of respondents. 

Section B consists of six items measuring job performance, while section C contains 

twenty items measuring transformational leadership. This is followed by section D 

with twelve items measuring transactional leadership. Section E comprises twenty-

three items measuring servant leadership, finally, section F contains five items 

measuring participative leadership. 

 

All these measures for sections A to F were developed from different sources of past 

scholars, selected on the bases of their respectable value of Cronbach’s alpha (α). 

Below tables summarize the measures utilized in the present study with their 

associated Cronbach’s α value. The measurement instrument is reliable when value 

is more than 0.70, indicating appropriate tool to use. In the present study’s context, 

however, the minimum satisfactory level was at 0.60 (Sekaran, 2010). 

3.8.1 Measurement of dependent variable 

Dependent variable is set as job performance in the present study. To fully capture 

nature of job performance in the Algerian telecommunications company. A six-item 

measurement, were adopted from the previous research by Liao and Lu and Huang 

and Chiang (2012), these items will be used in this study to assess job performance 

in Orascom Telecom Algeria (OTA). Job performance is measured using interval 

scales, ranging from 1 to 5, strongly disagree and strongly agree respectively. From 
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this, Cronbach’s α of the original questionnaire was 0.94. Therefore, these 

instruments are suitable to be adapted directly to measure job performance in the 

current study. The respondents were asked to rate their perceptions towards job 

performance as shown in the following Table 3.2. 

3.8.2 Measurement of independent variables 

An instrument with twenty items measures the independent variable of study which 

is transformational leadership. The items were adapted from Avolio et al. (1999) to 

measure the respondents’ perceptions about job performance in Orascom Telecom 

Algeria (OTA). This study used twenty items taken from Multifactor Leadership 

Questionnaire (MLQ) Form 5X to measure transformational leadership. However, 

intercorrelations of .80 to .90 have been reported using the MLQ 5X. 

Transformational leadership as an independent variable is a measure using five-point 

Likert Scale ranging from 1 = strongly disagree to 5 = strongly agree. 

Transactional leadership style is measured by the Multifactor Leadership 

Questionnaires (MLQ-Form 5x) adapted from Bass and Avolio (1997) consisting of 

twelve items. Five Point Likert Scale were used as the measuring scales for each 

question ranging from 1 to 5, strongly disagree and strongly agree respectively. 

Independent variable, servant leadership, is measured using a twenty-three-item 

measurement with five-point Likert Scale ranging from 1 to 5, strongly disagree and 

strongly agree respectively. The items were adopted from Zhang and Lee and Wong 
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(2016). The inter-correlations range from 0.6 to 0.9 which shows a reasonable test 

validity. 

Finally, the measurements for participative leadership were adopted from Mesu and 

Sanders and Riemsdijk (2015). The measurement was based on a five-point Likert 

scale ranging from 1 to 5, strongly disagree and strongly agree respectively and a 

Cronbach’s alpha of 0.86. Table 3.2 shows the items and source of items for each 

variable. 

Table 3.2 

 Items and Source of Items for Each Variable 

 

Construct 
Operational 

definitions 

Item 

Code 

Survey Items Source 

 

Job performance 

can be demarcated  

 

JP1 

 

I understand the criteria of performance 

review of my organization. 
 

 

as work 

performance in term 

JP2 I understand my job and how to carry it out  

Job performance  

of quality and 

quantity 

JP3 I can resolve unexpected schedules on time. (Liao et al.,  

 

expected from every 

employee 

JP4 I maintain good record of attendance in this 

organization. 
 2012) 

  

JP5 I can carry out assigned duties effectively 

and efficiently. 
 

  

JP6 I am very conversant with the standard 

operating procedure of my job. 
 

  

TRFL7 My head of department re-examines critical 

assumptions to question whether they are 

suitable. 
 

  

TRFL8 
My head of department seeks differing 

viewpoints when resolving difficulties. 

(Avolio et al., 

1999) 

Transformational 

leadership 

Means the 

leadership that 

TRFL9 My head of department wants me to look at 

problems from various perspectives. 
 

 

drives the 

development of 

TRFL10 My head of department proposes novel 

ways of looking at how to complete task. 
 

 

subordinates’ full 

abilities, 

TRFL11 My head of department talks positively 

about the future. 
 

 

higher needs, good 

value systems,  

TRFL12 My head of department talks devotedly 

about what needs to be done. 
 

 

motivation and 

moralities. 

TRFL13 My head of department speaks a 

convincing image of the future. 
 

  

TRFL14 My head of department express confident 

that goals would be attained. 
 

  

TRFL15 My head of department spend time 

coaching and teaching me. 
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TRFL16 My head of department behaves with me as 

an individual instead of just as a member of 

a group. 
 

  

TRFL17 My head of department considers me as 

having different abilities, needs and 

ambitions from others. 
 

  

TRFL18 My head of department helps me to 

enhance my strengths. 
 

  

TRFL19 My head of department speaks about their 

utmost significant beliefs and values. 
 

  

TRFL20 My head of department instils arrogance in 

me for being linked with him/ her. 
 

  

TRFL21 My head of department postulates the 

significance of having a strong sense of 

purpose. 
 

  

TRFL22 My head of department goes beyond self-

interest for betterment of a group. 
 

  

TRFL23 My head of department considers the 

ethical and moral costs of decisions. 
 

  

 

TRFL24 

 

My head of department displays a sense of 

authority and self-confidence in 

organization. 
 

  

TRFL25 My head of department stresses the 

significance of having a shared sense of 

mission. 
 

  

TRFL26 My head of department provides me with 

help in exchange for efforts. 
 

  

TRSL27 My immediate superior talks me what to do 

if I want to be rewarded for my efforts. 
 

Transactional 

leadership 

Transactional 

leadership is an 

exchange  

TRSL28 There is close contract between what I am 

likely to put into the group effort and what 

I can get out of it. 

(Bass & Avolio, 

1997) 

 

between 

subordinates and 

leaders desired 

TRSL29 My immediate superior rewards my 

achievement.  

 

outcomes by 

fulfilling the 

leader’s 

TRSL30 My immediate superior recognizes my 

achievement.  

 

interest and 

subordinate’s 

expectations 

TRSL31 My immediate superior Arranges to rectify 

mistakes  

  

TRSL32 My immediate superior emphases on 

mistakes 
 

  

TRSL33 My immediate superior keeps record of all 

complaints 
 

  

TRSL34 My immediate superior focusses on 

failures. 
 

  

TRSL35 My immediate superior responds to 

problems only if they are serious 
 

  

TRSL36 My immediate superior look at problems 

from several different perspectives 
 

  

TRSL37 My immediate superior wait for things to 

go mistaken before taking any action. 
 

  

TRSL38 My immediate superior wait for the 

problem become long-lasting before he/she 

affect. 
 

  

SL39 The principal puts my best benefits ahead 

of his/her own. 
 

Servant 

leadership 

The extent to which 

servant leadership 

SL40 The principal performs everything he/she 

can to oblige me. 
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focuses on the need 

and interest of 

SL41 
The principal sacrifices his/her own interest 

to meet my requirements. 

(Zhang et al., 

2016) 

 

follower with the 

goal of helping 

them for grow, 

SL42 
The principal goes beyond and above the 

call of duty to meet my needs.  

 

prosper and 

develop. 

SL43 The principal is the one I could turn to if I 

had a personal shock. 
 

  

SL44 The principal is good at serving me with 

my expressive issues. 
 

  

 

SL45 The principal is artistic at helping me heal 

expressively. 

 

 

  

SL46 The principal is the one who would help me 

patch my harsh feelings. 
 

  

SL47 The principal looks attentive to what’s 

happening. 
 

  

SL48 The principal is good at anticipating the 

costs of decisions. 
 

  

 

 

 

SL49 

 

 

 

The principal has excessive awareness of 

what is happening. 
 

  

SL50 The principal looks in touch with what’s 

going on. 
 

Servant 

leadership 

 

SL51 The principal sounds to know what is about 

to happen. 
 

  

SL52 
The principal proposes convincing reasons 

to get me to perform things. 

(Zhang et al., 

2016) 

  

SL53 The principal inspires me to vision big 

dreams about the organization. 
 

  

SL54 
The principal is very convincing. 

 

  

SL55 The principal is good at persuade me to 

perform things. 
 

  

SL56 The principal is talented when it comes to 

convincing me. 
 

  

SL57 The principal thinks that organization needs 

to play an ethical role in society. 
 

  

SL58 The principal thinks that our organization 

needs to perform as a community. 
 

  

SL59 The principal perceives the organization for 

its potential to contribute to the society. 
 

  

SL60 The principal boosts me to establish 

community spirit in the workplace. 
 

  

SL61 The principal is formulating the 

organization to make an optimistic 

transformation in the future. 
 

Participative 

leadership 

The extent to which 

participative 

leadership 

PL62 The principal considers subordinates 

(Mesu et al.,  

 

make decision in 

cooperation and 

PL63 The principal consults before acting  2015) 

 

consultation with 

subordinates 

PL64 The principal turns to when faced with 

problem 
 

  

PL65 The principal asks for proposals 
 

  

PL66 The principal advices on assignments 
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3.9 Pre-Test 

Pretesting was conducted using a slight sample of respondents with same features to 

the targeted population. A pre-testing is a small-scale version of a study which 

collects same data from respondent to actual study, which assists as a guide to realize 

if selected method and approach would work as envisioned (Zikmund et al., 2010). 

A pre-testing is also utilized as the fine-tuning step to avoid any impending critical 

error which is foreseen in an actual study. For first phase, questionnaire items were 

pre-tested for content validity on the chosen academicians in Universiti Utara 

Malaysia (UUM).   

 

Gay and Diehl (1996) suggested two to three persons to do pre-testing of a 

questionnaire before being utilized in the actual study to notice any insufficiencies 

and offer suggestions for enhancement. The academicians were selected on the basis 

of their experience in industry and their previous research activities in the 

manufacturing study. The respondents were asked to evaluate the items for clarity of 

questions, precision of words, readability as well as adequacy of items utilized for 

concept measurement in the questionnaire. However, based on the individual 

feedback received during this pre-test, the questionnaires were analysed, reviewed 

and refined.  

 

A pilot test was conducted from August 2017 until September 2017, to pre-test and 

examine the reliability value of each dimension in the instrument. To this end, 

validity test is an important issue that should be considered, because validity is 
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defined as the accuracy of the measurement, it is an assessment of the exactness of 

the measured relative to what actually exists (Kumar et al., 2013). The process of 

reliability and validity are considered to be important to ensure accuracy and 

consistency of the responses gathered from the questionnaires. 

 

Based on this, a total of 30 employees were involved in the pilot test. From the 

responses that have been gathered, the results of testing reliability of measurement of 

constructs indicated that the Cronbach`s coefficient alpha of constructs was 0.97 as 

confirmed in Table 3.3 

 

Table 3.3 

Reliability Statistics 

Cronbach's 

Alpha 

Cronbach's Alpha Based on Standardized 

Items 

N of 

Items 

0.972 0.973 66 

 

 

Zikmund et al. (2010) states that Cronbach`s Alpha is the reliability coefficient 

shows that how appropriate the items in the set are positively correlated to one-

another. Mostly, an Alpha Coefficient of 0.6 and above is, particularly for initial 

investigations, acceptable. 

3.10 Data Analysis Method 

To evaluate the respondents’ profile, the data was analysed using Statistical Package 

for Social Sciences (SPSS) version 23. 
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Data was analysed to examine the profile of the respondents using Statistical 

Package for Social Sciences (SPSS). This software was used to generate a statistic of 

the research. Frequency and percentage, ingredients of descriptive statistics, are used 

to describe respondent’s profile. Further, data screening should be done by checking 

the accuracy of the data input.  For more details, Sekaran (2007) specified that prior 

to data analysis, steps, including data screening, coding and selecting suitable 

strategy for data analyses, must be completed. Raw data must be coded properly and 

consistently to assist statistical analysis. In addition to that, data screening was 

conducted to ensure detection of any data entry related error. The method used for 

screening data is done by performing descriptive statistics of the variables. 

  

After the process of selecting the appropriate data to be analysed. Data for this study 

was examined with Smart (PLS 2.0) which is one among the mainstream software-

applications for Partial Least Squares Structural Equation Modeling (PLS-SEM) 

(Hair et al., 2014; Henseler et al., 2015). The very approach focuses on explaining 

variance in dependent variables when examining the model, besides, PLS-SEM 

permits advanced model-elements for the flexible handling (Sarstedt et al., 2014). 

PLS-SEM is a preferred substitute since it enables researcher to estimate and create 

such models, without imposing supplementary restraining constraints. Furthermore, 

PLS-SEM applications addresses the topics such as lasting existence of organisations 

(Hair et al., 2012). The use of PLS-SEM methods is recommended, because it works 

appropriately with the sample sizes, small in numbers (Hair et al., 2012). The current 

study examined four relationships within the structural model and hence formative 
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and reflective measurement-models can be easily handled by using PLS-SEM 

techniques, single-item constructs too, with having no identifying problem. 

Therefore, it can be applied in an extensive variety of research circumstances. When 

using PLS-SEM, researcher has, also, benefited from high competence in parameter 

estimation that is developed in a greater power of statistics. Therefore, PLS-SEM is 

more prone to extract an explicit association significant when it is certainly 

significant in population (Hair et al., 2014). The study used PLS-SEM due to its 

status of accessibility to everyone; this software could be downloaded without any 

cost, instructions are given on their website, and the community of active PLS-SEM 

users are very supportive in becoming acquainted with it. For the present study, 

research model was assessed utilizing PLS that is the variance-based approach to the 

structural-equation-modelling (SEM) (Hair et al., 2014), and his approach is well-

matched for analysing the predictive model with multiple-item construct. 

3.11 Summary 

The chapter has demonstrated the method which was utilized in the present study. It 

has described sampling and population procedure, research approach for the present 

study. This chapter has also concluded procedure for data collection, measuring 

instrument, and data analyses method to examine the hypotheses.  

Data analyses and findings are to be present in the upcoming chapter. 
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CHAPTER FOUR 

RESULTS  

4.1 Introduction 

This chapter shows the results of study using SPSS program to describe demographic 

background of the respondents and to examine how the respondents are dissimilar 

with regards to the gender, age, marital status, work experience, current position, and 

academic qualification. Similarly, this study employed the Partial Least Squares 

Structural Equation Modelling (PLS-SEM) to assess the outer measurement model as 

a prerequisite for the inner structure model assessment. The structural and 

measurement models were used for the hypothesis testing. 

4.2 Overview of Data Collection 

4.2.1 Response rate 

Data collection was carried out through the survey method, which administered a 

questionnaire to 400 respondents, of which 240 were collected. However, a total of 

35 cases were not completed. Hence, a total of 205 respondents were used for further 

analysis. Thus, the total response rate recorded is 51.25%. Since a response rate 

above 50% is acceptable (Hair et al., 2010), the response rate in this study is 

sufficient to proceed for further analysis. 

 



 

 68 

4.3 Data Cleaning and Screening 

In the present study, data were screened for errors in coding. Results indicated no 

errors in data entry. There were no extreme minimum or maximum values exceeding 

the range, and the mean was also within the specified range. Thus, the data were 

clean. Using missing values analysis in SPSS, the researcher finds no missing values.  

4.4 Demographic Profile of Respondents 

The demographic information contained in the 205 returned questionnaires is 

summarised in Table 4.1. 

4.4.1 Gender 

90.7% (186) of the respondents were male and 9.3% (19) were female. 

4.4.2 Age 

112 respondents (54.62%) were aged between 40 and 49 years, 55 respondents 

(26.8%) were aged between 30 and 39 years, 38 respondents (18.5%) were less than 

30 years. 

4.4.3 Marital Status 

122 (59.5%) respondents reported being single, while 83 (40.5%) respondents are 

married. 
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4.4.4 Work Experience 

The majority of the respondents (35.6%) had worked from 1 to 5 years, while 66 

respondents (32.2%) had worked less than 1 year, 48 respondents (23.4%) had 

worked from 5 to 10 years, 18 respondents (8.8%) had worked 10 years and above. 

4.4.5 Academic Qualification 

132 respondents (64.4%) reported they held first degree at the time of first joining 

the organisation, followed by 44 respondents (21.5%) who held a diploma, and 29 

respondents (14.1%) having master’s degree. 

4.4.6 Current Position 

90 (43.9%) respondents hold the position of Executive. 55  (26.8%) respondents hold 

the position of Assistant Manager, 42 (20.5%) respondents holding the position of 

Senior Executive, 12 (5.9%) respondents hold the position of Chief Clerk, 6 (2.9%) 

respondents hold the position of Clerk. 

Table 4.1 

Demographic Information 

Demographic 

Variables 
Category 

(N = 205) 

Frequency 

Percentage 

% 

Gender Male 186 90.7 

 

Female 19 9.3 

Age Less than 30 years 38 18.5 

 

Between 30 and 39 years 55 26.8 

 

Between 40 and 49 years 112 54.6 

Marital Status Married 83 40.5 

 

Single 122 59.5 

Work Experience 10 years and above 18 8.8 
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5 -10 years 48 23.4 

 

1-5 years 73 35.6 

 

Less than 1 year 66 32.2 

Academic  Master’s Degree 29 14.1 

Qualification First Degree 132 64.4 

 

Diploma/NCE/ etc. 44 21.5 

 

 

 

 

Current Position 

 

 

 

 

Clerk 

 

 

 

 

6 

 

 

 

 

2.9 

 

Chief Clerk 12 5.9 

 

Executive 90 43.9 

 

Senior Executive 42 20.5 

 

Assistant Manager 55 26.8 

 

Total 205 100 

 

4.5 Descriptive Statistics 

Descriptive analysis was conducted to describe the general situation of 

transformational leadership, transactional leadership, servant leadership, 

participative leadership and job performance. As shown in Table 4.2, the mean, 

standard deviation, maximum and minimum value of the constructs were reported. 

 

The mean for all constructs is just above the average, ranging from 3.6146 to 4.0244. 

Standard deviation ranges from .23533 to .85992.  
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Table 4.2 

Descriptive Statistics of the Constructs 

Constructs N Minimum Maximum Mean Std. Deviation 

JP1 205 1.00 5.00 3.8195 .66540 

JP2 205 3.00 5.00 3.9756 .51866 

JP3 205 2.00 5.00 3.8585 .55527 

JP4 205 1.00 5.00 3.7902 .63393 

JP5 205 3.00 5.00 3.9415 .48151 

JP6 205 3.00 5.00 3.8829 .47066 

TRFL7 205 1.00 4.00 3.7317 .61135 

TRFL8 205 1.00 4.00 3.7610 .59938 

TRFL9 205 1.00 4.00 3.7024 .62170 

TRFL10 205 1.00 4.00 3.7317 .61135 

TRFL11 205 1.00 5.00 3.7024 .85992 

TRFL12 205 1.00 4.00 3.7317 .61135 

TRFL13 205 1.00 4.00 3.7024 .62170 

TRFL14 205 1.00 5.00 3.7610 .73193 

TRFL15 205 1.00 4.00 3.6146 .76874 

TRFL16 205 1.00 4.00 3.6732 .71778 

TRFL17 205 1.00 5.00 3.7073 .70863 

TRFL18 205 1.00 4.00 3.6732 .67556 

TRFL19 205 1.00 4.00 3.6780 .62916 

TRFL20 205 1.00 4.00 3.7317 .65770 

TRFL21 205 1.00 4.00 3.7366 .60947 

TRFL22 205 1.00 5.00 3.7951 .63166 

TRFL23 205 1.00 4.00 3.6732 .63052 

TRFL24 205 1.00 4.00 3.7366 .60947 

TRFL25 205 1.00 5.00 3.7659 .64459 

TRFL26 205 1.00 4.00 3.7073 .62008 

TRSL27 205 2.00 4.00 3.8439 .37707 

TRSL28 205 3.00 4.00 3.8488 .35914 

TRSL29 205 1.00 4.00 3.8098 .42921 

TRSL30 205 3.00 4.00 3.9122 .28370 

TRSL31 205 1.00 4.00 3.8976 .34901 

TRSL32 205 2.00 4.00 3.8195 .51603 

TRSL33 205 3.00 4.00 3.9415 .23533 

TRSL34 205 2.00 4.00 3.8488 .43336 

TRSL35 205 2.00 4.00 3.8780 .40796 

TRSL36 205 2.00 5.00 3.8195 .57018 
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Constructs N Minimum Maximum Mean Std. Deviation 

 

TRSL37 

 

205 

 

2.00 

 

4.00 

 

3.8439 

 

.44834 

TRSL38 205 2.00 4.00 3.8439 .37707 

SL39 205 1.00 5.00 3.9561 .49806 

SL40 205 1.00 5.00 3.9561 .43502 

SL41 205 1.00 5.00 3.8976 .59758 

SL42 205 1.00 5.00 3.8976 .59758 

SL43 205 1.00 5.00 3.8976 .64492 

SL44 205 1.00 5.00 3.9610 .58447 

SL45 205 1.00 5.00 3.9024 .62642 

SL46 205 2.00 5.00 3.9024 .57756 

SL47 205 1.00 5.00 3.8976 .59758 

SL48 205 1.00 5.00 3.9561 .43502 

SL49 205 1.00 5.00 3.8976 .54615 

SL50 205 1.00 5.00 3.8976 .59758 

SL51 205 1.00 5.00 3.9561 .55397 

SL52 205 1.00 5.00 3.9268 .46391 

SL53 205 2.00 5.00 3.9024 .52416 

SL54 205 2.00 5.00 3.8780 .58558 

SL55 205 1.00 5.00 3.9268 .52348 

SL56 205 1.00 5.00 3.8683 .61614 

SL57 205 1.00 5.00 3.9268 .52348 

SL58 205 1.00 5.00 3.8976 .59758 

SL59 205 2.00 5.00 3.9073 .56551 

SL60 205 1.00 5.00 3.9268 .52348 

SL61 205 3.00 5.00 4.0244 .30420 

PL62 205 2.00 4.00 3.9317 .27156 

PL63 205 2.00 5.00 3.9902 .27989 

PL64 205 2.00 5.00 3.9902 .27989 

PL65 205 1.00 5.00 4.0146 .27077 

PL66 205 1.00 4.00 3.9561 .26757 

Valid N  205     
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4.6 Research Model Analysis 

4.6.1 The Measurement Model 

To analysing the research model, the first step is to assess the measurement model 

outer model through PLS-SEM. To do so, this study followed the two-step approach 

of convergent validity and discriminant validity (Hair et al., 2014). Figure 4.1 

represents the research model of the study.  

 

 

Figure 4.1 

The Research Model 
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4.6.2 Construct Validity 

In the construct validity this study established content validity, convergent validity, 

and discriminant validity (Hair et al., 2014). 

4.6.2.1 Content Validity 

Based on Sekaran (2010) content validity refers to the suitability of the questions for 

the concepts under study. It ensures that measures are adequate and represent the 

concept to be tested. This is where insights from experts become useful. Content 

validity is the extent to which the items generated to measure a construct 

appropriately measure the concept they are intended to measure (Hair et al., 2010). 

This is ensured through comprehensive review of research literature, gleaning items 

that have are established and tested in previous studies. From factor analysis, the 

items were correctly assigned to their constructs as shown in Table 4.3. The items 

show higher loadings on their corresponding constructs as compared to other 

constructs. In addition, item loadings confirmed the content validity of the measures 

used in this study as follows: 
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Table 4.3 

Cross-loading Factors 

Constructs 
Job 

Performance 

Participative 

leadership 

Servant 

leadership 

transformational 

leadership 

transactional 

leadership 

JP1 0.946086 0.492789 0.408753 0.355816 0.650319 

JP3 0.974332 0.352221 0.235977 0.384786 0.532793 

JP4 0.951721 0.512563 0.480436 0.401522 0.726373 

JP5 0.760057 0.094189 -0.206183 0.254954 0.071867 

JP6 0.936325 0.304349 0.09604 0.378988 0.393642 

PL1 0.140877 0.770607 0.759845 0.131287 0.599135 

PL2 0.507001 0.952209 0.552274 0.16076 0.466655 

PL4 0.153559 0.791005 0.253892 0.03586 0.074009 

PL5 0.383825 0.921123 0.710576 0.169998 0.597856 

SL1 0.362293 0.571607 0.903955 0.21577 0.648635 

SL10 0.067292 0.599451 0.928033 0.188919 0.51943 

SL11 0.165511 0.536588 0.961445 0.215984 0.669943 

SL12 0.111017 0.624136 0.933605 0.188652 0.609062 

SL13 0.009424 0.614985 0.787983 0.13892 0.404416 

SL14 -0.022685 0.414292 0.890676 0.172717 0.523747 

SL15 -0.143021 0.295699 0.819218 0.1341 0.468751 

SL17 0.248702 0.69083 0.984971 0.229269 0.666464 

SL18 0.043082 0.494032 0.920869 0.179628 0.618321 

SL19 0.248702 0.69083 0.984971 0.229269 0.666464 

SL2 0.036038 0.448637 0.874934 0.143322 0.494744 

SL20 0.111017 0.624136 0.933605 0.188652 0.609062 

SL21 0.115213 0.48789 0.894336 0.190331 0.59993 

SL22 0.248702 0.69083 0.984971 0.229269 0.666464 

SL23 0.388342 0.510655 0.909562 0.218897 0.520813 

SL9 0.111017 0.624136 0.933605 0.188652 0.609062 

TRFL1 0.391395 0.205474 0.244792 0.990838 0.383244 

TRFL10 -0.021648 0.061926 0.215818 0.795676 0.235849 

TRFL11 0.212781 0.237548 0.280374 0.833565 0.331773 

TRFL12 0.012603 -0.052497 0.180736 0.853133 0.253438 

TRFL13 0.214633 0.031534 0.278703 0.943886 0.403772 

TRFL14 0.056049 0.076623 0.136465 0.814304 0.173018 

TRFL15 0.121282 -0.020422 0.088546 0.915681 0.187227 

TRFL16 0.281105 0.07092 0.003477 0.898296 0.129845 

TRFL17 0.21511 0.108437 0.319453 0.945885 0.422483 

TRFL18 0.369319 0.018831 0.164864 0.957165 0.346543 

TRFL19 0.469342 0.101999 0.126107 0.947082 0.320922 

TRFL2 0.23084 0.041295 0.062982 0.9475 0.185818 

TRFL20 0.281953 0.142591 0.267494 0.961017 0.382252 
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TRFL3 0.055838 -0.052264 0.143992 0.89845 0.230763 

TRFL4 0.369155 0.09816 0.207008 0.958393 0.365677 

TRFL5 0.5556 0.214902 0.331393 0.754758 0.515833 

TRFL6 0.329812 0.228878 0.260679 0.949846 0.362528 

TRFL7 0.282175 0.220284 0.308739 0.962618 0.401121 

TRFL8 0.432722 0.24577 0.178243 0.864649 0.31417 

TRFL9 -0.12375 -0.120598 0.226173 0.737574 0.264464 

TRSL10 0.470956 0.277906 0.4845 0.33524 0.780096 

TRSL2 0.361879 0.200202 0.484666 0.357111 0.860981 

TRSL3 0.15681 0.420081 0.625581 0.293728 0.813114 

TRSL6 0.327855 0.517391 0.636575 0.26317 0.809149 

TRSL8 0.537725 0.589924 0.660412 0.330176 0.928687 

TRSL9 0.727726 0.598881 0.59788 0.368594 0.949558 

 

4.6.2.2 Convergent Validity 

Convergent validity is the degree to which multiple items measure the same concepts 

in agreement. Factor loadings, composite reliability (CR), and average variance 

extracted (AVE) are used simultaneously to assess convergent validity, as proposed 

by Hair et al. (2010). Composite reliability provides a more appropriate measure of 

internal consistency reliability. By employing composite reliability, PLS-SEM is 

able to accommodate different indicator reliabilities (Hair et al., 2014). In this study, 

validity was assessed by evaluating a construct’s convergent and discriminant 

validity. Supporting data are provided for convergent validity when each item has 

outer loadings above 0.5 and each construct’s average variance extracted (AVE) is 

0.5 or higher (Hair et al., 2010; Khozaei et al., 2012). The composite reliability 

values range from 0.920049 to 0.988272, which exceeds the recommended minimum 

value of 0.7 (Khozaei et al., 2012). This confirms the convergent validity of the 

measurement model as shown in Table 4.4.  
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Table 4.4 

Convergent Validity Analysis 

Constructs Items Loadings AVE CR C Alpha 

Job JP1 0.946086 0.840913 0.963288 0.953487 

Performance JP3 0.974332 

   

 

JP4 0.951721 

   

 

JP5 0.760057 

   

 

JP6 0.936325 

   Participative PL1 0.770607 0.743673 0.920049 0.888414 

leadership PL2 0.952209 

   

 

PL4 0.791005 

   

 

PL5 0.921123 

   Servant SL1 0.903955 0.840882 0.988272 0.990856 

leadership SL10 0.928033 

   

 

SL11 0.961445 

   

 

SL12 0.933605 

   

 

SL13 0.787983 

   

 

SL14 0.890676 

   

 

SL15 0.819218 

   

 

SL17 0.984971 

   

 

SL18 0.920869 

   

 

SL19 0.984971 

   

 

SL2 0.874934 

   

 

SL20 0.933605 

   

 

SL21 0.894336 

   

 

SL22 0.984971 

   

 

SL23 0.909562 

   

 

SL9 0.933605 

   transformational TRFL1 0.990838 0.809097 0.988263 0.98974 

leadership TRFL10 0.795676 

   

 

TRFL11 0.833565 

   

 

TRFL12 0.853133 

   

 

TRFL13 0.943886 

   

 

TRFL14 0.814304 

   

 

TRFL15 0.915681 

   

 

TRFL16 0.898296 

   

 

TRFL17 0.945885 

   

 

TRFL18 0.957165 

   

 

TRFL19 0.947082 

   

 

TRFL2 0.9475 

   

 

TRFL20 0.961017 
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TRFL3 0.89845 

 

TRFL4 0.958393 

   

 

TRFL5 0.754758 

   

 

TRFL6 0.949846 

   

 

TRFL7 0.962618 

   

 

TRFL8 0.864649 

   

 

TRFL9 0.737574 

   transactional  TRSL10 0.780096 0.738306 0.943935 0.931898 

leadership TRSL2 0.860981 

   

 

TRSL3 0.813114 

   

 

TRSL6 0.809149 

   

 

TRSL8 0.928687 

   

 

TRSL9 0.949558 

   Note: AVE=Average Variance Extracted; CR=Composite Reliability 

 

AVE were examined to reflect the overall amount of variance in the indicators 

accounted for by the latent construct. These values were found to be in the range of 

0.738306 to 0.840913 as established in Table 4.4, which exceed the recommended 

minimum value of 0.5 (Hair et al., 2010). Therefore, the measures have sufficient 

convergent validity. 

4.6.2.3 Discriminant Validity 

Discriminant validity was tested by comparing the correlations between the 

constructs and the square root of the AVE for a given construct (Hair et al., 2014). 

This means that squared AVE is higher than off-diagonal elements in the 

corresponding row and column, providing evidence of discriminant validity as 

presented in Table 4.5. The measurement model in this study demonstrates adequate 

convergent and discriminant validity. 
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Table 4.5 

Discriminant Validity Analysis 

Constructs JP PL SL TRFL TRSL 

JP 0.917 

    PL 0.420 0.862 

   SL 0.288 0.655 0.917 

  TRFL 0.394 0.160 0.230 0.899 

 TRSL 0.576 0.527 0.663 0.382 0.859 

 

4.6.3 Testing Predictive Relevance (Q
2
)  

Since the dependability and legitimacy of the external model is established, testing 

predictive relevance (Q
2
) is a method to assess the model’s predictive importance. 

The capacity of the suggested model to foresee endogenous constructs is dependent 

on appraisals of the coefficient of determination (R
2
), cross-approved excess (Q

2
), 

and way coefficients. In view of this, predictive significance is known as 

blindfolding methodology, which utilises an example re-use procedure (Hair et al., 

2014). The Q
2
 system suggested by Stone (1974) evaluates the model’s predictive 

legitimacy towards cross-validated excess measures. Therefore, Hair et al. (2012) 

argue that the Q
2
 procedure fits PLS-SEM provisions. 

 

The programming ascertains two values: cross-approved excess (cv-red) and cross-

approved communality (cv-comm). The cv-red is made to record the reason for 

acceptance. The cross-validated excess (cv-red) value is above zero (Q
2
=0.335), 

demonstrating predictive importance. A value below zero demonstrates an absence 

of predictive pertinence. Table 4.6 and Figure 4.2 demonstrate that the model 

contains predictive significance.  
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The R
2
 value represents the predictive force of the model. It surveys the combined 

impact of exogenous variables on the endogenous variable. In light of Cohen’s 

(1988) approach, a value of 0.26 is recognised as substantial, 0.13 is considered 

moderate, and 0.02 is considered powerless. On this study, we obtained an R
2
 value 

of 0.43, which is substantial. This means that a total 43% of variance is explained by 

each of the four constructs (transformational leadership, transactional leadership, 

servant leadership, participative leadership). This demonstrates that the model has 

predictive importance.  

 

Table 4.6 

Predictive Relevance of the Model 

Variable R
2
 

Cross-Validated 

Redundancy 

Job Performance 0.43 0.335 
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Figure 4.2 

Research Model with Blindfolding Results 

 

4.6.4 The Structural Model 

In the second phase of analysis, the structural model was assessed. In this stage, 

bootstrapping is a resampling strategy that been used and draws an extensive number 

from claiming subsamples, starting with unique information and estimating models 

for every subsample (Hair et al., 2014). The hypotheses of the structural model are 

tested using PLS. This is achieved by running the PLS-SEM algorithm; way 
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coefficients represent the guessed relationship around constructs as presented in 

Figure 4.3. The researcher needs to figure out whether the coefficients are 

statistically significant. Otherwise, bootstrapping can refer to any test or metric that 

relies on random sampling with replacement.  

 

Bootstrapping allows assigning measures of accuracy as it is defined in terms of bias, 

variance, confidence intervals, and prediction error or some other such measure to 

sample estimates. This technique allows estimation of the sampling distribution of 

almost any statistic using random sampling methods.  After bootstrapping Table 4.7 

and Figure 4.4, showed the institutionalised way coefficient (β), standard error, t-

values, p-values, and decision made. 

 

Table 4.7 

Hypothesis Testing 

Hypotheses Relationship 
Std. 

Beta 

Std 

Error 

T-

value 
P-value Decision 

H1 TRFL -> JP 0.209 0.065 3.214 0.000 Supported 

H2 TRSL -> JP 0.55 0.137 3.995 0.000 Supported 

H3   SL -> JP 0.331 0.151 2.184 0.015 Supported 

H4   PL -> JP 0.312 0.14 2.231 0.013 Supported 
**p<0.01, *p<0.05 

 

Table 4.7, Figure 4.3, and Figure 4.4 demonstrate the relationship between 

transformational leadership, transactional leadership, servant leadership, 

participative leadership, and job performance. Results show that the relationship 

between transformational leadership job performance is supported at the 0.01 level 

of significance (β=0.209, t=3.214, p=0.000). The relationship between transactional 
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leadership and job performance is strongly supported at the 0.01 level of significance 

(β=0.550, t=3.995, p=0.000). The results also show that the relationship between 

servant leadership and job performance is supported at the 0.01 level of significance 

(β=0.331, t=2.184, p=0.015). The relationship between participative leadership and 

job performance is supported at the 0.01 level of significance (β=0.312, t=2.231, 

p=0.013). 

 

 

Figure 4.3 

PLS Algorithm Graph – Relationship between all constructs  
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Figure 4.4 

PLS Bootstrap Graph - Relationship between all constructs 
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4.7 Summary of the Chapter 

This chapter used PLS to examine the relationship between transformational 

leadership, transactional leadership, servant leadership, participative leadership, and 

job performance. It also utilised SPSS to ensure the accuracy of data entry. 

SmartPLS was used to establish the reliability and validity of the outer model. This 

is followed by evaluation of the hypothesised relationships within the inner model. 

In addition to that, the predictive relevance of the model was evidenced. 

Examination of the structural model yielded results as shown in Table 4.7. The next 

chapter discusses the findings in light of the theory and context that form the 

framework of this study.  

 

 

 

 

 

 

 

 

 

 

 

 



 

 86 

CHAPTER FIVE 

   DISCUSSION 

5.1 Introduction 

Research findings of the study are discussed in this chapter and the stated objectives 

of the study are reiterated at the beginning, to give understanding of how 

participative leadership, transformational leadership, servant leadership, 

transactional leadership, and job performance are related. This chapter also explains 

the limitations and the contributions of the present study. For future research, some 

directions are suggested. At the end, conclusion of study is discussed. 

5.2 Recapitulation of the Study 

The research objective focused on investigating the relationship between 

transactional leadership, transformational leadership, participative leadership, 

servant leadership and the job performance among employees of Orascom Telecom 

Algeria (OTA). Empirically, the findings indicated that the objectives of the research 

were accomplished. Additionally, all of the four hypotheses were reported to be 

supported. More details are given in next section.  

5.3 Conclusion 

The relationships between transactional leadership, transformational leadership, 

participative leadership and, servant leadership are taken as independent variables 



 

 87 

while job performance is the dependent variable of of this study. Using SPSS, the 

study examined how the respondents were dissimilar in characteristics. Research 

objectives are as following:  

1. To examine the relationship between transformational leadership style and 

job performance. 

2. To determine the relationship between transactional leadership style and job 

performance. 

3. To determine the relationship between servant leadership style and job 

performance. 

4. To determine the relationship between participative leadership style and job 

performance. 

5. To determine the effects of leadership styles on job performance. 

5.3.1 Relationship between leadership styles and job performance 

The core research objective of this study is the investigation of existence of 

relationship between leadership styles and job performance. Thus, this study 

introduces a holistic model for studying deferent relationships including deferent 

styles of leadership as depicted in the research framework of study. These 

relationships were examined as follows: 
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5.3.1.1 Relationship between Transformational Leadership and Job Performance 

A model is introduced in this study for studying job performance among employees 

in the Orascom Telecom Algeria (OTA) by testing the role of transformational 

leadership towards job performance enhancement. Transformational leadership here 

is referred as the leadership style which can augment the higher needs, moralities, 

motivation, good value system, full potentials and motivation of the subordinates 

(Avolio et al., 1999). 

 

Hypothesis H1 states a positive relationship between transformational leadership and 

job performance among employees of Orascom Telecom Algeria (OTA). The 

empirical findings for this hypothesis achieved high score of (β=0.209, t=3.214, 

p=0.000). It is revealed from the findings that transformational leadership positively 

relates with job performance. This is consistent with results from studies by Ho 

(2016), and Bacha (2014), and Masa'deh et al. (2016), that leaders increasingly 

defining the subordinates’ level of performance and ability. It is because 

transformational leadership results in leading to positive relationships with 

performance motivation, commitment, subordinates and effective leaders among 

employees of Orascom Telecom Algeria (OTA).  

5.3.1.2 Relationship between Transactional Leadership and Job Performance 

Hypothesis H2 in this study states that there exists a significant relationship between 

transactional leadership and job performance among employees of Orascom 

Telecom Algeria (OTA). The empirical findings for this hypothesis achieved the 
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highest score (β=0.550, t=3.995, p=0.000), supporting the hypothesis. It supports the 

findings of Masa'deh et al. (2016) which revealed that there exists a positive impact 

of transactional leadership on job performance. It is in line with the transactional 

leaders’ method of offering reward for achievement of certain goals, it may stand a 

successful method as people have specific needs and in order to get them motivated 

such needs should be fulfilled, but it may not stand true when their basic needs are 

fulfilled. In such scenario merely offering reward for motivation may no longer stay 

valid as employees may have been partially motivated for job performance. At this 

point, to enhance or maintain the motivation level, other motivation means are 

required which may not exist in transaction leader’s job description (Masa'deh et al., 

2016). 

The current findings achieved the highest score in the relationship between 

transactional leadership and job performance. A reasonable explanation can be that 

Orascom Telecom Algeria (OTA) offers both kinds of contingent reward & 

management by exception. In which employees are clarified by the leader that what 

efforts will be required to get rewarded through participation and direction. In 

contingent reward, the leader explains to the employees all that is expected and 

thereby they agree on organizational goals achievement and when it is done, the 

leader offers rewards and recognition to such employees who do so. 

5.3.1.3 Relationship between Servant Leadership and Job Performance 

According to this study, servant leadership emphasizes upon follower’s interests and 

needs in order to help them develop, prosper, and grow (Zhang et al., 2016). 
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According to Hypothesis H3, there is significant relationship between servant 

leadership and job performance of Orascom Telecom Algeria (OTA). The suggested 

relationship of servant leadership and job performance is demonstrated in Table 4.7.  

This finding is corroborated by Otero-Neira (2016), and Huang et al. (2016) in their 

previous studies that the emphasis of servant leadership is on valuing and 

appreciating individuals, mentoring, and listening to followers, as well as laying 

emphasis on the interaction between follower and the leader. Other attributes of 

servant leaders are to encourage sense of trust, fairness and psychological safety on 

the workplace. This is consistent with the Orascom Telecom Algeria (OTA) belief of 

empowering employees so that they are encouraged to do better and achieve 

optimum potential as well as enjoying freedom of using their own abilities. 

5.3.1.4 Relationship between Participative Leadership and Job Performance 

Hypothesis H4 in this study states that participative leadership have a significant 

relationship with job performance among employees in the Orascom Telecom 

Algeria (OTA). The empirical findings for this hypothesis is supported (β=0.312, 

t=2.231, p=0.013). The results are in accordance with the work of Ogbeide and 

Harrington (2011) that higher performance can be achieved with high degree of 

participative management style. According to the study findings participative 

leadership can give benefits of utilizing knowledge dispersed across the 

organization, give more alternatives, and increasing information processing. 

Therefore, in Orascom Telecom Algeria (OTA), participative leadership is reckoned 

as a leadership style where subordinates are invited by the leaders to have their say 
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in the decision making. Moreover, employees may be encouraged to integrate their 

ideas, opinions, and suggestions in the process of decision making in Orascom 

Telecom Algeria (OTA). 

5.3.1.5 The effect between Leadership Styles and Job Performance 

Hypothesis H5 in this study states that each of the four constructs (transactional 

leadership, transformational leadership, participative and servant leadership) has a 

significant relationship and effect with job performance among employees of 

Orascom Telecom Algeria (OTA). The findings for this hypothesis is supported (R
2
 

value of 0.43). That means total of 43% of variance is explained. This demonstrates 

that the model has predictive importance. In addition to that, Orascom Telecom 

Algeria (OTA) must take in consideration that there are other leadership styles 

or/and other variables that have effects on the job performance which can be studied.   

5.4 Contributions of the Study 

This study has implications for theoretical, methodological, and managerial fields. 

Based on the discussion and findings of the study results, the contributions are given 

hereby. 

5.4.1 Theoretical Contribution 

The current study contributes to academic knowledge by providing insights and 

identifying leadership styles that affect the job performance. Findings from this work 

validate and extend theories of leadership in determining exchange relationship to 
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encourage employees to develop and perform beyond expectations. It is suggested 

that transactional leadership, transformational leadership, participative leadership, 

and servant leadership styles enhance the motivation of the subordinates to make 

extra effort for completion of job and increases the decision making quality which 

leads to increased job performance which is, in turn, extend the body of knowledge 

in the field of management. 

5.4.2 Methodological Contribution 

The current study utilises PLS-SEM, which is considered as a more effective way of 

analysing the structural relationships between the main constructs of transactional 

leadership, transformational leadership, participative leadership, and servant 

leadership, and job performance. 

 

Based on an empirical approach, the current study suggests that transactional 

leadership, transformational leadership, participative leadership, and servant 

leadership all together play a valuable role towards enhancement of job performance, 

which is validated through the bootstrapping approach as a new perspective for 

better future research in this area. 

5.4.3 Managerial Contribution 

It is vital for leaders to understand the styles that influence employees’ job 

performance. The findings shed light on how Orascom Telecom Algeria’ (OTA) 

leaders may better understand their styles in terms of how to lead their subordinates. 
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In terms of competitive edge, Orascom Telecom Algeria would understand the 

leadership style that enhance job performance. This is likely to help reduce the work 

conflicts, job dissatisfaction, work disengagement and loss of self-esteem. 

Employees are the most valuable assets that make Orascom Telecom Algeria (OTA) 

the foremost non-national company in Algeria. Therefore, leadership style need to be 

taken seriously in the OTA. Even though, findings show positive relationship 

between leadership styles and job performance. Management also needs to consider 

their leadership styles which are likely encourage employees to be committed and 

loyal. In addition to that, transactional leadership needs to be established within OTA 

as it is identifying highest effect on job performance. 

5.5 Limitations and Recommendations for Future Research 

It is suggested from the finding of the study that transactional leadership, 

transformational leadership, participative leadership, and servant leadership styles 

affect job performance of OTA’ employees. Thus, this study is especially relevant 

for those related to Orascom Telecom in particular and the telecommunication 

companies in general. They are advised to include adaptability leadership styles in 

their strategy to provide high quality of human capital with high level of 

performance. The study provides clear understanding of the elements at play; and 

that understanding, in turn, contributes to the knowledge by replying to research 

questions.  
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Also, results from this study are consistent with previous findings in the field of 

management regarding significant leadership style and job performance. Similarly, 

this study validates the instruments that have been used to evaluate the constructs, 

which were also utilised in prior research. 

 

Management research can have many implications from the findings of this study. 

The study demonstrates the appropriateness of using Smart PLS to measure different 

aspects of transactional leadership, transformational leadership, participative 

leadership, and servant leadership, and job performance. The findings suggest that 

the four styles of leadership were seen as important in the context of job 

performance. The results could be improved if there were more relationships and 

variables, including mediator or moderating variables. Further, more data may be 

collected in the future in order to gather more information causing job performance. 

 

The future research should also consider covering all organisations in the 

telecommunication companies. Similarly, a qualitative or mixed-methods approach 

may be helpful in providing more in-depth understanding of this issue. 
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Appendix A 

Research Questionnaire 

 

 

Othman Yeop Abdullah  

Graduate School of Business 

Universiti Utara Malaysia  

06010 UUM Sintok 

Kedah Darul Aman, Malaysia  

Tel: (+604) 928 3930 | Fax: (+604) 928 5220   

Email: oyagsb@uum.edu.my  

 

The Influence of Leadership Styles on Job Performance in Telecommunication 

Company of Algeria 
 

Dear Sir / Mrs / Ms,  

 

I am conducting an academic research in the area of Human resource management as 

part of my master program at College of Business, Universiti Utara Malaysia. 

This is an academic research survey which needs some time from your busy 

schedule. The survey intends to understand the influence of leadership styles on 

job performance in Telecommunication Company of Algeria. 

Any information that you provide will be kept confidential and used for research 

purpose only. In this regard you are kindly requested to fill the survey form as 

attached herewith. 

This survey will take about 15 minutes of your precious time which will be 

extremely valuable in fulfilling the requirement of my Master research. 

If you have any questions about the survey or the research study, please contact me 

on +60178843235 or email me at aymenabdou@hotmail.com 

 

Your cooperation in this matter is highly appreciated 

Sincerely,  

 

Benchabane Abdelmoumene  

Master of Human Resource Management 

College of Business  

Universiti Utara Malaysia 
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A. DEMOGRAPHIC INFORMATION 

 

Please tick () or write your responses in the space provided. 

 

a. Your gender:    Male   Female 

 

 

b. Your age:  

1 Less than 30 years 

2 Between 30 and 39 years 

3 Between 40 and 49 years 

4 Between 50 and 59 years 

5  More than 60 years 

 

c. Marital Status:  Married   Single 

d. Work Experience: 

10 years and above 

5 -10 years 

1-5 years 

Less than 1 year 

 

e. Highest Educational Qualification: 

Doctorate Degree 

Master’s Degree 

First Degree 

Diploma/NCE/ etc. 

Secondary School Certificate 

Others (Specify) ______________ 

 

f. Current Position:  

Clerk  

Chief Clerk 

Executive 

Senior Executive 

Assistant Manager 

 

 

 

 

1 

2 

3 

4 

1 

2 

3 

4 

5 

1 

2 

3 

4 

5 

1 2 

1 2 
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B. Job Performance 

Directions: Please indicate your level of agreement with the following statements 

that describe the level of job performance, and please circle the number representing 

the most appropriate answer based on the scale below. 

Strongly disagree Disagree Neither agree nor disagree Agree 
Strongly 

agree 

1 2 3 4 5 

 

No Survey Items 1 2 3 4 5 

1 I understand the criteria of performance review of my organisation. 

     2 I understand my job and how to carry it out 

     3 I am able to resolve unexpected schedules on time. 

     4 I maintain good record of attendance in this organisation. 

     5 I can carry out assigned duties effectively and efficiently. 

     

6 

I am very conversant with the standard operating procedure of my 

job. 

      

C. Transformational Leadership 

Directions: Please indicate your level of agreement with the following statements 

that describe leadership style in your company. Please circle the number representing 

the most appropriate answer based on the scale below. 

Strongly 

disagree 
Disagree Neither agree nor disagree Agree 

Strongly 

agree 

1 2 3 4 5 

 

7 
My head of department re-examines critical assumptions to question 

whether they are appropriate. 

     
8 

My head of department seeks differing perspectives when solving 

problems. 

     
9 

My head of department gets me to look at problems from many different 

angles. 

     
10 

My head of department suggests new ways of looking at how to complete 

assignment. 

     11 My head of department talks optimistically about the future. 

     
12 

My head of department talks enthusiastically about what needs to be 

accomplished. 

     13 My head of department articulates a compelling vision of the future. 

     14 My head of department express confident that goals will be achieved. 

     15 My head of department spends time teaching and coaching me. 

     
16 

My head of department treats me as an individual rather just as a member 

of a group. 

     
17 

My head of department considers me as having different needs, abilities 

and aspirations from others. 
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18 My head of department helps me to develop my strengths. 

     
19 

My head of department talks about their most important values and 

beliefs. 

     
20 

My head of department instils pride in me for being associated with him/ 

her. 

     
21 

My head of department specifies the importance of having a strong sense 

of purpose. 

     
22 

My head of department goes beyond self-interest for the good of the 

group. 

     
23 

My head of department considers the moral and ethical consequences of 

decisions. 

     
24 

My head of department displays a sense of power and confidence in 

organization. 

     
25 

My head of department emphasizes the importance of having a collective 

sense of mission. 

     
26 

My head of department provides me with assistance in exchange for 

efforts. 

      

D. Transactional Leadership 

Directions: Please indicate your level of agreement with the following statements 

that describe leadership style in your company. Please circle the number representing 

the most appropriate answer based on the scale below. 

Strongly disagree Disagree Neither agree nor disagree Agree 
Strongly 

agree 

1 2 3 4 5 

 

27 
My immediate superior tells me what to do if I want to be rewarded for 

my efforts. 

     
28 

There is close agreement between what I am expected to put into the 

group effort and what I can get out of it. 

     29 My immediate superior rewards my achievement. 

     30 My immediate superior recognizes my achievement. 

     31 My immediate superior Arranges to rectify mistakes 

     32 My immediate superior focuses on mistakes 

     33 My immediate superior keeps track of all complaints 

     34 My immediate superior concentrates on failures. 

     35 My immediate superior reacts to problems only if they are serious 

     36 My immediate superior looks at problems from many different angles 

     
27 

My immediate superior waits for things to go wrong before taking any 

action. 

     
38 

My immediate superior waits for the problem becomes chronic before 

he/she interfere. 
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E. Servant Leadership 

Directions: Please indicate your level of agreement with the following statements 

that describe leadership style in your company. Please circle the number representing 

the most appropriate answer based on the scale below. 

Strongly disagree Disagree Neither agree nor disagree Agree Strongly agree 

1 2 3 4 5 

 

39 The principal puts my best interests ahead of his/her own. 

     40 The principal does everything he/she can to serve me. 

     41 The principal sacrifices his/her own interests to meet my needs. 

     42 The principal goes above and beyond the call of duty to meet my needs. 

     43 The principal is the one I would turn to if I had a personal trauma. 

     44 The principal is good at helping me with my emotional issues. 

     45 The principal is talented at helping me heal emotionally. 

     46 The principal is the one who could help me mend my hard feelings. 

     47 The principal seems alert to what’s happening. 

     48 The principal is good at anticipating the consequences of decisions. 

     49 The principal has great awareness of what is going on. 

     50 The principal seems in touch with what’s happening. 

     51 The principal seems to know what is going to happen. 

     52 The principal offers compelling reasons to get me to do things. 

     53 The principal encourages me to dream big dreams about the organization. 

     54 The principal is very persuasive. 

     55 The principal is good at convincing me to do things. 

     56 The principal is gifted when it comes to persuading me. 

     
57 

The principal believes that the organization needs to play a moral role in 

society. 

     
58 

The principal believes that our organization needs to function as a 

community. 

     59 The principal sees the organization for its potential to contribute to society. 

     
60 

The principal encourages me to demonstrate community spirit in the 

workplace. 

     
61 

The principal is preparing the organization to make a positive difference in 

the future. 

      

 

 

 

 



 

 128 

F. Participative Leadership 

Directions: Please indicate your level of agreement with the following statements 

that describe leadership style in your company. Please circle the number representing 

the most appropriate answer based on the scale below. 

Strongly disagree Disagree Neither agree nor disagree Agree 
Strongly 

agree 

1 2 3 4 5 

 

62 The principal considers subordinates 

     63 The principal consults before taking action 

     64 The principal consults when faced with problem 

     65 The principal asks for suggestions 

     66 The principal advices on assignments 

       

Thank you 
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Appendix B  

PLS ANALYSIS 

 

 

Quality Criteria 

  AVE 
Composite 

Reliability 

R 

Square 

Cronbachs 

Alpha 
Communality Redundancy 

JP 0.840913 0.963288 0.436057 0.953487 0.840912 0.124640 

PL 0.743673 0.920049   0.888414 0.743673   

SL 0.840882 0.988272   0.990856 0.840885   

TRFL 0.809097 0.988263   0.989740 0.809097   

TRSL 0.738306 0.943935   0.931898 0.738306 
 

 

 C. Alpha 

  Cronbachs Alpha 

JP 0.953487 

PL 0.888414 

SL 0.990856 

TRFL 0.989740 

TRSL 0.931898 

 

Latent Variable Correlations 

  JP PL SL TRFL TRSL 

JP 1.000000         

PL 0.419937 1.000000       

SL 0.288100 0.655293 1.000000     

TRFL 0.394421 0.160132 0.230159 1.000000   

TRSL 0.576253 0.526877 0.663345 0.382484 1.000000 
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Cross Loadings 

  JP PL SL TRFL TRSL 

JP1 0.946086 0.492789 0.408753 0.355816 0.650319 

JP3 0.974332 0.352221 0.235977 0.384786 0.532793 

JP4 0.951721 0.512563 0.480436 0.401522 0.726373 

JP5 0.760057 0.094189 -0.206183 0.254954 0.071867 

JP6 0.936325 0.304349 0.096040 0.378988 0.393642 

PL1 0.140877 0.770607 0.759845 0.131287 0.599135 

PL2 0.507001 0.952209 0.552274 0.160760 0.466655 

PL4 0.153559 0.791005 0.253892 0.035860 0.074009 

PL5 0.383825 0.921123 0.710576 0.169998 0.597856 

SL1 0.362293 0.571607 0.903955 0.215770 0.648635 

SL10 0.067292 0.599451 0.928033 0.188919 0.519430 

SL11 0.165511 0.536588 0.961445 0.215984 0.669943 

SL12 0.111017 0.624136 0.933605 0.188652 0.609062 

SL13 0.009424 0.614985 0.787983 0.138920 0.404416 

SL14 -0.022685 0.414292 0.890676 0.172717 0.523747 

SL15 -0.143021 0.295699 0.819218 0.134100 0.468751 

SL17 0.248702 0.690830 0.984971 0.229269 0.666464 

SL18 0.043082 0.494032 0.920869 0.179628 0.618321 

SL19 0.248702 0.690830 0.984971 0.229269 0.666464 

SL2 0.036038 0.448637 0.874934 0.143322 0.494744 

SL20 0.111017 0.624136 0.933605 0.188652 0.609062 

SL21 0.115213 0.487890 0.894336 0.190331 0.599930 

SL22 0.248702 0.690830 0.984971 0.229269 0.666464 

SL23 0.388342 0.510655 0.909562 0.218897 0.520813 

SL9 0.111017 0.624136 0.933605 0.188652 0.609062 

TRFL1 0.391395 0.205474 0.244792 0.990838 0.383244 

TRFL10 -0.021648 0.061926 0.215818 0.795676 0.235849 

TRFL11 0.212781 0.237548 0.280374 0.833565 0.331773 
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TRFL12 0.012603 -0.052497 0.180736 0.853133 0.253438 

TRFL13 0.214633 0.031534 0.278703 0.943886 0.403772 

TRFL14 0.056049 0.076623 0.136465 0.814304 0.173018 

TRFL15 0.121282 -0.020422 0.088546 0.915681 0.187227 

TRFL16 0.281105 0.070920 0.003477 0.898296 0.129845 

TRFL17 0.215110 0.108437 0.319453 0.945885 0.422483 

TRFL18 0.369319 0.018831 0.164864 0.957165 0.346543 

TRFL19 0.469342 0.101999 0.126107 0.947082 0.320922 

TRFL2 0.230840 0.041295 0.062982 0.947500 0.185818 

TRFL20 0.281953 0.142591 0.267494 0.961017 0.382252 

TRFL3 0.055838 -0.052264 0.143992 0.898450 0.230763 

TRFL4 0.369155 0.098160 0.207008 0.958393 0.365677 

TRFL5 0.555600 0.214902 0.331393 0.754758 0.515833 

TRFL6 0.329812 0.228878 0.260679 0.949846 0.362528 

TRFL7 0.282175 0.220284 0.308739 0.962618 0.401121 

TRFL8 0.432722 0.245770 0.178243 0.864649 0.314170 

TRFL9 -0.123750 -0.120598 0.226173 0.737574 0.264464 

TRSL10 0.470956 0.277906 0.484500 0.335240 0.780096 

TRSL2 0.361879 0.200202 0.484666 0.357111 0.860981 

TRSL3 0.156810 0.420081 0.625581 0.293728 0.813114 

TRSL6 0.327855 0.517391 0.636575 0.263170 0.809149 

TRSL8 0.537725 0.589924 0.660412 0.330176 0.928687 

TRSL9 0.727726 0.598881 0.597880 0.368594 0.949558 
 

 

AVE 

  AVE 

JP 0.840913 

PL 0.743673 

SL 0.840882 

TRFL 0.809097 

TRSL 0.738306 
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Composite Reliability 

  Composite Reliability 

JP 0.963288 

PL 0.920049 

SL 0.988272 

TRFL 0.988263 

TRSL 0.943935 

 

Outer Model (Weights or Loadings) 

  JP PL SL TRFL TRSL 

JP1 0.946086         

JP3 0.974332         

JP4 0.951721         

JP5 0.760057         

JP6 0.936325         

PL1   0.770607       

PL2   0.952209       

PL4   0.791005       

PL5   0.921123       

SL1     0.903955     

SL10     0.928033     

SL11     0.961445     

SL12     0.933605     

SL13     0.787983     

SL14     0.890676     

SL15     0.819218     

SL17     0.984971     
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SL18     0.920869     

SL19     0.984971     

SL2     0.874934     

SL20     0.933605     

SL21     0.894336     

SL22     0.984971     

SL23     0.909562     

SL9     0.933605     

TRFL1       0.990838   

TRFL10       0.795676   

TRFL11       0.833565   

TRFL12       0.853133   

TRFL13       0.943886   

TRFL14       0.814304   

TRFL15       0.915681   

TRFL16       0.898296   

TRFL17       0.945885   

TRFL18       0.957165   

TRFL19       0.947082   

TRFL2       0.947500   

TRFL20       0.961017   

TRFL3       0.898450   

TRFL4       0.958393   

TRFL5       0.754758   

TRFL6       0.949846   

TRFL7       0.962618   

TRFL8       0.864649   

TRFL9       0.737574   

TRSL10         0.780096 

TRSL2         0.860981 

TRSL3         0.813114 

TRSL6         0.809149 

TRSL8         0.928687 

TRSL9         0.949558 
 

 


	FRONT MATTER
	COPYRIGHT PAGE
	FRONT PAGE
	TITLE PAGE
	CERTIFICATION
	PERMISSION TO USE
	ABSTRACT
	ABSTRAK
	ACKNOWLEDGEMENT
	TABLE OF CONTENTS
	LIST OF TABLES
	LIST OF FIGURES
	LIST OF APPENDICES
	LIST OF ABBREVIATIONS

	MAIN CHAPTER
	CHAPTER ONE
	INTRODUCTION
	1.1 Background of Study
	1.2 Telecommunication in Algeria
	1.3 Problem Statement
	1.4 Research Questions
	1.5 Research Objectives
	1.6 Scope of Study
	1.7 Significance of the Study
	1.8 Definition of Key Terms
	1.8.1 Job Performance
	1.8.2 Transformational Leadership
	1.8.3 Transactional Leadership
	1.8.4 Servant Leadership
	1.8.5 Participative Leadership

	1.9 Organization and Summary of Thesis


	CHAPTER TWO
	LITERATURE REVIEW
	2.1 Introduction
	2.2 Job Performance
	2.3 Leadership Styles
	2.3.1 Transformational leadership
	2.3.1.1 Idealized Influence
	2.3.1.2 Inspirational Motivation
	2.3.1.3 Intellectual Stimulation
	2.3.1.4 Individual Consideration

	2.3.2 Transactional Leadership
	2.3.3 Servant leadership
	2.3.4 Participative leadership

	2.4 Underpinning Theory of the Study
	2.5 Summary


	CHAPTER THREE
	METHODOLOGY
	3.1 Introduction
	3.2 Research Framework
	3.3 Hypothesis Development
	3.4 Research Design
	3.5 Unit of Analysis and Population of the Study
	3.6 Sample Size and Sampling Techniques
	3.7 Data Collection
	3.8 Research Instrument
	3.8.1 Measurement of dependent variable
	3.8.2 Measurement of independent variable

	3.9 Pre-Test
	3.10 Data Analysis Method
	3.11 Summary


	CHAPTER FOUR
	RESULTS
	4.1 Introduction
	4.2 Overview of Data Collection
	4.2.1 Response rate

	4.3 Data Cleaning and Screening
	4.4 Demographic Profile of Respondents
	4.4.1 Gender
	4.4.2 Age
	4.4.3 Marital Status
	4.4.4 Work Experience
	4.4.5 Academic Qualification
	4.4.6 Current Position

	4.5 Descriptive Statistics
	4.6 Research Model Analysis
	4.6.1 The Measurement Model
	4.6.2 Construct Validity
	4.6.2.1 Content Validity
	4.6.2.2 Convergent Validity
	4.6.2.3 Discriminant Validity

	4.6.3 Testing Predictive Relevance (Q²)
	4.6.4 The Structural Model

	4.7 Summary of the Chapter


	CHAPTER FIVE
	DISCUSSION
	5.1 Introduction
	5.2 Recapitulation of the Study
	5.3 Conclusion
	5.3.1 Relationship between leadership styles and job performance
	5.3.1.1 Relationship between Transformational Leadership and Job Perfo
	5.3.1.2 Relationship between Transactional Leadership and Job Performance
	5.3.1.3 Relationship between Servant Leadership and Job Performance
	5.3.1.4 Relationship between Participative Leadership and Job Performance
	5.3.1.5 The effect between Leadership Styles and Job Performance


	5.4 Contributions of the Study
	5.4.1 Theoretical Contribution
	5.4.2 Methodological Contribution
	5.4.3 Managerial Contribution

	5.5 Limitations and Recommendations for Future Research


	REFERENCES
	APPENDIX




