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Abstract: This paper  ai ms to how  leader ship sty le effects the or ganizat ion commitment  of the 

employees, w hen the or ganizat ion culture is r eflect ing the employee’s values in the organizat ion. 

This paper is a conceptual based paper  which gives theor et ical evidence to suppor t  the idea. The 

paper  also gives a br ief over view  of t r ansact ional lead er ship an d t r ansfor mat ional  leader ship. The 

r esults of the paper  suggest  that  the lead er ship sty le is a st r ong dimension of organization  

commitment  w hen or ganizat ion  cultur e of  the or ganizat ion  r epr esents the employees’ values in  

the or ganizat ion. Em ployees ar e mor e sat isfied i f the or ganizat ion w ill meet  their  exp ectat ions 

w hich ar e the par t of  that  or ganizat ion cultur e, so they are mor e committed  w ith the organizat ion. 

The pap er  is not  giv ing any  empirical  evidence of the model . Further  studies can be carr ied out by  

r eplacing tr ansact ional  lead er ship w ith ser vant  lead er ship. 

 

11 ..  Intr oduction 
The w or kfor ce of the or ganizat ions is mor e aw are, educated, know ledgeable and  expect ing b etter  

values for  themselves on the other  hand or ganizat ions also want  to b et ter  ut i l ize them  to get  

maximum  ben efit s. Employees’ Commitment  with the or ganizat ion r educes their  intent ions to  

leave the or ganizat ion and r emains the p ar t  of or ganizat ion to w or k w ith mor e effect ively and 
loyalty (Pascal et al, 2011). I f the w orkfor ce is not  commit ted in the or ganizat ion then  Job  

insecur it y, low  tr ust , high st r ess and uncer tainty w ill incr ease in the or ganizat ion, which have 

ultimately negat ive effect  on the per for mance of  the or ganizat ions (Pan ayiot is et  al , 2011). 

Or ganizat ion commitm ent can  also incr ease the cr eat iv it y  in the or ganizat ions ( Car los and  Fil ip, 

2011). Soci etal cultur e has also im pact  on the leader ship sty le of the man agement  so that  the 

leader ship sty le in the or ganizat ion  may var y fr om society to society (Mujtaba et  al, 2011). For  the 

better  per for mance of the or ganizat ion, or ganizat ional commitment  is one of st r ong deter minant  

of success w hich is highl ighted  var ious times in the past  l it er atur e (Chew  and Ch an, 2008 , Das, 

2002). Leader ship and its effect iveness is pr imar y focus for  pr ofit  organization to achi eve the 

or ganizat ional goals and to cr eate or gan izat ion commitment  in  their  employees, for  their  

or ganizat ions. Many r esear chers and  scholars pr esented  differ ent theor ies r egar ding the 

leader ship effect iveness and it s  relat ionship to  or ganizat ion al per for mance in ear ly days (Blake 
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and McCanse, 1991). Resear chers mainly focused  on the narr ow  aspects of lead ership sty le 

including tr ansact ional  lead er ship and  t r ansfor mat ional leader ship (Burn, 1978; Bass, 1985). 

Various past  studies cover dif fer ent  aspects o f l ead er ship and  its r elat ionship  with or gan izat ional  

commitment . Sw anepoel, Er amus, Van  Wykand  Scheck ( 2000)   descr ibe the or gan izat ional  

commitment  is encour aged  w ith the lead er ship st y le for  the successful implem entat ion of  

business str ategies to  achieve the or ganizat ional goal. Resear ch conducted  on the l eader ship  sty le 

and it s  r elat ionship w ith or ganizat ional  commitment  (Lo, Ramayah&  Min, 2009 ) and concluded  

that  t r ansact ional and t ransfor mat ional leadership posit ively cor r elated with or ganizat ional 

commitment . Lo, Ramayah, Min &Son gan (2010 ) conducted  the r esearch on the l ead er ship sty le 

and or ganizat ional  commitment  as a mediat ing r ole of  lead er m ember  exchan ge and pr ovide 

direct ion for  fur ther  study; conflict  can b e r educe betw een  the lead er  an d subor dinate w hen  

cultur e r eflect  the employee values. The study will invest igate the r elationship of employee value 

w ith or ganizat ional culture and  how  to pr ovoke a sense of  commitment  in  employee to incr ease 

the level  of at tachment  w ith th e or ganizat ion w hich r educes the employee turnover  and  

absenteeism. While discussing its importance for  India, the study also gives a dir ection to the 

policy maker s to incr ease the commitment  of their  employees by changing the l eader ship  

styleintheor ganizat ions.Commitmentsmooth’sthepr ocessofachievingor ganizat ional goalsandobjec

t ives. India is a d eveloping countr y and  it s or ganizat ions ar e facin g a common  pr oblem o f hi gh  

turnover  in their  or ganizat ion. The r eason is that  the employees sw itches to other  organizat ions 

because of slight ly bet ter  pay or  addit ional b enefit s as compar e to exist ing or ganizat ions. 

 

22 ..  Literat ure Review 
 

Organizational  Commitment: The d efinit ion  of Commitment  and it s  measur ement  changed  with 

the passage of t ime. Few  definit ions ar e pr esented; w hen th e per son ext r an eous interest  exist at  

consistency line, it  become commitment  (Becker , 1960) , degr ee of at tachment w ith the 

or ganizat ion is called comm itment  (Reilly  and  Chatm an, 1986). Or ganizat ional  commitment is  

divided into tw o major  parts in l ight  of v iew s; one is at t itude and other  is behavior. Employee 

feelin g and thinking about  the or ganizat ion  refer  to at t itude commitment w hile pat ter n of  

indiv iduals ar e fixed into the or ganizat ions r efer  to beh avior al commitment . 

Various author  pur posed di ffer ent  models for  commitment  such as thr ee components model of  

Meyer  and Allen, Reilly  and  Ch atman  Model  and  other  mult idimensional  mod el. Commitment  

associated w ith var ious dimensions w hich affect the or ganizat ion  in differ ent  w ays. Major  thr ee 

dimensions of commitments ar e complains, Ident ificat ion and mor al (Reilly  and Chatman, 1986). 

The model of  or ganizat ion commitment  d eveloped  by the Mayer  &  Allen  (1991) included  thr ee 

level of comm itment ; affect ive, cont inuous and  normat ive. They int r oduce dimension of  
commitment  on the b ase of  obser vat ion and id ent ified  thr ee for m of  commitment; affective 

commitment , continuous commitment  and  nor mat ive commitment . The employee r elat ionship  

w ith the or ganization  varies employee to employee and  r eflects different  d egr ee o f  at tachment  

w ith the or ganization. I t  is possible one employee has mor e af fect ive commitment  w hile other do 

not have, also possible that  few  employees have af fect ive and nor mat ive commitment  tow ar d the 

or ganizat ion and  do not h ave cont inuous commitment . Ther efor e the d egr ee of employee 

at tachment  w ith the or ganizat ion ch anges per son to per son. 

Affect ive commitment  show s the level of employee at tachment w ith the or ganizat ion includi ng 

beliefs, w ill ingn ess and desir e r egar din g or ganizat ional  goal  achievem ents. Affect ive commitment  

of employees tow ar d the or ganizat ion h as thr ee differ ent  shapes; on e is i dent ificat ion, second is 

format ion and third is mai ntaining. In affect ive commitment , emot ions for  t he or ganizat ion for m  

at  the beginnin g stage and then  made ident if icat ion of  emot ions w ith the or ganizat ion al goals and  
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object ives, finally  tr y best to maintain  these emot ions tow ar d the or ganizat ion. Ther efor e Jar os et  

al. (199 3) says that  affect ive commitm ent  of employee is a psychological at tachment  w ith the 

or ganizat ion. Af fect ive commitment  h as close r elat ionship w ith the personal char acterist ics, age, 

gender , tenur e, and or ganizat ional  character istics. Nor mat ive commitment  is r eferr ed to the 

loyalty to the employee w ith the or ganizat ion and employee h as obliged feeling tow ar d the 

or ganizat ion. Obligat ions ar e development  in  the employee, when  employee know s about  the 

investment  of or gan izat ion on  him/  her . In the star t ing stage of feeling of obli gation, employee has 

know n about  or ganizat ion  t ime and  mon ey investment  on  his/  her  t r aining. This establish a 

feelin g of  remain  with or ganizat ion w hich is also call ed mor al commitm ent . 

Employees have dif fer ent stakes/ benefits at tached  w ith their  or ganizat ion which are given to  

them at  th e t ime of  r et ir ement . I t  is called cont inuous commitment  or  emot ional at tachment  of  the 

employees. Cont inuous commitment  is based on the Becker 's Bet  theory (1960) w hich state that  

employee made long investment  of  t ime in th e organ ization and l eaving the or ganizat ion  give loss, 

ther efor e employee show intent ion to stay w ith the or ganizat ion. The investment  of employee in  

the or ganizat ion  includes t ime, w or k, effor t , abil iti es and r elat ionship  w ith other employees w hich  

cannot  found i n n ext  job. Ther efore the tur nover  of the employees r emains low  in the organization  

and over all th er e is a posit ive effect  on th e per for mance of the organizations. This is also  

psychological at tachment of employee with or ganizat ion b ecause employee per cept ion of loss. 

Major  variables associated w ith the cont inuous commitment ar e investment  and  alter native 

employment . 

 

Transactional  Leadership: Tr ansact ional  Leader ship is a t ype of  lead er ship sty le w hich is 

commonly used in beh avior  sciences. The pioneer  of  t r ansact ional leader ship is Bur ns (1978)  that  

descr ibe the t r ansact ional leader ship as exchan ge the r elat ionship between lead er  and  

subor dinates. Major  focus of  t r ansact ional leaders is follow er  r ole clar ificat ion and  leader s have t o  
know  about  the needs o f employee w hich  r equir e m eet ing the or ganizat ional goals. Bass and  

Stogdills (1990); and Avolio et  al. ( 2004) discuss the at tr ibutes of the tr ansact ional leader ship in  

two w ays, fir st  is cont ingent  r ew ar ds and other  is management  by except ion. Hellr iegel and  

Slocum, (2006 ) explain  that  t r ansact ional leader ship based on three pr imar y components; 

cont ingent r ew ar d, act ive management  by except ion and passive managem ent  by except ion. In  

cont ingent r ew ar d, t r ansact ional lead er pr ovide r ew ard in  exchan ge of  achieving tar gets and  

these tar gets ar e set  on the basis of shor t  ter m and measur able. In act ive man agement  by  

except ion, l eader  monitor s the subor dinate per for mance an d elimi nates the deviat ion of  

subor dinate fr om the p ath of  goal. In  passive management  by except ion, t ransact ional l eader  

inter face in  the mat ter  of  employee w hen subordinate give un accepted  p er for mance. 

Tr ansact ional leader ship is on e who sw itches over  inter act ion among subor dinates for  r ew ar ds 

and incr easing their  pr oduct iv it y. In nutshell  that  t r ansact ional  leader ship  pr ovides benefit  at  the 

achievement  o f goals w hile p enalties at  not  achi eving th etar gets. 

 

Transformational  Leadership: Tr ansformat ional leader ship t raced in evaluation context  during 

1978 by developing th eory of t r ansfor mat ional l eader ship and  enr iched w ith differ ent  asp ect  with 

the passage of  t ime. Burns (1978)  published  a book on leader ship w hich di ffer ent i ates the 

t r ansfor mat ional leader ship from the t r adit ional l ead ership. The Bur n's theor y of 

t r ansfor mat ional leader ship explained  that  leader  h as mor e mor al  qualit y  and  leader  scar ifies 

own inter est  over the group inter est . Bur n's theor y of leader ship is enh anced by Bass ( 1985)  

pr esent ing t r ansfor mat ional l eader ship in  context  of  for mal theor y, model  and  factor s 

measur ements. 
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Tichy and Devanna (1986) pr esented ch ar acter ist ics r egar ding the est imat ion of  t r ansfor mat ional  

leader ship including qu alit ies, cour age, openness, values, lear nin g and abil it y  of v isionar y. These 

t r ansfor mat ional abil it ies have specific  at t r ibutes w hile Avol io and  Bass (1988, 1994 ) cl assified  

the lead er ship skil ls into 4 I 's including idealized influ ence, inspir at ional mot ivat ion, intellectual  

st imulat ion and  indiv idualized consider at ion. Transfor mat ional leader ship theor y is the leader 's 

power  of mot ivating the subor dinates for  achieving mor e than alr eady planned by follower s 

(Krishnan, 20 04). Bass and  Riggio (2006);  Baldoni  (2 005)  and  many other  r esear cher s agr ee that  

t r ansfor mat ional lead er ship has four  el ements including idealized influ ence, inspir at ional  

mot ivat ion, intellectual st imulat ion and  indiv idualized consider at ion. M anager ial  abil it y is another  

abil it y  of tr ansformat ional  leader ship which  is also essent ial  for  leader . The t r ansfor mat ional  

leader ship cannot impl ement  effect ively w ithout  some major  at t r ibutes of leader ship including 

cr eat iv it y , team or ientat ion, and ap pr eciat ions, teaching pow er , r esponsibil ity  and  recognition  

(Par r y, 1996). The qu alit ies of  t r ansfor mat ional l eader ship w ith elem ents ar e basic for  

management  success (Simic, 1998). Lead er  beh avior  tow ar d the employees or  subor dinates 

should be r efl ect ing r espect , t r ust  and  faith. Leader  act ions build th e r espect  for  other, d isplay a 

sense of r esponsibil it y , scar ify  own benefit s over the employee benefit s and r emove all obstacles 

in the w ay of  subor dinate pr ogr ess. 

 

Organizational  Cult ure: Hofstede r efer  cultur e as softwar e of the mind that  suppor t  in our  daily 

inter act ion. The pat ter n o f feelin g and thinkin g of each  per son is di ffer ent  fr om other s and  ident ify  

the differ ent  aspects of  cultur e. Lew is cultur al model  has thr ee subset  w hich ar e mult i -act ive, 

l inear  act ive an d react ive. The mult i-act ive set  included family, r elat ionship, loyalty and emotion  

w hile l inear  act ive contain facts, pl annin g, pr oduct  and l aw . The react ive subset  included cour tesy, 

face, collect ive h ar mony and common obligat ion. Ed gar Sch ein’s model of cultur e includ ed the 

three layer  ar t ifacts, espouse values and assumpt ions. The resear cher  identi fy  three level of  
cultur e w hich ar e; ar t ifacts, just ificat ion level and assumpt ions. I ceber g cultur al model is used to  

taken bet ter  und erstanding ofb ehavior . 

 

The idea about  the n atur e of  cultur e has var iat ion in  pr esentat ion  according to anthr opology. Roy 

D’ An dr ade descr ibe th e cultur al model  as r epr esent  something and  non-declar at ive know ledge 

w hich gain fr om society. Gener al pr inciple of self-or ganizat ion is to use maximu m pow er  at  low  

cost  w ith opt imum r esult . The pow er  is maximized by en er gy of hi gh qualit y, incr ease inflow , 

adapted  and  stable system and  w or k to next  l ar ge system. To incr ease the tur nover , high ab il it y to 

explor at ion, var ied input  and l arger  feedback or ganization take such act ion which incr ease the 

commitment  of the employees with the or ganizat ion, thus this effects the per for mance of  the 

or ganizat ion positively. Accor ding to Deal and Kenn edy’s cultural model, failure or  success of the 
or ganizat ion is b ased on  cor porate cultur e. Always w eak cultur e leads to failur e w hile st r ong 

cultur e leads to success. Success of the or ganizat ion is also d epends on  the type of cultur e 

pr evail ing in the or ganizat ion. In 1982 Ter r ence Deal and Kennedy pr esented their  fir st  model of  

or ganizat ion cultur e in  a book and w hich is based on the follow ing six elem ents. 

 Histor y-Tradit ions of past 

 Values and Beliefs-What  or ganization stand for  and r eally i mportant  

 Rituals Ceremonies-Employees act iv it ies that  br ing together  

 Stor ies- For  employee bet ter  und er standing Her oic Figure-Role mod el for  

other s 

 Cultur al Netw or k-Netw ork of cultur e w ithin or ganizat ion 

In init ial definit ion o f or ganizat ion culture r evolves ar ound the concept of or ganizat ion level and  

st rong/ w eak cultur e. The st r ong cultur e h as posit ive effect  on the b ehavior  of  employee and it  
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incr ease the employee commitment  and p er for mance w hich is good for  or ganizat ion w hile w eak  

cultur e has negat ive impact  on the or ganizat ion p er for mance and employees. Ther efor e i n w eak  
cultur e, need  to impr ove their  beh avior and expr ession in dir ect ion of or gan izat ion cultur e. 

 

Employee Values: Employee value means the expectat ions of an employee fr om it s employer  

against  its cont ribut ion an d p er for mance. Ef fect ive em ployee valu es help  the or ganizat ions to  

maximize the per for mance of the employees, r etains the loyal wor kforce, r educe n ew hir e 

pr emium and  at tr act  the t alent  for  the or ganizat ion (Talentsoothie, 2010) . Att r ibutes an d b enef it s 

which have positive effect  on   the mot ivat ion of  the candi dates so  that  they  will pr efer  to w or k for  

the or ganizat ion and exist ing w or ker s w ill stay in the or ganizat ion. Accor ding to the CLC 

(Cor por ate leader ship council)  follow ing ar e the at t r ibutes of Employee valuepr oposit ion. 

 

 Compensat ion Stabil ity  

 Development  oppor tunit ies futur e car eer  oppor tunit ies Respect  

 Manager  qualit y 

 Collegial  w or k envir onment  
 

Figur e 1: Propose Model  

 
In pr oposed model  you can see that  or ganizat ion  commitment  is taken as d epend ent var iable and  

Leader ship sty le is taken  as independ ent  var iabl e. Employees’ valu es r epr esent in g or ganizat ion  

cultur e ar e taken  as mod er at ing var iabl e. Leader ship sty le w as const ituted by t r ansact ional  

leader ship an d t ransfor mat ional leadership. In this model b asically  employee valu es ar e the p ar t  

of the organization cultur e however  or ganizat ion  cultur e also  includes other  dimensions also  

(cont inuous learning, qualit y  etc)  but  h er e w e w ill only  take the employees’ values in  the 

or ganization. 

 

33..  Methodology 
 

This paper  aims to pr ovide a conceptual  understanding thr ough  liter atur e r eview s. The concept  is  

that  how lead ership style ef fects the commitm ent  of  the employees in the or ganizat ion. After  

definin g all  the main  var iables of  this study theor et ical evidences proves that  employees’ values 

are the par t  of or ganization cultur e and or ganizat ion cultur e is effected by the leader ship sty le of 

the or ganizat ion. Paper  pr ovides link betw een  lead er ship sty le and organization  commitment  and  

show s that  how or ganizat ion commitm ent can  be incr eased  by  leader ship sty le, w hen  
or ganization cultur e r eflects the values o f the employees. 
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3.1 RESEARCH METHODOLOGY 

As our  study is a causal  quant itat ive r esear ch, w hich indicates r ecr uitment  an d select ion  pr ocess, 

Leader ship Development . We dist r ibuted 100  quest ioner s to  gather  a good amount  of  d ata to  bring 

some useful r esults. We have collected dat a fr om some or ganizat ions in Oil &  Gas indust r y who 

w er e involved in r ecr uitment  and Leader ship Development . This study is causal study in w hich w e 

t r ied to explor e some factor s, w hich play a v ital r ole in the success of select ion process and  

Leader ship Developm ent . We used st r uctur ed quest ionnair e for  studying the r esponses of 

employer s and employee on the employee select ion pr ocess and to gather  r elevant  data about  the 

factor s influenced on  employee select ion pr ocess and  how  Leader ship Development  imp act on  

leader ship  development , Employee Values and talent  man agement . Quest ioner  w as used  as an  

inst rument  to collect  the r elevant  data. For effect ive Recr uitment /select ion w e use eight  items from  

a study of Recr uitment / Select ion an d Tr aining/ Development  Pr act ices: Value- Added Cont r ibution 

tow ar ds Or ganizat ional Effect iveness. For  the Leader ship Development  var iable we use seven  items 

fr om a study Can Leader ship Development  impact  your  ut i l i t y ’s per formance by Fahnestock and 

Br ethow er . For  the dependent  var iable Employee Values adapted seven items fr om a study 

Retaining Tal ent : Retent ion and Succession in the Cor por ate Wor kfor ce by Aber deen. For  other  

var iable leader ship developm ent  we use eight  items fr om a study Leader ship Development . 

 

3.2 Sample of the Study 

 

 Sampling Design: As the actual size of th e populat ion is unknow n, sampling techniques 

should be adopted in  this study. Employees of all  Oil &  Gas indust r y w ould be div ided  

into three level i.e. Top, Middle &  Lower , and equal nu mber of sample fr om indust r y 

should be dr aw n. 

 Sampling Techniques: As r esear cher  have decided  to coll ect  the in for mat ion from  

employees of  Oil  &  Gas pr ofessionals to know  the effect  of  Lead er ship Developm ent  and  

easy access to the dat a, pur posive samplin g technique w ill  be adopted for  collect ing the 

response fr om the r espondents.  

 Sample Size: Resear cher s has decided to t ake sampl e size of 100 employees from  

var ious Oil &  Gas indust r ies that  w ould b e selected for  this study. A  sampl e of  50  

respondents/ employees w ill  be taken fr om the indust r ies which compr ises o f equal  

respondents fr om Top, Middl e &  Low er  level  wor k gr ound  to get  th e desir ed amount  of  

responses. 

 

3.3 Research Instrument 

As per  content  &  topic r elat ively  quest ionnair e w ill be pr ep ared und er  the guid ance of  

concer ned, consider in g all th e obj ect ives and  hypothesis and sur vey among all  the 

for mulated quotas should be done. Reliabil it y  and validity  of the quest ionnair e w ould be 

checked by sendin g it  to exper ts prior  to actual data collection. 

3.4 Sources of data 

i . Pr imar y data w ill be collected with the help o f qu est ionnair e thr ough sur vey method. 
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i i . Secondar y data w ill be collected fr om var ious r esear ches alr eady done in the f ield  

thr ough r esear ch paper s &  art icles published in var ious jour nals &  magazin es and  

available books. 

 

4 DATA ANALYSI S & I NTERPRETATI ON  

The r elat ive importance of var ious factor s can be accounted for  by assigning w eights to each 

var iable used in  the algor ithm. However , this algor ithm only w orks w ith numeric values, w hereas 

employee att r ibutes can be of the follow ing types:  

 Numeric: year s spent  in the or ganizat ion, total year s of  exp er ience, salar y  

 Categorical:depar tment , designat ion, competencies  

 

5 POSSI BLE OUTCOMES OF THE STUDY 

Human Resour ce dep ar tments have developed  pr opr ietar y methodologies for  Leader ship  

Development .  However , the gener ic Leader ship Development  pr ocess involves the follow ing 5  

steps: 

 I dentify key leadership positions.  

    These ar e the on es for  w hich you need to id ent ify successor s. 

 I dentify future vacancies for  those roles.  

    When , or how , would succession vacuums occur  ( ret ir ement , pr omot ion, end of  cont ract , 

sabbat icals, medical-r elated r easons, etc.) . 

 I dentify staff w ho could potentially fill those roles. 

    Who, amongst  exist ing staff member s, w ould l ikely b est  fi l l  a futur e vacuum in  that  posit ion. 

 Conduct gap analysis. 

    Assess w hat  potent ial candidates can do today, and w hat  they need to do in the future r ole; and  

ensur e ther e ar e plans d eveloped to equip those futur e lead er s with the necessar y t r aining, skil ls, 

exper ience etc. to step into the r oles w hen needed . 

 

 

RESEARCH ANALYSIS: 

This r esear ch has been obser ved into Oil &  Gas industr ies in r egar ds of effect ive sur veytow ar ds 

Leader ship Development  & Employee Values. This sur vey has been  conducted thr ough  

quest ionnair es, distr ibuted among Oil  &  Gas indust r ies em ployees. Quest ionnair e sur vey analysis 

has been  expor t  into data follow ing as ment ioned  in b elow r epor t ; 



THINK INDIA JOURNAL 
ISSN:0971-1260 

Vol-22- Issue-14-December-2019 

 

P a g e  |  6864 Copyright ⓒ 2019Authors 

 
 

 

 

 

 

 

23%

28%20%

12%

17%

1. Succssion Planning & Leadership development 

is feasible into Oil &  Gas industries.

Str ongly Agr ee Agr ee Neutral Disagr ee Str ongly Disagr ee

15%

29%

29%

15%

12%

2. Effectiveness of Succession Plnning &  

Leadership Development to increase job 

retention.

Str ongly Agr ee Agr ee Neutr al Disagr ee Str ongly Disagr ee
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36%

29%

20%

10% 5%

3. Leadership Development is necessary & 

important for employee growth in organization.  

Str ongly Agree Agr ee Neutr al Disagr ee Str ongly Disagr ee

26%

22%

41%

9%

2%

4. Leadership Development is essential to find 

future leaders within the organization.

Str ongly Agr ee Agree Neutr al Disagree Str ongly Disagr ee
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22%

35%

21%

7%

15%

5.  Critical Position identification through 

Leadership Development within organization.  

Str ongly Agr ee Agree Neutr al Disagree Str ongly Disagr ee

19%

36%

32%

9% 4%

6.  HR functions are being carried out Leadership 

Development &  Succession 

Planning are satisfactory.

Str ongly Agr ee Agree Neutr al Disagree Str ongly Disagr ee
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27%

34%

18%

12%
9%

7.  HR strategy for Leadership Development play a 

vital role in overall business success.

Str ongly Agr ee Agree Neutr al Disagr ee Str ongly Disagr ee

46%

28%

14%

7%
5%

8.  Leadership Development helps to identify the 

Hi-Po's employees for Leadership Development.

Str ongly Agree Agree Neutral Disagr ee Str ongly Disagr ee
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9%

39%

12%

22%

18%

9.  Challenges while working in Oil & Gas industry 

as compared to others

Str ongly Agr ee Agr ee Neutr al Disagr ee Str ongly Disagr ee

39%

43%

11%

4% 3%

10.  Oil & Gas industry can expect exceptional 

growth in coming days

Str ongly Agr ee Agr ee Neutr al Disagr ee Str ongly Disagr ee
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FINDINGS: 

 

After  a careful study of the survey we have received the following f indings; 

 More than 50% of respondents preference effect ive Leadership Development 

towards Leadership Development &Employee Values is a very impor tant role in 

overall success of business. 

 More than 20% of respondents are neutral on the subject. 

 Only below 20% of respondents are not agreeing with the effect ive Leadership 

Development towards Leadership Development &Employee Values. 

 This survey evident the increasing impact of effect ive Leadership Development 

towards Leadership Development &Employee Values for  the overall benefit  of the 

organization and encouragement for  themselves.  

 Most of the respondents agree on the challenging aspect of the Oil & Gas industry. 

44..  Discussion 
 

Efficiency of the or ganizat ion r elies on the leader ship sty le in the or ganizat ion thr ough  

communicat ing policies and plans, r ules and r egulat ions, offer ing incent ives, inst r uct ions, co-

oper at ion and  build  efficient  w or k envir onment  w hich facil itates the employees in  a posit ive w ay. 

The pioneer  of t r ansact ional leader ship is Bur ns (1978) w hich descr ibes the t r ansact ional 

leader ship as exchan ge the rel at ionship betw een leader s and subor dinates. Tr ansact ional  

leader ship pr ovides benefit  at the achievem ent  of goals while p enalt ies at  not  achi eving the 

tar gets. Hellr iegel  an d Slocum, (2006)  explains th at  t ransact ional l eader ship has thr ee subscale;  

cont ingent  r ew ar d, management  by except ion (act ive) and  man agement  by exception (passive). 

The Bur n's theor y of t ransfor mat ional l eader ship  explained th at  leader  has mor e mor al qu alit y  

and l eader  scar ifi es ow n inter est  over  the gr oup  inter est . Transfor mat ional l eader ship  theor y is 

Str ongly 

Agr ee

Agr ee Neutral Disagr ee Strongly 

Disagr ee

26%

32%

22%

11% 9%

Effective survey towards Leadership 

Development & Employee Values in Oil &  Gas 

Industry.
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the leader 's pow er  of mot ivat ing the subor dinates for  achieving mor e than alr eady planned by  

follow er s (Kr ishnan, 2 004). Avolio and  Bass in  1988  and 1994  classified th e lead er ship skil ls into  

4 I 's including Idealized in fluence, Inspir at ional mot ivat ion, Intellectual st imulat ion and  

Indiv idualized consider at ion. 

 

Leadership and Organizat ional Commitment: Resear chers p aid mor e at tent ion on  the 

t r ansact ional and  t r ansfor mat ional l eader ship. The b ehavior  of  both leader ship sty le consider  

st rong deter minant  of or ganizat ion success (L aohavichien et  al., 2009). Tr ansfor mat ional  

leader ship encourages the subordinates and gives w ay of crit ically  thinking w hich affect  the 

employee commitment  (Avolio&  Bass, 1 994). Tr ansfor mat ional leader ship  is consider ed  as one of  

the most  i nfluencing factor  w hich has a posit ive ef fect  on employee commitment  in  Indian  bank’s 

employees (Rai and Sinh a, 2000). Var ious studies conducted on leader ship sty le (Bateman and  

St rasser , 1984; Decot iis and Summer s, 1987; Mathieu and Zajac, 1990) cl aimed th at ther e is a 

st rong posit ive r elat ionship b etween l ead er ship and  organizat ional  commitment . In  1999  Price, 

enhanced  this r esear ch and suggested  that  subor dinates confidence and  t r ust  on leader  l eads to  

the incr ease the commitment  of th e employees w ith the or ganizat ions. Ar onold, Basling and  

Kellow ay (2001) clai med that  t ransfor mat ional l eader ship style h elps the lead er  in enhancing 

their  employees’ t r ust  and commitment . Tr ansfor mational l eader  gives the solut ion of the 

pr oblems fr equently, w hich en hances mot ivat ion and commitm ent  of employee (Law ler, 200 3). 

I f the management of the or ganizat ion t ries to sat isfy the needs of its employees the commitment  

of the employee will also incr ease and employee w ill pr efer  to r em ain  the p ar t  of  the organization  

(Hamdia and  Ph adet t , 2011). I f  Leader ship  sty le has great er  impor tance for  th e or ganizat ion in  
context  of incr easing commitment  (Blau, 19 85) and leader ship sty le is consider ed as antecedent  

of commitment  ( Will ims an d Hazer , 1986). Riaz and  Haider  (2 010) conclud ed that  

t r ansfor mat ional and t r ansact ional l eader ship posit ively cor related with the job success and  

satisfact ion w hile t r ansfor mat ional leader ship found mor e signi ficant an d st r ong relat ionship 

w ith job success and career  sat isfact ion as compar ed to t r ansact ional leadership. To br ing the 

or ganizat ion commitm ent  Tr ansfor mat ional  leader s has st r ong influ ence on  employees as 

compar e to t r ansact ional  lead er s. Sub el ements of t r ansfor mat ional  leader ship such  as intellectual  

st imulat ion, inspirat ion, idealized influ ence ar e signi ficant ly cor r elated w ith the or gan izat ional  

affect ive and nor mat ive commitment . Inspir at ional  mot ivat ion and  idealized consider ation  ar e not  

corr elated significant ly w ith cont inuous commitment  w hile inspir at ional mot ivat ion and  

indiv idual consider at ion has si gnificant  and  posit ive r elat ionship w ith or ganizat ional  cont inuous 

commitment  (Lo, Ramayah, Min &Son gan, 2010). Most  recent  resear ches on the lead er ship sty le 

and or ganizat ional  commitment  (Mar maya, Tor siman an d Bal akr ishnan, 2011)  show s that  

t r ansfor mat ional and  t ransact ional leader ship h ave posit ive r el at ionship w ith em ployees'  

or ganizat ional  commitment  w hile employees of M alaysian  or ganizat ion  ar e mor e in fluenced by  

t r ansfor mat ional than t r ansact ional. 

 

Leadership Sty le and Organizationa l Culture: Or ganizat ional cultur e is a m ajor  deter minant of  

employee mot ivation and commitm ent w hich impr oves the or ganizat ion per for mance. Past  

l it er atur e on the leader ship r elationship w ith the cultur e r eveal var ious for ms of behavior  and 
at titude which based on  cultur e envir onment . This var iat ion comes fr om the differ ent w or kfor ce 

ideas (Bass, Jung and Avolio; 

1999&Yamaguchi,1999) andalsoleader shipst y levar iescultur etocultur e(Dor fmanetal,2004;w oodan

d Jogulu, 2006 ). Sever al resear cher s pr oved the linkage betw een leader ship and or gan izat ional  

cultur e (Bass, 1985;  Doher r y, 1991; Tr ice and Beyer , 1991) . Bass (1985)  conducted study on  

leader ship sty le and it s impact  on cultur e and foun d that  t ransact ional lead er s oper ate in a 
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boundar y of existing cultur e, w hile t r ansfor mation l ead er s oper ate to align the cultur e of  the 

or ganizat ion w ith v ision of the or ganizat ion. Schein (1992) i nter  cor r elate lead er ship and  

or ganizat ional cultur e. Or ganizational  cultur e refl ects the valu es and b eliefs of founder  and  

shaped the t r ait s of or ganizat ion. Har tog, Muijen and Koopman (1997) pr ovide a l ink betw een  

t r ansact ional and t r ansfor mat ional leader ship with the cultur e and  found posit ive relat ionship  

betw een lead er ship sty le and or ganizat ion culture. Or ganizat ional cultur e and leader ship dep end  

on each  other  and l eader  establishes the values, nor ms and b ehavior s of employees w ithin cultur e 

(Bass and Ri ggio, 2006) . Jogulu (2010)  found  that  l eader ship sty le ch anges as the cultur e of  the 

or ganizat ion changes. Schi mmoeller  (2010)  concluded  that  t r ansact ional  and t r ansfor mat ional  

leader ship h ave posit ive r elat ionship with clan and adhocr acy cultur e. Jaskyte (2004 ) m ade 

explor atory study on t r ansfor mat ional leader ship and or ganizat ional  cultur e for  not -for -profit 

or ganizat ions. Transfor mat ional leadership has positive r elat ionship on cultur al vale and  

leader ship support  the or ganizat ion in  developing st r ong cultur e in  or ganizat ion. 

 

 

 

55 ..  Conclusion 
 

Or ganizat ions h ave to build up  st r ong cultur e i n the organizat ion for  success. Var ious 

or ganizat ions in  India are faci ng the pr oblem of  absenteeism, hi gh employee turnover  and  

r eputat ion of the or ganizat ion for  qualifi ed w or kfor ce w hich can b e over came thr ough  st r ong 

cultur e which r eflects the employee valu es. St r ong cultur e alw ays r epr esents and  can  be 

established by the leadership th at  incr eases the or ganizat ional commitment . Leader  can  contr ol 

the employee with the planning and monitor ing tools (dashboar d) that  also measur e 

or ganizat ional cultur e. Leader  can eli minate that  uncer tainty and impr ove their  commitment  

through establishing or ganizat ional cultur e and employee values must be the main par t  of this 

cultur e. 

 

Leader  can established  organizational  cultur e which r efl ects the em ployee value pr oposit ion in  

the or ganizat ion and this br ing lot  of ben efit s tow ar d the or ganization. When or gan izat ional  

cultur e and em ployee value pr oposit ion ar e same, it  incr eased the commitment  of employee’s 

especially  in new  hir ed employee and  this idea is also supported by the r esear ch of cor porate 

leader ship council. The medi at ing r ole of employee’s valu es and st r ong or ganizat ional cultur e in  

the r elat ionship of leader ship sty le and or ganizat ional  commitment  help  the or ganizat ion in  

incr easing commitment , at t r act  mor e talented people, and r etain the exist ing employees in the 

or ganizat ion. 

 

Limitation and Fut ure  Research: The r esear ch pap er is based on the conceptualizat ion w hile 

not on the qu alitat ive and  quant itat ive study. Bet ter  r esults can  only be achieved  thr ough  

leader ship sty le if pr oper compensat ion system pr evails i n the or ganizat ion. How ever, ther e ar e 

other  factor s also w hich const itutes cultur e in the organ ization such as per sonal init iat ives, 

innovat ion, quality , communication  etc. While get t ing the bet ter  r esult  other  factor s of the 

or ganizat ion cultur e must also b e cont r olled. These ar e the limitat ions of  this study 

 

I t  is also recommended  that  futur e r esear ch can  be conducted by talk in g other  factor s of the 

or ganizat ion cultur e. Futur e r esear ch can b e conducted after  int r oducing n ew technology in  the 

or ganizat ion or  in indust ry; change in  higher  l evel  managem ent  also gives direct ions for  futur e 
r esear ch. Sam e study can be enhanced by apply ing qu alitat ive or  quantitat ive resear ch appr oach  
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in the study. Int r oducing new  variable i .e. ser vant  lead er ship sty le in the model  by r eplacin g the 

t r ansact ional leader ship can also pr ovide base for futur e r esear ch. 
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