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Abstract: This pgoer aims to how leadership style effects the organization commitment of the
employees, when the organization culture is reflecting the employee’s values in the organization.
This paper is a conceptud based paper which gives theoretical evidence to support theidea. The
paper also gives abrief overview of transactional lead er ship andtransformational leader ship. The
results of the paper suggest tha the leadership style is a strong dimension of organization
commitment when organization cultureof the organization representsthe employees values in
the organization. Employees are more satisfied if the organizaion will meet their expectations
w hich arethe part of that organization culture, sothey are morecommitted with the organization.
Thepaperisnot giving any empirical evidenceof the model . Further studies can be carried out by
replacingtransactional leadershipwith servant leader ship.

1. Introduction

Thew orkforceofthe organizationsis more aw are, educaed, know ledgeable and expecting better
values for themsdves on the other hand organizations also want to better utilize them to get
maximum benefits. Employees’ Gommitment with the organization reduces their intentions to

leave the organization and remains the part of organization to work with more effectively and
loyalty (Pascal et al, 2011). If the workforce is not committed in the organization then Jbb
insecurity, low trust, high stress and uncertainty will increasein the organization, which have
ultimately negative effect on the performance of the organizations (Panayiotis et al, 2011).
Organization commitment can also increase the creativity in the organizations (Carlos and Filip,
2011). Societal culture has also impact on the leadership style of the management so that the
leader shipstyleinthe organization may vary fromsociety to society (Mujtaba et al, 2011). For the
better performance of theorganization, organizaiional commitment is one of strong deter minant
of success which is highlighted various times in the past literaure (Chew and Chan, 2008, Das,
2002). Leadership and its effectiveness is primary focus for profit organization to achievethe
organizational goals and to create organization commitment in their employees, for their
organizations. Many researchers and scholars presented different theories regarding the
leader ship effectiveness and its relationship to organizational performance in early days (Blake
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and McCanse, 1991). Researchers mainly focused on the narrow aspects of leadership style
indudingtransactional lead er shipand transformational leader ship (Burn, 1978; Bass, 1985).
Various past studies cover different aspects ofleader ship and itsrelationship with organizational
commitment. Swanepoel, Eramus, Van Wykand Scheck (2000) describe the organizational
commitment is encouraged with the leadership style for the successful implementation of
business strategiesto achieve theorganizational goal. Researchconducted on theleadership style
and its relationship with organizational commitment (Lo, Ramayah& Min, 2009) and concluded
tha transactional and transformationd leadership positively corrdated with organizational
commitment. Lo, Ramayah, Min &Songan (2010) conducted theresearch on the |ead ership style
and organizationd commitment as a mediating role of leader member exchange and provide
direction for further study; conflict can be reduce between the leader and subordinate w hen
culture reflect theemployee values. The study will investigate the relationship of employee vdue
with organizationd culture and how to provokea senseof commitment in employee to increase
the level of attachment with the organization which reduces the employee turnover and
absenteeism. While discussing its importance for India the study also gives a direction to the
policy makers to increase the commitment of their employees by changing the leadership
styleintheor ganizations.Commitmentsmooth’stheprocessofachievingor ganizational goalsandobjec
tives. Indiais adeveloping country and its organizations are facing acommon problem of high
turnover in their organizaion. Thereason is tha the employees switches to other organizations
because of slightly better pay or additiond b enefits as compare to existing organizations.

2. Literature Review

Or ganizational Commitment: The definition of Commitment and its measurement changed with
thepassage of time. Few definitions are presented; when the person extraneous interest exist at
consistency line, it become commitment (Becker, 1960), degree of attachment with the
organization is cdled commitment (Reilly and Chatman, 1986). Organizational commitment is
divided into two major parts in light of views; one is atitude and other is behavior. Employee
feding and thinking about the organization refer to attitude commitment while pattern of
individualsare fixed into the organizations r efer to behavioral commitment.

Various author purposed different modds for commitment such as three components model of
Meyer and Allen, Reilly and Chaman Model and other multidimensional model. Commitment
associated with various dimensions w hich affect the organization in different ways. Major three
dimensions of commitments are complains, Identification and moral (Reilly and Chatman, 1986).
The model of organization commitment developed by the Mayer & Allen (1991) included three

level of commitment; affective, continuous and normative. They introduce dimension of
commitment on the base of observation and identified three form of commitment; affective

commitment, continuous commitment and normative commitment. The employee reationship
with the organization varies employee to employee and reflects different degee of atachment
with the organization. It is possible one enployee has more affective commitment w hile other do
not have, dso possible tha few employees have affective and normative commitment toward the
organization and do not have continuous commitment. Therefore the degee of employee
attachment with the or ganizationch anges personto person.

Affective commitment shows thelevel of employee attachment with the organization including
beliefs, willingnessand desire regardingorganizational goal achievem ents. Affective commitment
of enployees toward theorganization has three different shapes; one is identification, second is
formation and third is mantaining. In affective commitment, emotions for theorganization form
at the beginningstage and then made identification of emotionswith the organizationd goals and
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objectives,finally try bestto maintain these emotionstoward the organization.Ther efore Jaroset
al. (1993) says that affective commitment of employeeis a psychological attachment with the
organization. Affective commitment has dose rdationship with the personal characteristics, age,
gender, tenure, and organizational characteristics. Normative commitment is referred to the
loyalty to the employee with the organization and employee has obliged feeling toward the
organization. Obligations are development in the employee, when employee knows about the
investment of organizationon him/ her. Inthestarting stage of feeling of obligation, employee has
known about organization time and money investment on his/ her training. This establish a
fedingof remain with organization w hich is also call ed moral commitment.

Employees have different stakes/benefits attached with their organization which are given to
them at thetime of retirement. It is called continuous commitment or emotional attachment of the
employees. Continuous commitment is based on the Becker's Bet theory (1960) w hich state that
employee made long investment of time intheorganization andleavingtheorganization giveloss,
therefore employee show intention to stay with the organization. The investment of employeein
theorganization includes time, work, effort, abilities and relationship with other employees w hich
cannot found in next job. Thereforetheturnover of the employeesremains low in the organization
and overdl thereis a positive effect on the performance of the organizations. This is dso
psychological attachment of employee with organization because employee perception of loss.
Maor variables associated with the continuous commitment are investment and alternative
employment.

Transactional Leadership: Transactional Leadership is a type of leadership style which is
commonly used in behavior sciences. Thepioneer of transactional leader ship isBurns (1978) that
describe the transactional leadership as exchange the rdationship between leader and

subordinates. Major focusof transactiond leadersis follow er roleclarification and leader s haveto
know about the needs of employee which require meeting the organizational goals. Bass and
Sogdills (1990); and Avoalio et al.(2004) discuss the attributes of the transactional leader ship in
two ways, first is contingent rewards and other is management by exception. Hellriegel and
Socum, (2006) explain that transactional leadership based on three primary components;
contingent rew ard, active management by exception and passive management by exception. In
contingent reward, transactional leader provide reward in exchange of achieving targets and
these targets are set on the basis of short teem and measurable. In active management by
exception, leader monitors the subordinate performance and eliminates the deviation of
subordinate from the path of goal. In passive management by exception, transactional |eader
interface in the matter of employee when subordinate give unaccepted performance.
Transactional leadership is one who switches over interaction among subordinates for rew ards
and increasing ther productivity.In nutshell tha transactional leader ship provides benefit at the
achievement of goals w hilep enalties at not achievingthetar gets.

Transformational Leadership: Transformational leader ship traced in evaluation context during
1978 by developingtheory of transformational | eader ship and enriched with differ ent aspect with
the passage of time. Burns (1978) published a book on leadership which differentiates the
transformetional leadership from the traditional leadership. The Burn's theory of
transformational leadership explained that leader has more moral quality and leader scarifies
own interest over the group interest. Burn's theory of leadership is enhanced by Bass (1985)
presenting transformational leadership in context of formal theory, model and factors
measur ements.
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Tichy andDevanna (1986) presented cha acteristics regarding the estimation of transfor mational
leader ship including qualities, cour age, openness, values, learning and ability of visionary. These
transformaional abilities have specific atributes while Avolio and Bass (1988, 1994) cl assified
theleadership skillsinto 4 I's induding idealized influence, inspirational motivation, intellectual
stimulation and individudized consideraion. Transformational leader ship theory is the leader's
power of motivating the subordinates for achieving more than already planned by followers
(Krishnan,2004).Bass and Riggio (2006); Baldoni (2005) and many other researchers agree that
transformational leadership has four elements including idealized influence, inspirational
motivation,intellectual stimulation and individudized consideraion.Managerid ability is another
ability of transformationd leadership which is also essential for leader. The transformational
leader ship cannot implement effectively without some major atributes of leadership including
creativity,team orientation, and appreciations, teaching pow er, responsibility and recognition
(Parry, 1996). The qudities of transformational leadership with elements are basic for
management success (Smic, 1998). Leader behavior toward the employees or subordinaes
should bereflecting respect, trust and fath. Leader actions build the respect for other,display a
sense of responsibility, scarify own benefits over the employee benefits and remove all obstades
inthew ay of subordinateprogress.

Organizational Culture: Hofstede refer cultureas software of the mind that support in our daily
interaction.Thepatern offeelingand thinkingof each personisdifferent from others and identify
the different aspects of culture.Lewis cultural model has three subset which are multi-active,
linear active and reactive. The multi-active set included family,relationship, loyalty and emotion
w hilelinear activecontain facts,planning, product and law.Thereactivesubsetincluded courtesy,
face, collective hamony and common obligation. Edgar Schein's model of culture included the

three laye artifacts, espouse vdues and assumptions. The researcher identify three level of
culture which are; artifacts, justification level and assumptions.lcebergculturd modd is usedto

taken better understanding ofb ehavior.

Theidea about thenatureof culture has variation in presentation according to anthropology.Roy
D’ Andrade describe the cultural model as represent something and non-declarative know ledge
w hich gain from society. General principle of self-organizationis to use maximum power at low
cost with optimum result. The power is maximized by energy of high quality, increase inflow,
adgpted and stablesystemand work to next largesystem.To increase theturnover,high ability to
exploration, varied input and larger feedback organization take such action which increase the
commitment of the employees with the organization, thus this effects the performance of the

organization positively. According to Ded and Kennedy’s cultural modd, failure or success ofthe
organization is based on corporate culture. Always weak culture leads to falure while strong

culture leads to success. Success of the organization is also depends on the type of culture
prevailingin the organization.In 1982 Terrence Deal and Kennedy presented their first modd of
organization culturein abook andw hichis based onthefollowingsix elements.

History-Traditionsof past
Values and Beliefs-What or ganization stand for and really i mportant
Rituals Ceremonies-Employees activitiesthat bringtogether
Sories- For employeebetter understandingHer oic Figure-Role model for
others
» Cultural Network-Netw ork of culturewithin organization
Ininitial definition of organization culture revolves around the concept of organization level and
strong/ weak culture. The strong culturehas positive effect on the behavior of employee and it
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incr easethe employee commitment and performancew hich is good for organization w hile w eak

culture has negative impact on the organization performanceand employees. Thereore inweak
culture,need to improvetheir behavior and expressionin direction oforganization culture.

Employee Values: Employee value means the expectations of an employee from its employer
against its contribution and performance. Effective employee values help the organizations to
maximize the performance of the employees, retains the loyal workforce, reduce new hire
premium and attract thet alent for the organization (Talentsoothie,2010) . Attributesand b enefits
which havepositive effect on the motivation of the candidates so that they will prefer towork for
the organization and existing workers will stay in the organizaion. According to the CLC
(Gorporaeleadership council) following arethe attributes of Employeevalueproposition.

Compensation Sability

Development opportunities future career opportunities Respect
Manager quality

Collegal workenvironment

Figure1: Propose Model

Inproposed model you can seethat organization commitment istaken asdependentvariable and
Leadership style is taken as independent variable. Employees’ values representingorganization
culture ae taken as moderating variable. Leadership style was constituted by transactional
leader ship and transformationd leadership. Inthis model basically employee values arethe part
of the organization culture however organization culture dso includes other dimensions also
(continuous learning, quality etc) but here we will only take the employees’ values in the
organization.

3. Methodology

This paper aimsto providea conceptud understandingthrough literaurereviews. The concept is
that how leadership style effects the commitment of the employees in the organization. After
definingall the main variables of this study theoretical evidences proves that employees’ values
are the part of organization culture and organization cultureis effected by the leader ship style of
theorganization. Paper provides link betw een lead er ship style and organization commitment and

shows that how organization commitment can be increased by leadership style, when
organization culturereflectsthevaluesofthe employees.
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3.1 RESEARCH METHODOLOGY

As our study is a causal quantitative resea ch, which indicates recruitment and selection process,
Leader ship Development.We distributed 100 questionersto gather a good amount of datato bring

some useful results. We have collected data from some organizaions in Oil & Gas industry who
wereinvolved in recruitment and Leader ship Devdopment. This study is causal study inwhichwe
tried to explore some factors, which play a vitd role in the success of selection process and

Leadership Development. We used structured questionnaire for studying the responses of
employers and employee on the employee selection process and to gather relevant data about the

factors influenced on employee sdection process and how Leadership Development impact on
leader ship development, Employee Values and talent management. Questioner was used as an
instrument to collect therelevant data. For effective Recruitment/selection w e use eight items from
a study of Recruitment/ Selection and Training/ Development Practices: Value- Added Contribution
tow ards Organizational Effectiveness. For the Leader ship Development variablewe useseven items
from a study Can Leadership Devdopment impact your utility’s performance by Fahnestock and
Brethower. For the dependent variable Employee Values adapted seven items from a study
Retaining Tdent: Retention and Succession in the Corporate Workforce by Aberdeen. For other
varidbleleader shipdevelopment we use eight items from astudy Leader ship Development.

3.2 Sample of the Study

o  Sunpling Desigrn. As the actual size of the population is unknow n, sampling techniques
should be adopted in this study. Employees of all Oil & Gas industry would be divided
into three level i.e. Top, Middle & Lower, and equal number of sample from industry
should bedrawn.

Sampling Techmigues. As researcher have decided to collect the information from

employees of Oil & Gas professionalstoknow the effect of Lead er ship Development and
easy access to the dat a,purposivesampling techniquew ill be adopted for collectingthe

response from therespondents.

Smple Sze: Researchers has decided to take sample size of 100 employees from
various Oil & Gas industries that would be selected for this study. A sample of 50
respondents/ employees will be taken from the industries which comprises of equal
respondents from Top,Middle & Lower level work ground to get thedesired amount of
responses.

3.3 Research Instrument
As per content & topic relatively questionnaire will be prepared under the guidance of
concerned, considering all the objectives and hypothesis and survey among all the
formulated quotas should be done Reliability and validity of the questionnaire would be
checked by sendingit to experts prior to actual datacollection.

34 Sourcesofdata

i. Primarydatawill be collected with thehelp of questionnairethrough survey method.
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Sconday data will be collected from various researches already done in the field

through research papers & articles published in various journals & magazines and
availablebooks.

4 DATA ANALYSIS& INTERPRETATION
The relative importance of various factors can be accounted for by assigning weights to each
varieble used in the algorithm. However, this algorithm only works with numeric values, w hereas
employee attributescan be of the followingtypes:

o Numeric: years spent intheorganization,total year s of experience, salary

e Categorical:department,designation,competencies

5 POSSIBLEOUTCOMESOF THE STUDY
Human Resource departments have developed proprietary methodologies for Leadership
Devdopment. However, the generic Leadership Development process involves the following 5
steps:
e |dentify key leadership positions.
These aretheones for which youneed toidentify successors.
e |dentify future vacancies for thoseroles.
When, or how, would succession vacuums occur (retirement, promotion, end of contract,
sabbaticals,medical-relatedreasons,etc.).
o |dentify staff whocould potentially fill those roles.
Who, amongst existing staff members,would likey bestfill a futurevacuum in that position.
e Conduct gap analysis.
Assess w hat potential candidates can do today,and what they need todo in the futurerole; and
ensure thereare plans developed to equip those future leaders with thenecessary training, skills,
experience éc.to stepinto the roleswhen needed.

RESEARCH ANALYSIS:

This research has been observed into Oil & Gas industries in regards of effective surveytow ards
Leadership Development &Employee Values. This survey has been conducted through
questionnaires, distributed among Qil & Gas industries employees. Questionnaire survey analysis
has been export intodata followingas mentioned in below report;
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1. Succssion Planning & Leadership development
isfeasible into Oil & Gasindustries

® Srongly Agree % Agree ® Neutral * Disagree B Strongly Disagree

2. Effectiveness of Succession Plnning &

Leadership Development toincrease job
retention.

¥ Strongly Agree = Agree ® Neutral * Disagree ® Strongly Disagree
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3. Leadership Developmentis necessary &
important foremployee growth in organization.

0% 5%

¥ Strongly Agree ¥ Agree & Neutral * Disagree ® Strongly Disagree

4. Leadership Development is essential to find
future leaders within the organization.

2%

o% |

¥ Strongly Agree ¥ Agree ¥ Disagree ® Strongly Disagree
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5. Critical Position identification through
Leadership Development within organization.

¥ Strongly Agree ¥ Agree ¥ Disagree ® Strongly Disagree

6. HR functionsare being carried out Leadership
Development & Succession
Planning are satisfactory.

¥ Strongly Agree ® Disagree ¥ Strongly Disagree
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7. HR strategy for Leadership Development play a
vital role in overall business success.

e

¥ Strongly Agree ® Agree ¥ Disagree ¥ Strongly Disagree

8. Leadership Development helpsto identify the
Hi-Po'semployeesfor Leadership Development.

7, 8

o

™ Strongly Agree " Agree ® Neutral ™ Disagree ® Strongly Disagree
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9. Challengeswhile working in Oil & Gasindustry
ascomparedto others

® Qrongly Agree " Agree ® Neutral ® Disagree ® Strongly Disagree

10. Oil & Gasindustry can expect exceptional
growthin comingdays

4% 3%

=\

® Qrongly Agree ® Neutral ® Disagree ® Strongly Disagree
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FINDINGS:

Effective surveytowardsLeadership
Development & Employee Valuesin Oil & Gas
Industry.

Srongly Agree Neutral Disagree Strongly
Agree Disagree

After a careful study of the survey wehavereceived the folowing findings;

More than50% of respondentspreference dfective Leadership Development
towards Leadership Development &Employee Values is avery important rolein
overall success of business.

More than20% of respondentsare neutral on the aubject.

Only below 20% of regpondentsare not agreeing with the effective Leadership
Development towards Leadership Development & Employee Values.

This survey evident theincreasingimpact of effective Leadership Development

towards Leadership Development & Employee Valuesfor the overall benefit of the
organization and encouragement for themselves.

e Most of the respondentsagree on the challenging aspect of the Oil & Gasindustry.
4. Discussion

Hficiency of the organization relies on the leadership style in the organization through
communicating policies and plans, rules and regulaions, offering incentives, instructions, co-
operationand build effident work environment w hich facilitaes theemployeesin apositivew ay.
The pioneer of transactional leadership is Burns (1978) which describes the transactional
leadership as exchange the relationship beween leaders and subordinates. Transactional
leader ship provides benefit at the achievement of goals while penalties at not achieving the
targets. Hellriegd and Socum, (2006) explainsthat transactional | eader ship has three subscale;
contingent rew ard, management by exception (active) and management by exception (passive).
The Burn's theory of transformational | eader ship explainedthat leader has more moral quality
and leader scarifies owninterest over the group interest. Transformational | eader ship theory is
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the leader's power of motivating the subordinaes for achieving more than dready planned by
followers (Krishnan,2004). Avolio and Bassin 1988 and 1994 dassifiedthe lead er ship skillsinto
4 1's including ldealized influence, Inspirational motivation, Intdlectual stimulation and
Individualized consider ation.

Leadership and Organizational Commitment: Researchers paid more attention on the
transactional and transformational |eadership. The behavior of both leadership style consider
strong determinant of organization success (Laohavichien et al., 2009). Transformational
leader ship encourages the subordinates and gives way of critically thinking which affect the
employeecommitment (Avolio& Bass, 1994). Transfor mational leader ship is consider ed as one of
themost influencing factor whichhas a positive effect on employee commitment in Indian bank’s
employees (Rai and Snha 2000). Various studies conducted on leader ship style (Baeman and
Srasser, 1984; Decotiis and Summers, 1987; Mathieu and Zajac, 1990) claimed that there is a
strong positive rdationship between lead ership and organizational commitment. In 1999 Price,
enhanced this research and suggested that subordinates confidence and trust on leader leadsto
the increase the commitment of the employees with the organizations. Aronold, Basling and
Kelloway (2001) daimed that transformational |eadership style helps the leader in enhancing
their employees’ trust and commitment. Transformational leader gves the solution of the
problems frequently,w hich enhances motivationand commitm ent of employee (Law ler,2003).

If the management of theorganization tries to saisfy the needs of its employees the commitment
of the employee will also increaseand employeewill prefer toremain thepart of theorganization

(Hamdia and Phadett, 2011). If Leadership stylehas great er importance for the organization in
context of increasing commitment (Blau,1985) and leader ship style is considered as antecedent

of commitment (Willims and Hazer, 1986). Riaz and Haider (2010) concluded that
transformaional and transactional |eadership positivey correlated with the job success and
satisfaction while transformational leadership found more significant and strong relationship
with job success and career satisfaction as compared to transactional leadership. To bringthe
organization commitment Transformational leaders has strong influence on employees as
comparetotransactional leaders.Sub el ements of transfor mational leader ship such asintellectual
stimulation, inspiration, idealized influence are significantly correlated with the organizational
affective and nor mative commitment.Inspirational motivation and idealized consider ation ar e not
correlated significantly with continuous commitment while inspirational motivation and
individual consideration has significant and positive relationship with organizaional continuous
commitment (Lo, Ramayah, Min &Songan, 2010). Most recent resear ches on the lead er ship style
and organizationd commitment (Marmaya, Torsiman and Balakrishnan, 2011) shows that
transformaional and transactional leadership have positive relationship with employees'
organizational commitment while employees of Malaysian organization are more influenced by
transformetional than transactional.

Leadership Syleand Organizational Qulture: Organizational cultureis amgor determinant of
employee motivation and commitment which improves the organization performance. Past

literature on the leadership relationship with the culture reveal various forms of behavior and
attitude which based on culture environment. This variaion comes from the different workforce

ideas (Bass, dung and Avolio;
1999& Yamaguchi,1999) andalsoleader shipstylevariesculturetocultur e(Dorfmanetal 2004 ;w oodan
d bgulu, 2006). Several researchers proved the linkage betw een leader ship and organizational
culture (Bass, 1985; Doherry, 1991; Trice and Beyer, 1991). Bass (1985) conducted study on
leadership style and its impact on culture and found that transactional leaders operate in a

Page | 6870 Copyright ©2019 Authors




THINK INDIA JOURNAL

ISSN:0971-1260
Vol-22- Tssue-14-December-2019

boundary of existing culture, while transformation leaders operate to align the culture of the
organization with vision of the organization. Schein (1992) inter correlate leadership and
organizational culture. Organizational culture reflects the values and beliefs of founder and
shgped the traits of organization. Hartog, Muijen and Koopman (1997) provide a link betw een
transactional and transformational leadership with the culture and found positive relationship
betw een lead er ship styleand organization culture. Organizational culture and leader ship depend
oneach other andleader establishesthe values, norms and behaviors of employees within culture
(Bass and Riggio, 2006) . $gulu (2010) found that |eadership style changes asthe culture of the
organization changes. Schimmodler (2010) concluded that transactional and transformational
leader ship have positive relationship with clan and adhocracy culture. Jaskyte (2004) made
exploratory study on transformational leadership and organizational culture for not-for-profit
organizations. Transformational leadership has positive relationship on cultural vale and
leader shipsupport theorganization in developing strongculturein organization.

5. Conclusion

Organizations have to build up strong culture in the organization for success. Various
organizations in India are facing the problem of absenteeism, high employee turnover and
reputation of the organization for qualified workforce which can be overcame through strong
culture which reflects the employee values. Srong culture always represents and can be
established by the leadership tha increases theorganizational commitment. Leader can control
the employee with the planning and monitoring tools (dashboard) that also measure
organizational culture. Leader can eliminate that uncertainty and improve their commitment
through establishing organizational culture and employee values must be the main part of this
culture.

Leader can established organizational culture which reflects the employee vdue propositionin
the organization and this bring lot of benefits toward the organization. When organizational
culture and employee value proposition are same, it increased the commitment of employee’s
especially in new hired employee and this ideais also supported by the research of corporate
leader ship council. The mediating role of employee’s vdues and strongorganizational culturein
the relationship of leadership style and organizationd commitment help the organization in
increasing commitment, datract more tdented people, and retan the existing employees in the
organization.

Limitation and Future Research: Theresearch paper is based on the conceptualizaion while
not on the qualitative and quantitative study. Better results can only be achieved through
leader ship style if proper compensation system prevailsin the organization. However, thereare
other factors also which constitutes culture in the organization such as personal initiatives,
innovation, quality, communication etc. While getting the beiter result other factors of the
organization culture must also becontrolled. These arethelimitaions of this study

It is also recommended that future research can be conducted by talking other factors of the
organization culture. Future research can be conducted after introducing new technology in the

organization or in industry; change in higher level management also gves directions for future
research. Same study can be enhanced by applying qualitative or quantitative resear ch approach
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in the study. Introducingnew variable i.e servant leadership stylein the modd by replacingthe
transactional leader ship can also providebase for futurer esear ch.

References

Riaz, A. &Haider, M. H. (2010).Role of Transformational and Transactional Leadership on Jbb
Satisfactionand Car eer Satisfaction.BEH-Businessand Economic horizons,1 (1), 29-38.

Arnold, K. A, Barling, J, &Kelloway, E. K. (2001). Transformational leadership or theiron cage:
Which predicts trust, commitment and team efficacy? Leadership and Organization
Development Jburnal,22(7), 315-320.

Avolio,B.J, & Bass,B. M. (1988) .Transformational leadership, charisma, and beyond. In d G.Hunt,
B. R. Baligg, H. P. Dachler, & C. A. Schriesheim (Eds.), Emerging eader ship vitas (29-49).
Lexington, MA: LexingtonBooks.

Avolio,B.d & Bass, B. M. (1994) .Improving organizational effectivenessthroughtransformational
leader ship. California: Sage.

Avolio,B.J,Bass, B.M.,& dung, D.1.(1999).Re-examiningthe components of transformational and
transactional leadership using the Multifactor Leadership Questionnairedournal of
Occupational & Organizational Psychology,9(72),441-462.

Avolio, B. J, Zhu, W., Koh, W. L., & Bhatia P. (2004). Transformationd leadership and
organizational commitment: Mediating role of psychologcal empowerment and
moder atingroleof structural distance. Journal of Organizational Behavior,25,951-968.

Mujtaba, G B.,Afza T. & Habib, N.(2011).Leadership Tendenciesof Indiais: Exploring Smilarities
and Differences based on Age and Gender. burnal of Economicsand Behavioral Sudies,
2(5),199-212.

Baldoni,J.(2005).Great Motivation Secret of Grea Leaders.McGraw Hill Professional.

Bass,B.M.(1985).Lead ership and performance beyond expectations. Free Press: New York.Bass,

B.(1990). Bass &Sogdill’s handbook of leader ship (3rd Ed.). New York:The Free Press.

Bass,B.M.,&Riggio,R.E.(2006). Transformational L ead er ship (2 ed.). Mahw ah,NJ Lawrence
Erlbaum Associates Inc.

Bateman, T.S &Srasser,S (1984).Alongtudinal analysis of the antecedents oforganizational
commitment.Academy of Management Jburnal ,27(1),95-112.

Becker,H.S. (1960). Noteson the concept of commitment.Am.J.Sociol. 66, 32-40.

Blake R.&McCanse, A. (1991) Leader shipdilemmas-Grid solutions.Grid management and
organizational d evelopment, GulfCo.

Blau,G.(1985). The measurement and predictionof career commitment.Journal of Occupational
Psychology, 58,277-88.

Burns,dM. (1978).Leadership. New York: Harper & Row.

Carlos,M.P. & Filipe,C.(2011).From personal vduesto creativity: evidence fromfrontline service
employees. European Jburnal of Marketing, 45 (7/8),1029-1050.

Das,H.(2002). Thefour facesof pay: aninvestigationintohow Canadianmanagers view pay.
International Journal of Conmerce& Management, 12, 18-41.

Deotiis, T.and Summers,T. (1987).A pah analysis of amodel of the antecedents and
consequences of organizational commitment.Human Relations, 40(7),445-70.

Hartog,D.Muijen,J & Koopman,P. (1997). Transactional ver sus transformationd leadership: An

andysis ofthe MLQ wurnal of Occupational and Organizational Psycholagical,70, 19-34.

Page | 6872 Copyright ©2019 Authors




THINK INDIA JOURNAL

ISSN:0971-1260
Vol-22- Tssue-14-December-2019

Dorfman,W.,& Hanges, J (1997). Qulture and leader ship: A connection infor mation processing

model.
AdvanceinGlobal Leadership,4(7),7-37.

Hamdia M. &Phadett T. (2011).Conceptual framework on the relaionship between human
resour ce management practices, job satisfaction, and turnover, Journal of Economics and
Behavioral Sudies2(2),41-49.

Harison M. & Trice, J M.(1991)Cultural leader ship in organizaions.Qrganization Science, 2 (2),
149- 164.

Helriegel,D.& Socum, J (2006).Organizational behavior(11thEd.).Mason,OH:South Western

Chew,d & Chan C.C. (2008).HR practices, Or ganizational Commitment and intention tostay.
International Journal of Manpower,29(6),503-522.

Jros, S. J, Jermier, d M., Koehler, J. W. &Sincich, T. (1993). Effects of continuance, affective and
moral commitment on thewithdraw al process: An evaluation of eight structural equation
models. Academy of Management Jburnal,36(5), 951-995.

Jskyte, K. (2004). Transformational leader ship,organizational culture and innovativenessin non
profit or ganizations.Non profit Management and Leadership,25 (2), 153-168.

baulu, U. D.(2010). Culturally linked | eader ship style.Leadership and Organizational Development
Jburnal, 31(8),705-719.

baulu, U. & Wood, G. (2006).The role of leadership theory in raising the profile of women in
management.Equal Opportunitiesinternational ,25,236-250.

Krishnan, V.R. (2004).Impact of transformationd lead ership onfollow ers’influence strategies.
Leadershipand organization Development burnal, 25(1) ,58-72.

Laohavichien, T., Fredendall, L., and Cantrell, R, (2009).The effects of transformaional and
transactional leader ship on quality improvement.The Quality Management Jburnal,16(2),
7-24.

Lawler,E. E (2003). Rew ard practices andp er formance management system effectiveness.
Organizational Dynamics,32(4), 396-404.

Marmaya, N. H., Hitman, M, Torsiman, N. N. &Balakrishnan, B. (2011).Employee’s perception of
Maaysian managers’ | eader ship styles and organizational commitment.African Jburnal of
Busness Management,5(5),1584-1588

Mathieu, J.E. &Zajac, D. M. (1990). A review and meta analysis of the antecedents, correlates and

consequences or organizational commitment. Psychol ogical Bulletin,108(2), 171-194
Lo,M. C.,Ramayah, T., & Min, H. (2009). Leadership styles and organizational commitment: A test

onMalaysia manufacturing industry.African burnal of Marketing Management,1(6), 133-
139.

Lo, M. C, Ramayah, T., Min, H. &Songan, P. (2010). Relaionship between Leadership Syles and
Or ganizational Commitment in Malaysia Role of Leader-Member Exchange. Asia Pacific
Busness Review, 16(1-2), 79-104.

Meyer, d P. & Allen, NJ (1991).A Tree-component conceptualitezation of organizational

commitment.

Human Resou rce Management Review, 1, 61-89.
Panayiotis, S, Pepper, A. & Phillips, M. Jd (2011) Transformational change in a time of

crisis.Srategic HRReview,10(5) ,28—34.
Parry,K.W. (1998). Grounded theory and social process: A new direction for lead er shipresear ch.
Leadership Quarterly,9, 85-105.

Pascal, P., Pierre-S&bastien, F. & Lamontagne, S (201 1). Relationships betw een commitments to
Page | 6873 Copyright ©2019 Authors




THINK INDIA JOURNAL

ISSN:0971-1260
Vol-22- Tssue-14-December-2019

the organization, the superior and the colleagues, and the intention to leave among
trucker.International burnal of Organizational Analysis, 19(2), 92—108.

Rai, S. S. (2000). Transformational |eadership, organizational commitment relations between
transformaional leader ship and work outcomes.burnal of Occupational Review, 21, 1-36.

Schein, E. H. (1992). Organizational culture and leadership (ed. 2nd), Jossey-Bass Management
Series.Schimmoeller, L. J. (2010). Leadership styles in competing organizationd culture.
Leadership Review, 10,

125-141.
Smic,l.(1998).Transformational leader ship: Thek ey tosuccessful management. Organizationd

Change, 1(6),49-55.

Swanepoel B, Erasmus B, VAN Wyk, M. & &keck,H. (2000). South African Human Resource
Management: Theory and Practice Kenw yn: duta.

Talentsoothie (2010). Employee Value proposition infosheet: talentsoothiecom Tichy,N.M.,

&Devanna,M.A. (1986).Thetransformational leader. New York:Wiley.

Williams, L. J & Hazer, JT. (1986). Antecedents and consequences of satisfactionand commitment
in turnover modds: a re-analysis using latent variable structural equation methods.
Jburnal of Aoplied Psychol agy, 72 (1),219-31.

Yamaguchi, 1. (1999). Effect of national culture and organizational types of workers on the job
related orientations of Japan ese, USand Australian em ployee.Leadership and Organization
Development burnal ,20,36-45.

Page | 6874 Copyright ©2019 Authors




