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ABSTRACT
Considering the objective to measure employees’ commitment, current study has hypothesized
the effect of transformational leadership through intervening role of perceived organizational
support. For achieving study purpose, doctors in healthcare sector of Sindh, Pakistan were
targeted and sample of 380 were selected through simple random sampling. Data were collected
through self-administrated questionnaire. Data screening was done through SPSS25, model was
assessed through PLS structural equation modeling under algorithm and hypotheses were
assessed under structural modeling through bootstrapping technique by using Smart PLS. The
study outcomes show a positive significant effect of transformational leadership on employees’
commitment. Current study also found a significant mediating effect of perceived organizational
support between transformational leadership and employees’ commitment. The results also
theoretically contributed in literature under organizational support theory and social identity
theory.
Keywords: Transformational leadership, Perceived organizational support, Employees’
commitment, and Healthcare sector.
1.0 Introduction
Globally both public and private organizations have established predetermined objectives and
goals. For achievement of such objectives and goals role of human resources cannot neglected
(Mokgolo. Mokgolo, &Modiba 2012; Mottoh 2015; Gberevbie 2017). Simply regardless of other
resources such as technological, land, and financial resources, it become hard to achieve the
objectives by organizations without human resource (Jain, & Duggal 2015; Gberevbie, Joshua,
Excellence-Oluye& Oyeyemi, 2017). Additionally, literature such as Trottier, Van Wart, and
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Wang (2008); Avolio, Walumbwa and Weber, (2009); Yasir, Imran, Muhamad and Khan, (2016)
have shown that, among factors related to employees’ commitment, style of leadership is on the
top which has remarkable effect on commitment of workforce pertaining to their performance.
According to Akindode and Fagbohunde (2012) that now a days leaders are accounted for a style
of leadership that is favoring top down approach and using techniques for leading employees,
which most often than not a reason of negative response from employees and hindrance between
both employees and leaders. Such leadership styles become a reason of demotivation among
staff, and reduce employees’ commitment. Literature by Lok and Crawford (2004); Nasurdin,
Ahmed, and Razali, (2014) also evident that when employees have no any immediate chance to
switch from one organization to another organization they emotionally detach themselves from
organization.Stated earlier shows the importance of leadership and employees’ commitment
towards achievement of individual as well as organizational objectives become critical and
important.According toOjokuku, Odetayo, and Sajuiybe (2012); Keskes (2014); Abasilim,
Gberevbie, and Osibanjo (2018) stated that leaders are key element in any organization as a
management function and are helpful in employee dedication and helping hand in achievement
of organizational objectives. Leadership is gaining importance and attention in increasing
employees’ commitment. Yukl, (2013); Sudha, Shahnawaz, and Farhat (2016); Kelly, and
Macdonald, (2019) identified different leadership styles those leaders adopt for managing
organization. Current study adapted the transformational leadership style role in employees’
commitment.
Beside leadership styles, organizational support is also consider main stream for bringing up
the employees commitment. In view of Beheshtifar, and Herat (2013) that, employees perceive
those organizations are better which consider the wellbeing of their employees, due to such
organizational structure employees not only make them engaged with that organization in
different pro-social activities pertaining to the organization. Such environmental structure are
better for bringing up the employees’ commitment. Organizational support theory also support
this concept of making organizational environment in such a way that create commitment in
employees (Eisenberger, Huntington, Hutchinson, & Sowa 1986; Rhoades & Eisenberger, 2002)
and organizations value their employees and is serious about employees’ wellbeing (Krishhan&
Mary, 2012).From the above, what is not clear about these findings isthe fact that these studies
were performed outside Pakistan. In Pakistan context influence of transformational leadership on
employees’ commitment through perceived organizational support among doctors is unclear and
bring motivation for investigation. Hence current study tried to investigate the effect of
transformational leadership on employees’ commitment, furthermore current study also added
intervening variable organizational support between relationships of transformational leadership
with employees’ commitment.
2.0 Literature review
2.1, Employees’ commitment
Employee commitment is degree of engagement through which an employee is attached
with organization and participate continuously in it (Newstrom& Davies 2002). Long term
employees are more committed with vast experience and recognize their success among
committed group of employees. Committed staff (employees) work actively and carefully, and
promote the products and services introduced by the organization and pursue improvement
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(Madigan, Norton, & Testa 1999). Additionally they like such environment which boost their
empowerment and growth, work and personal life balance, having required resources for
customer need satisfaction along with training and education.
2.2 Transformational leadership, perceived organizational support and employees’
commitment.
Under transformational leadership, relationship of leaders and subordinate reached to
greater satisfaction level bringing up the common identity on collective ideal base. Leaders under
transformational leadership on behalf of organizational goals increase the motivation among
employees in excess of their own interest. This happen with loyalty, trust, and admiration
assumed by employees from boss (leader). According to Burns (1978) that transformational
leaders bring higher level of commitment, morality and higher performance. Beside this,
according to Nielsen, and Munir (2009) transformational leaders have vision, and creative
leadership style which helps in motivating subordinates in making decisions independently and
developing their work environment. In nutshell transformational leaders bring commitment
among employees. Popper, Ori, and Ury(1992) also supported the idea that transformational
leaders bring more commitment and success in employees. Bass (1985) also argued that
transformational leaders focus on needs and development of their subordinates and motivate
them to do more as expected, Stone, Robert, Russell and Pstterson (2004) also stress out on the
valuing and appreciating followers.As a result, transformational leaders increase subordinates’
commitment, motivate them, and empower them to achieve goals of the organizations (Yukl,
2010).For better organizational and employees benefits it become essential for the organization
to value their human resource personnel. Perceived organizational support is kind of employee
perception regarding organization that it will recognize work contribution of employee and care
about their wellbeing, which bring combined benefits for both organization and employees.
Likewise, perceived organizational support reduce stress level and more work output even after
injury (Shaw et al., 2013) and increase the performance (Rhoades & Eisenberger 2002;Kurtessis,
Eisenberger, Buffardi, Stewart, &Adis2015). Perceived organizational support can be achieved
through effective leadership, proper job conditions, fair treatment, and human resource practices.
During assessment of perceived organizational support of employees, staff pay more attention
towards practices of organization on which organization has discretion, in comparison towards
practices imposed by regulatory government and or competition of the market for employees.
With supportive policies top management increase the perceived organizational support through
supportive help and conditions. There is lack of research about management, human resource
professional and supervisors who can increase perceived organizational support (Eisenberger
&Stinglhamber 2011), and very little has been discovered about influence of transformational
leadership on perceived organizational support. To fill this shortfall, current study has
investigated the role of transformational leadership with perceived organizational support.
Brown and Leigh (1996) focused on organizational environment which has effect on employees’
performance, motivation, and well-being. Similarly, employees perceive that how organization
value them is very important for identifying the attitude of employees which can be beneficial
for the organization. Based on the social identity theory, organizations respect their employees
by considering their importance, as perceived by the employees (Tyler, 1999) this shows
organizational support. Hence commitment can be predicted significantly by perceived
organizational support (Currie, &Dollery 2006). Literature shows significant relationship
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between perceived organizational support and normative, affective commitment, but negative
association with continuance commitment (Ucar&Otken 2010). Conclusively it can be narrated
that more the perceived organizational support, more will be the employees’
commitment.Literature shows that perceived organizational support can be a good mediator
between independent and dependent variable. Wayne, Shore, and Liden (1997) tested perceived
organizational support as a mediator between human resource practices, affective commitment,
OCB and intent to quit. Additionally, perceived organizational support also mediated association
among commitment and job security, decision making and fairness of reward (Allen, Shore,
&Griffeth 1998). Influence of perceived organizational support was found among commitment
and procedural justice, organizational rewards and supervisor support (Rhoades, Eisenberger,
&Armeli2001). According to Masterson, Lewis, Goldman and Taylor (2000) found mediated
influence of perceived organizational support between relationship of procedural justice
perception and work outcomes (like as intent quit, satisfaction, and commitment). Based on these
studies, it appears that POS possesses great potential to influence many work
relationships.Beside the direct relationships stated earlier, and evidences regarding mediating
role of perceived organizational support current study proposed perceived organizational support
as mediating variable between the relationships of transformational leadership and employees’
commitment.Based on above evidences, below hypotheses have been formulated and assessed by
using PLS-SEM.
Hypothesis 1 (H1): Transformational leadership (TFL)significantly affect employees’
commitment(EC)
Hypothesis 2 (H2): Transformational leadership has relationship with perceived organizational
support (POS).
Hypothesis 3 (H3): POS significantly affects employees’ commitment.
Hypothesis 4 (H4): Perceived organizational support will mediate the relationship of
transformationalleadership with employees’ outcomes.
2.3 Frameworkof the Study
Figure 01
Perceived
Organizational
Leadership

Transformational

Employee

Leadership

Commitment
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3.0 Methodology
This section discusses about complete methodology, methodology contents were
followed from Ibrahim and Arshad (2017).
3.1 Research Instrument
Employee commitment: employee commitment denote to employees’ attachment with
organization. Employee commitment 15 item questionnaire developed by Porter, Stears,
Mowday, and Boulian (1974), Allen and Meyer (1990) structured 24 item questionnaire on
commitment types. Later on questionnaire was modified by Allen and Meyer (1996) and limited
to 18 items each commitment level was measured with 6 items. So current study used 6 items to
measure employees’ commitment.
Transformational leadership: Transformational leadership was measured through 7
items used in (Buil, Martinez, &Matute, 2019) originally developed by Bass and Avolio (1996).
Perceived organizational support:perceived organizational support was supposed to be
measured with 8 items developed by Eisenberger, Huntington, Hutchison, and Sowa (1986) but
later on 3 items were deleted due to low loading factor.
3.2 Data collection
For the purpose of the study data were collected from the doctors working in different
hospitals operating in Sindh, Pakistan. Sample of current study was 380 respondents were
selected through simple random sampling technique. However to get desirable response rate 410
questionnaires were distributed, out of which 250 were collected back showing the response rate
of 62.5%. Respondents of study were doctors working in healthcare units operating in Sindh
Pakistan majority of respondents were male (55%) and female (45%). Respondents were having
work experience in current organization more than one year. Further detail is appended in Table
1
Table-1: Respondents’ Profile
Category
Demographic Factors

Count

Percentage

Gender
Male
Female

123
100

55
45

23 to 30 years
31 to 40 years
41 to 50 years
51 to 60 years

40
60
70
53

18
27
31
24

Single
Married

170
53

76
24

2 to 10 years
11 to 20 years
21 to 30 years

85
75
63

38
34
28

Age

Marital Status

Work Experience

3.3 Data analyses method
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After data screening through SPSS 23 final number of usable instruments were 223. Based
on 223 responses measurement model was assessed through PLS algorithm through Smart PLS,
and hypothesis were tested through bootstrapping. The techniques like measurement model
assessment and bootstrapping were recommended by Anderson and Gerbing (1988). In
measurement model validity and reliability of the instrument was checked. After ensuring
adequate results regarding reliability and validity structural model was used to test the
hypothesis.
4.0 Findings.
This section talks about finding of current study
4.1 Assessment of Measurement Model
Conceptualized model was examined through evaluating item loadings of each item, AVE scores
and composite reliability. Loading of each item was well above the threshold of 0.50
(Fornell&Lacker 1981; Hair, Hult, Ringle, &Sarstedt2013) except three items from perceived
organizational support. POS6, POS7, POS8 were deleted due lower loading than 0.50. While
assessing AVEas per criteria defined by Chin (1998) were greater than 0.50. AVE scores were
ranging from 0.514 to 0.52. Beside this composite reliability was also assessed by following the
criteria of 0.70 value (Bagozzi&Yi 1988). R2 also showing reasonable values.CR values were
ranging from 0.840 to 0.883 showing internal constancy and reliability of the instrument. Detail
about each item loading, AVE scores, Composite reliability and R2 are presented in table 2 and
measurement model is presented in figure 2.
Table 2 :Instrument reliability, validity, loading
Variable
Loadings
composite reliability
Transformational leadership
TFL1
TFL2
TFL3
TFL4
TFL5
TFL6
TFL7
Perceived organizational support
POS1
POS2
POS3
POS4
POS5
Employee commitment
EC1
EC2
EC3
EC4
EC5
EC6
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AVE

R2

0.883

0.52

0.840

0.514

0.161

0.87

0.531

0.391

0.765
0.689
0.732
0.785
0.704
0.643
0.721
0.680
0.683
0.673
0.753
0.788
0.88
0.762
0.734
0.780
0.712
0.544
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Figure 2: Measurement Model

Beside this, current study also assessed discriminant validity of the instrument which shows the
length of difference of one variable from other variable in study. Furthermore discriminant
validity was also assessed through HTMT values of HTMT0.85 and HTMT0.90
(HenselerRingle&Sarstedt 2015). Beside this VIF values were also taken under consideration to
assess discriminant validity. HTMT values were under range of HTMT0.85 and VIF scores were
well under recommended ranges of 10 and presented in table 3/
Table 3: HTMT and VIF scores
Construct

HTMT
__________________________
EC
POS TFL

VIF
_________________________
EC
POS TFL

EC
POS
TFL

-0.589
0.673

1.192
1.192

--0.484

--

1

Beside this, R2 and F2 values were also considered and are presented in table 4. R2 values were
found as per criteria by Falk and Miller (1992). Further effect size through f2 values were
checked and found substantial.
Table 4:R2 and f2
Variable

R2

adjusted R2

F2

Effect

___________________
EC
POS TFL
EC
POS
TFL

0.391
0.161
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0.157

-0.122
0.27

-0.192

--

Substantial
Substantial
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4.2 Assessment of Structural Model
After assessment of measurement model, hypothesis under current study framework were
tested through structural equation modeling with help of Smart PLS path modeling.
Bootstrapping technique resulted significant results between transformational leadership and
employees commitment (β= 0.443, t = 8.27, p value, = 0.000) results supported hypothesis H1.
Current study also tested direct relationship of transformational leadership with perceived
organizational support and found the results (β= 0.402, t value = 6.521, p value, = 0.000) hence
supported hypothesisH2. In hypothesis H3 current study has tested the relationship of perceived
organizational support with employees’ commitment and found positive significant results (β=
0.298, t value, = 4.83, p value, = 0.000) hence hypothesis H3 was also supported. Beside this
current study also tested mediating effect of perceived organizational support between
relationship of transformational leadership and employees commitment in hypothesis H4, and
found significant mediated results (β= 0.12, t value, = 3.873, p value, =0.000).Conclusively
current study results provided empirical evidence on support of proposed hypothesis. Table 5 and
figure 3 provided for further detail findings.
Table 5: Structural Path model
Relationship Beta
t value

p value

CI5%

CI95%

TFL>EC
0.443
TFL>POS
0.402
POS>EC
0.298
TFL>POS>EC 0.12

0.000
0.000
0.000
0.000

0.356
0.309
0.199
0.071

0.533
0.51
0.399
0.171

8.27
6.521
4.83
3.873

Decision
accepted
accepted
accepted
accepted

Figure 3: Structural Equation Modelling.

Along with structural model assessment, current study also checked predictive relevance of the
model by following the recommendations of Geisser (1974); Stone, (1974); Chin (2010); Ringle,
Sarstedt and Straub (2012) and Hair et al (2013) through cross redundancy measure Q2. It is
recommended that when Q2 has value greater than zero then it shows predictive relevance.
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Current study results regarding Q2shows all values above the zero. Hence current study model
has adequate predictive relevance for model fit. Detailed results are depicted in table 6.
Table 6: Model fit
Construct

SSO

SSE

Q2= (1-SSE/SSO)

Employee commitment
Perceived org: support
Transformational leadership

1338
1115
1621

1072.099
1030.454
1561

0.199
0.076
0.037

5.0 Discussion
Current study was aimed to understand that how to increase employee commitment through
leadership style. Current study tried to trace out the transformational leadership which has
become a mandatory tool to run an organization especially in healthcare sector to increase
employees commitment followed by the perceived organizational support. Beside this, current
study also focused to see that how perceived organizational support can be helpful to increase
employee commitment. As for as concern to findings current study resulted in significant
outcomes between transformational leadership and employees commitment directly as well as
indirectly through mediation of perceived organizational support. Conclusively results regarding
proposed hypothesis underlining the managerial authorities of health units targeted in Khaerpur
district of Sindh Pakistan. Getting positive influence of transformational leadership towards
employees’ commitment through involving perceived organizational support. Additionally,
significant results regarding effect of transformational leadership, pertaining to employee
commitment show that, employees who are committed willing to work by showing their
engagement with work (Galdeano, Ahmed, Fati, Rehan, & Ahmed 2019) are becoming better
human resources.Henceforth increased perceived organizational support can deliver benefits to
healthcare units in context of current study. Conclusively this can be narrated that,
transformational leadership initiatives and perceived organizational support have significant
relationship with employees commitment in healthcare sector of khaerpur Sindh Pakistan. This
employees’ commitment and perceived organizational commitment will deliver more dedication
towards the health services sector.
5.1 Implications of the study.
In theoretical perspective findings of current study have landed support to the theories
like Organizational support theory (OST: Eisenberger, Huntington, Hutchinson, & Sowa, 1986;
Rhoades & Eisenberger, 2002) and social identity theory which postulate the perceived
organizational support through organization support theory and identifying employees’
commitment through transformational leadership role through social identity theory which was
not studied yet under social identity theory. Hence based on theoretical support this can be
narrated that, more the strong leadership and organizational support more will be the employees’
commitment. While practically current study has pointed out several implications for health care
sector. Top management of any sector especially health care sector has important and major role
in delivering healthy services to the stakeholders (patients). This not only represent positive
image in society and benefit to the community, but also helps in enhancing self-commitment of
employees with organization. Human resources like doctors and other medical staff at healthcare
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units are playing important role in delivering services because they are being treated good by
their leaders and they get desired organizational support needed for providing better services.
5.2 Limitations current study and recommendations for future work
This research was based on cross sectional approach and data collected on selfadministrated questionnaires, however, future studies can be conducted on longitudinal and
cause and effect approach. Furthermore, future studies can be conducted on face to face
interviews by targeting head of organizations. Additionally future studies can cover more
variables concerning to measuring employees’ commitment. Especially future studies can be
conducted by considering green HRM practices to wards employees commitment.
6.0 Conclusion
This Study has contributed in healthcare sector by focusing on leadership style
(transformational leadership) and perceived organizational support for enhancement of
employees’ commitment. Current study has also shown positive significant effect of perceived
organizational support direct towards employees’ commitment and indirect role as mediator
between relationships of transformational leadership with employees’ commitment. Through
empirical evidences committed employees deliver better services which are direly needed in
healthcare sector.
Reference.
1. Abasilim, U. D., Gberevbie, D. E., &Osibanjo, O. A. (2018, October 18-19). Canonical analysis
of perceived leadership styles and employees’ commitment in Nigeria. Paper presented at the
14th European Conference on Management Leadershipand Governance at HU University of
Applied Sciences, Utrecht, The Netherlands.
2. Akinbode, G. A., &Fagbohunde, O. B. (2012). Leadership and organisational factors as
predictors of employeesorganisational commitment in Nigeria: An empirical analysis. Business
and Management Research, 1, 69-87.
3. Allen, D., Shore, L., &Griffeth, R. (1998). A model of perceived organizational support.
Unpublished manuscript. University of Memphis and Georgia State University.
4. Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of affective, continuance
and normative commitment to the organization. Journal of occupational psychology, 63(1), 1-18.
5. Allen, N. J., & Meyer, J. P. (1996). Affective, continuance, and normative commitment to the
organization: An examination of construct validity. Journal of vocational behavior, 49(3), 252276.
6. Anderson, J. C., &Gerbing, D. W. (1988). Structural equation modeling in practice: A review
and recommended two step approach. Psychological bulletin, 103(3), 411-423.
7. Avolio, B. J., Walumbwa, F. O., & Weber, T. J. (2009). Leadership: Current theories, research,
and future directions. AnnualReview of Psychology, 60, 421-449.
8. Bagozzi, R. P., & Yi, Y. (1988). On the evaluation of structural equation models. Journal of the
Academy of Marketing Science, 16(1), 74-94.
9. Bass, B. M., & Avolio, B. J. (1996). Multifactor leadership questionnaire. European Journal of
Psychological Assessment.

ISSN: 2005-4289 IJDRBC
Copyright ⓒ 2021 SERSC

743

International Journal of Disaster Recovery and Business Continuity
Vol.12, No. 1, (2021), pp. 734–746

10. Bass, B.M. (1985), Leadership and Performance Beyond Expectations, the Free Press, New
York, NY
11. Beheshtifar, M., & Herat, B. H. (2013). To promote employees commitment via perceived
organizational support. International Journal of Academic Research in Business and Social
Sciences, 3(1), 306.
12. Brown, S. P., & Leigh, T. W. (1996). A new look at psychological climate and its relationship to
job involvement, effort, and performance. Journal of applied psychology, 81(4), 358.
13. Buil, I., Martínez, E., &Matute, J. (2019). Transformational leadership and employee
performance: The role of identification, engagement and proactive personality. International
Journal of Hospitality Management, 77, 64-75.
14. Burns, J.M. (1978), Leadership, Harper & Row, New York, NY
15. Chin, W. (2010). How to write up and report PLS analyses. In V. Esposito Vinzi, W. W. Chin, J.
Henseler& H. Wang (Eds.), Handbook of Partial Least Squares, Springer Berlin Heidelberg,
655-690
16. Chin, W. W. (1998). The partial least squares approach to structural equation modeling. Modern
Methods for Business Research, 295(2), 295-336
17. Currie P, Dollery B (2006). Organizational commitment and perceived organizational
support in the NSW police. Inter. J. Police Strategies Manage, 29(4): 741-756
18. Eisenberger, R., &Stinglhamber, F. (2011). Perceived organizational support: Fostering
enthusiastic and productive employees. Washington, DC: American Psychological
Association.
19. Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Perceived organizational
support. Journal of Applied Psychology, 71(3), 500-507.
20. Falk, R. F., & Miller, N. B. (1992). A Primer for Soft Modeling. University of Akron Press.
21. Fornell, C., &Larcker, D. F. (1981). Structural equation models with unobservable variables and
measurement error: Algebra and statistics. Journal of Marketing and Research 18(3), 382-388.
22. Galdeano, D., Ahmed, U., Fati, M., Rehan, R., & Ahmed, A. (2019). Financial performance and
corporate social responsibility in the banking sector of Bahrain: Can engagement
moderate?. Management Science Letters, 9(10), 1529-1542.
23. Gberevbie, D. E. (2017). Public administration: A conceptual perspective. Ibadan, Nigeria:
Cardinal Publishers
24. Gberevbie, D., Joshua, S., Excellence-Oluye, N., & Oyeyemi, A.(2017). Accountability for
sustainable development and the challenges of leadership in Nigeria, 1999-2015. SAGE
Open,7(4). doi:10.1177/2158244017742951
25. Geisser, S. (1974). A predictive approach to the random effect model. Biometrika,
61(1), 101-107.
26. Hair Jr, J. F., Hult, G. T. M., Ringle, C., &Sarstedt, M. (2013). A primer on partial least squares
structural equation modeling (PLS-SEM): Sage Publications.
27. Henseler, J., Ringle, C. M., &Sarstedt, M. (2015). A new criterion for assessing discriminant
validity in variance-based structural equation modeling. Journal of the Academy of Marketing
Science, 43(1), 115-135.
28. Ibrahim, Y. & Arshad, I. (2017).Examining the impact of product involvement, subjective norm,
and perceived behavioral control on investment intentions of individual investors in Pakistan:
Investment Management and Financial Innovations, 14, (4) 181-193.

ISSN: 2005-4289 IJDRBC
Copyright ⓒ 2021 SERSC

744

International Journal of Disaster Recovery and Business Continuity
Vol.12, No. 1, (2021), pp. 734–746

29. Jain, P., & Duggal, T. (2015). The role of transformational leadership in organisational
commitment. International Journal of Business Quantitative Economics and Applied
Management Research, 1(5), 1-11.
30. Kelly, S., & MacDonald, P. (2019). A look at leadership styles and workplace solidarity
communication. International Journal ofBusiness Communication, 56, 432-448
31. Keskes, I. (2014). Relationship between leadership styles and dimensions of employee
organizational commitment: A critical review and discussion of future directions. Intangible
Capital, 10, 26-51.
32. Krishhan, J. & Mary, S. (2012). Perceived organisational support – An overview
on its antecedents and consequences, International Journal of Multidisciplinary
Research, 2(4), 2- 3.
33. Kurtessis, J. N., Eisenberger, R., Ford, M. T., Buffardi, L., Stewart, K. A., &Adis, C. S. (2015 in
press). Perceived organizational support: A meta-analytic evaluation of organizational
support theory. Journal of Management.
34. Lok, P., & Crawford, J. (2004). The effect of organisational culture and leadership style on job
satisfaction and organisational commitment: A cross-national comparison. Journal of
Management Development, 23, 321-338
35. Madigan, M., Norton, J. & Testa, I. (1999). The Quest for Work ñ Life Balance. [online].
Rogers
Media.
Available
from:
http://www.benefitscanada.com/content/legacy/content/1999/html.
36. Masterson, S., Lewis, K., Goldman, B., & Taylor, S. (2000). Integrating justice and social
exchange: The differing effects of fair procedures and treatment on work relationships. Academy
of Management Journal, 43, 738–748
37. Mokgolo, M. M., Mokgolo, P., &Modiba, M. (2012).Transformational leadership in the South
African public service after the April 2009 national elections. South AfricaJournal of Human
Resource Management, 10, 1-9.
38. Moorman, R., Blakely, G., &Niehoff, B. (1998). Does perceived organizational support mediate
the relationship between procedural justice and organizational citizenship behavior? Academy of
Management Journal, 41, 351–357
39. Mottoh, S. N. (2015). The influence of transformational and transactional leadership style on
employee performance (Case study: Dinas Kesehatan Manado). JurnalBerkalaIlmiahEfisiensi,
15, 436-446
40. Nasurdin, A. M., Ahmad, N. H., &Razalli, A. A. (2014). Politics, justice, stress, and deviant
behaviour in organizations: An empirical analysis. International Journal of Business and Society,
15, 235-254.
41. Newstrom, J. W. and Davis, K. (2002). Organizational Behaviour. "Human Behaviour at
Work." 11th Edition: New Delhi Tata Mcgraw - Hill Publishing Company Limited.
42. Nielsen, K. and Munir, F. (2009), “How do transformational leaders influence followers’
affective well-being? Exploring the mediating role of self-efficacy”, Work & Stress, 23(4), 313329
43. Ojokuku, R. M., Odetayo, T. A., &Sajuyigbe, A. S. (2012). Impact of leadership style on
organizational performance: A case study of Nigerian banks. American Journal of Business and
Management, 1, 202-207
44. Popper, M., Ori, L. and Ury, M.G. (1992), “The Israeli defense forces: an example of
Transformational leadership & organizational development”, Leadership and Organizational
Development Journal, 13(1), pp. 3-8

ISSN: 2005-4289 IJDRBC
Copyright ⓒ 2021 SERSC

745

International Journal of Disaster Recovery and Business Continuity
Vol.12, No. 1, (2021), pp. 734–746

45. Porter, L. W., Steers, R. M., Mowday, R. T. &Boulian, P. V. (1974). Organizational
commitment, job satisfaction, and turnover among psychiatric Technkinas. Journal of Applied
Psychology, 59, 603-60
46. Rhoades, L., & Eisenberger, R. (2002). Perceived organizational support: A review of the
literature. Journal of Applied Psychology, 87, 698-714
47. Rhoades, L., Eisenberger, R., &Armeli, S. (2001). Affective commitment to the organization:
The contribution of perceived organizational support. Journal of Applied Psychology, 86, 825–
836
48. Ringle, C. M., Sarstedt, M., & Straub, D. (2012). A critical look at the use of PLS-SEM in MIS
Quarterly. MIS Quarterly (MISQ), 36(1), 3-14
49. Shaw, W. S., Reme, S. E., Pransky, G., Woiszwillo, M. J., Steenstra, I. A., & Linton, S. J.
(2013).
The pain recovery inventory of concerns and expectations: a psychosocial screening
instrument to identify intervention needs among patients at elevated risk of back disability.
Journal of Occupational and Environmental Medicine / American College of Occupational and
Environmental Medicine, 55, 885-894.
50. Stone, A.G., Robert, F., Russell, R.F. and Patterson, K. (2004), “Transformational versus servant
leadership: a difference in leader focus”, Leadership & Organization Development Journal,
25(4)349-361
51. Stone, M. (1974). Cross-validatory choice and assessment of statistical predictions.
Journal of the Royal Statistical Society, 36(2), 111-147.
52. Sudha, K. S., Shahnawaz, M. G., & Farhat, A. (2016). Leadership styles, leader’s effectiveness
and well-being: Exploring collective efficacy as a mediator. Vision, 20, 111-120
53. Trottier, T., Van Wart, M., & Wang, X. (2008). Examining the nature and significance of
leadership in government organisations. Public Administration Review, 68, 319-333
54. Tyler, T. R. (1999). Why people cooperate with organizations: An identity-based perspective.
55. Ucar, D. &Ötken, AB. (2010). Perceived Organizational Support and Organizational
Commitment: The Mediating Role of Organization Based Self-Esteem, DokuzEylül
Üniversitesi_ktisadive_dariBilimlerFakültesiDergisi, 25(2), 85.
56. Wayne, S. J., Shore, L. M., & Liden, R. C. (1997). Perceived organizational support and leadermember exchange: A social exchange perspective. Academy of Management Journal, 40(1),
82e111.
57. Yasir, M., Imran, R., Irshad, M. K., Mohamad, N. A., & Khan, M. M. (2016). Leadership styles
in relation toemployees’ trust and organizational change capacity: evidence from non-profit
organisations. SAGE Open, 6(4). Doi: 10.1177/2158244016675396
58. Yukl, G. (2010), Leadership in Organizations, 7th ed., Pearson/Prentice Hall, Upper Saddle
River, NJ.
59. Yukl, G. (2013). Leadership in organizations (8th Ed.). Upper Saddle River, NJ: Pearson
Education.

ISSN: 2005-4289 IJDRBC
Copyright ⓒ 2021 SERSC

746

