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Abstract: Current research attempts to define the behaviour of the employee’s job satisfaction with respect to
the path goal theory of leadership. Furthermore corporate culture based on the competing value approach is
still trying to learn the parameters governing this section by collect data from 200 participants from Pakistani
employees who work in organizations through structured questionnaires for job satisfaction. Job satisfaction
of performance is measured through multiple assessment methods and organizational culture assessment
instrument (OCAI) will be used to represent leadership and culture. In order to conclude hypothesis, correlation
analysis is performed to study the topic of leadership in order to measure satisfaction. Employee satisfaction
to work in contrast to the participation of leaders focused on supporting student achievement and positively
correlated with the behaviour of the two employees. However, it was found that organizational culture has an
important role in maintaining the efficiency of these behaviours as a result of the study showed that a leader
commands is most effective within the cultural complex, however, within a culture of leadership in the
development and realistic statement shows a negative relationship with job satisfaction and commitment to
work in hand. Leadership support and involvement in support of a more positive prominently on the group or
cultural development department, but on the cultural hierarchy leadership support and involvement were
negatively related to the behaviour of employees. The focus is to find realistic and cultural disciplines within
the parent culture adverse to focus on culture and achievements in the development of a negative result,
commitment and job satisfaction .The difference in the performance of the four forms of leadership will be
recorded. Leadership, it is a cultural phenomenon, it is concluded that management style should be in
accordance with the corporate culture. Although the results can be generalized in the context of the Pakistan,
however future research is still needed to explore the meaning of the reslts obtained in the context of economies
of other countries, such as countries in Asia to have a culture of hierarchy, so the current study provide useful
results .Practitioners and administrators can increase employee job satisfaction and Commitment to work
through the leadership in line with the corporate culture.

Key words: Leadership  Culture  Satisfaction  Commitment

INTRODUCTION employees who plan and execute organizational

Resource based view postulates that firms’ internal strategies to achieve organizational goals and objectives.
resource is a critical source of competitive advantages [1]. Previously responsibility of human resource (HR)
Rare internal resources those are difficult to copy leads to department was confined to just recruiting and selecting
sustainable competitive advantages. In current scenario appropriate workforce [3]. However, today the scope of
human resource is viewed as one of those critical internal HR has been broadened and also includes the
resources those could provide sustainable competitive management of employees’ behaviour at work place.
advantages [2]. Researchers are agreed that HR The excellence of HR department is contingent to the
department plays a vital role in achieving organizational management of its employees’ behaviour. Managing
goals and objectives efficiently. It is because these are the employees’ behaviours has become one of the most sober

operations. Thus it is important to devise appropriate HR
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challenges for HR managers [4]. Employee job satisfaction those focus on characteristics of leaders. Such theories
is often used to represent their behaviour. Positive differentiate leaders with other non-leaders by reason of
behaviour leads to high job satisfaction. Researchers are their personality traits [5, 15]. Second, the behavioural
agreed that high employee job satisfaction results into theories argued that leaders can be made through
high individual and  organizational  performances  [5,  6]. providing appropriate knowledge and training [16, 17].
It is found that high job satisfaction reduces turnover in However, from the last decade it is believed that it is more
current competitive environment where HR managers are appropriate to adopt leadership style according to the
finding it difficult to retain their employees [6]. Moreover, situation and contingency  factors.  These  theories  can
it is also found that high job satisfaction results into less be  labelled as contingency theories of leadership [18].
absenteeism that ultimately increases productivity at The implication of contingency theories is more
individual and firm level [3]. This implies that managers significant as it also considers other moderating variables
should give significant attention to explore and manage those could affect the leader’s influence on the behaviour
the factors those could affect employee behaviours. of his followers [19]. For instance Path GoalTheory is one

Previously a number of factors have been explored of the most prominent contingency theories and argued
those could affect employee job satisfaction. For instance that workplace atmosphere and employees’ personal
employees’ compensation is significantly related with characteristics are critical moderating factors in this
their job satisfaction [7]. Similarly, [8] postulated that respect [17].
these are intrinsic factors those lead to satisfied Path Goal Theory argues that there are four
employees while extrinsic factors only prevent
dissatisfaction. One can explain variations into job
satisfaction through need for fulfilment, prospect
variations, work value, justice and dispositional aspects
[9]. Similarly job structure and the role vagueness work as
critical antecedents of job satisfaction [10]. In short the
literature has explored a number of factors those could
affect employee behaviours such as job satisfaction.

However, from the last two decades special  attention
is given to the relationship between leadership and job
satisfaction [11]. Leadership can be defined as process in
which leader influence his subordinates to accomplish
some specific goal [12]. The importance of leadership can
be explained with two aspects. First there is close relation
between leader and his followers. Second, leaders have
the ability to influence their followers through shaping
their behaviours. Leaders do so through their words and
actions [13]. So, it can be postulated that leadership
behaviour can significantly affect the employee behaviour
of job satisfaction. Managers also play the role of
leadership and try to influence their employees to achieve
organizational goals and objectives [14]. So, their role as
leader at workplace is important. The purpose of this
research is to explore the effects of leadership styles on
employee job satisfaction. More precisely it is tried to
explore that what leadership style managers should adopt
to influence their employees positively to augment their consider such situational and moderating factors while
job satisfaction.

Literature has explored a number of leadership styles
by time to explore that which leadership style is more
appropriate to select. In general leadership literature can
be segregated into three categories. First, the trait theories

leadership styles developed on the basis of personal
characteristics and work environment. These styles are of
directive, supportive, participative and achievement
oriented styles of leadership [20]. Directive leadership
follows bureaucratic style and direct the employees that
what they are supposed to do [17]. In other words
directive leadership is task oriented. However, supportive
leadership do not concentrate on organizational benefits
only but also consider employees’ personal needs [17].
So, supportive leadership can be attributed as employee
oriented approach. On the other hand participation
leadership seeks employees’ input in decision making
[17]. Employees are encouraged to participate in their
decision making process. In the end achievement oriented
spotlights on outcomes and believe on giving challenging
targets to employees [17]. In other words achievement
oriented style represents the result oriented structure.

However, the effectiveness of these four styles varies
within two moderating factors of work environment and
employee personal characteristics. Perhaps this is why
literature documented different results regarding
relationship between specific leadership style and job
satisfaction [18]. It is argued that no specific leadership
style behave constantly in each situation. Within different
situations and moderating factors the effectiveness of
leadership styles differ [21]. So, it is very much to

studying relationship between leadership and job
satisfaction. For instance four leadership styles are
proposed by Path Goal Theory with different
contingencies [22]. They contended that in case where
job  is  highly  structure  it  is  more  appropriate  to  adopt
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directive leadership style. So, within moderation of task Managing people at workplace has become one of
structure one can explain the effectiveness of directive most sober issues in current competitive and dynamic
leadership. However, on the contrary when task is environment [18]. It is argued that employee- culture fit is
unstructured then according to [22] participation is more an important determinant of employee job satisfaction.
useful to increase employee job satisfaction. However, leadership style may affect the employee-

For instance it is argued that the effectiveness of culture affect that ultimately could affect their level of
directive leadership is applicable where the work is satisfaction. This notion could create problem for manager
complex and vague [23]. However, when the job is if they adopted wrong leadership style to augment
standardized then one can evidence the benefits of employee job satisfaction. This problem is more critical in
supportive   leadership  on  employee  behaviours  [17]. case SMEs as cost of hiring new employees is high [21].
On the contrary in case where the followers contain high So, the problem is to explore the leadership style that
locus of control then one can expect the benefits of managers should adopt within different organizational
participative leadership on job satisfaction [17]. Similarly, culture to positively affect employee behaviours.
achievement oriented leadership is more useful where the
task is ambiguous and it is important to define the Data and Methodology: Current study endeavours to
expectations [18]. So, these four leadership styles are view integrate three research areas of leadership behaviours,
differently within different situations. employee behaviours and organizational culture. So, the

Another situation that could affect the effectiveness scope of current study is confined to three key research
of leadership behaviour is organizational culture. disciplines of leadership behaviour, employee behaviours
Organizational culture can be defined as the shared values and organizational culture. However, Path Goal theory is
and beliefs that are also transferred to new employees used to study leadership while job satisfaction and work
[17]. In simple words organizational culture demonstrates commitment represents employee behaviours and
the way to which works is done within the organization. competing value approach is adopted to study
More the employees match with organizational culture organizational culture.
more they will be satisfied from their job [24]. So, it is In this research structured questionnaire is deployed
important to consider organizational culture while for getting responses. Theoretical framework is
studying employee behaviours such as job satisfaction or established and it conveys the graphical picture of
motivation. variables that are under questioned and also their

It is argued that the leadership style that is according projectedassociations to each other. Figure 1show the
to the culture-employee fit will optimize the level of model used to conclude proposed theory. It contains two
employee job satisfaction [25]. There are four main dependent variables of job satisfaction and work
organizational cultures i.e. group, hierarchal, rational and commitment, one independent variable of leadership
developmental culture [17]. Group culture follows behaviour and one moderating variable of organizational
employee oriented approach and developed on the basis culture. Model proposed in Figure 1 demonstrates two
of teamwork and affiliation. Hierarchal culture deals with important relations between these variables. First,
the development of shared beliefs and values on the basis leadership behaviour as demonstrated by Path Goal
of bureaucracy. Clear instructions are given to complete theory significantly contributes to employees’ job
tasks. On the contrary developmental culture promotes satisfaction and work commitment. Second, this
innovation and allows employees to take risk. While at relationship between leadership and job satisfaction and
last rational culture concentrates on results and output work commitment may behave differently within different
and follows result oriented approach. However, critical organizational cultures define as moderating variable.
thing is that what style of leadership they should applied Following part of this section will define these variables
within these four cultures. In other words what leadership and also develop hypotheses.
style promotes culture-employee fit? The purpose of this Previous literature of Path Goal Theory found that
study is to investigate this given arguments regarding four leadership styles of participative, supportive,
impact of leadership styles on culture-employee fit and its achievement oriented and directive styles are significant
effects on job satisfaction. However, to explore such within different environmental and followers’ based
questions only SMEs from PAKISTAN are targeted in contingency factors. For instance directive leadership is
this respect. appropriate   in    case   where   jobs   are   ambiguous  and
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Fig. 1: Theoretical Framework

appropriate direction is needed to complete tasks [26]. possible that group culture optimized the effectiveness of
Similarly, within highly structured jobs supportive participative and supportive leadership and more
leadership is more appropriate. This implies that it is not prominently affect employee job satisfaction and work
appropriate to relate leadership styles with job commitment. It is because best fit between participative
satisfaction and work commitment directly. However, and supportive leadership and group culture. Similarly,
recent studies showed that participative and supportive directive leadership is consistent with hierarchal culture.
leadership  is  more  appropriate and positively So, in case where hierarchal culture dominates directive
contributes to employee job satisfaction and work leadership may impact positively to job satisfaction and
commitment. This can because of viewing employee work commitment. At last achievement oriented leadership
benefits as well in the alignment of organizational goals may show positive contributions towards job satisfaction
and objectives. So, on the basis of this argument positive and work commitment within rational culture where
relation between supportive and participative leadership importance is given to results and outputs. In other words
and job satisfaction and work commitment is expected and leadership styles those are in accordance with
following two hypotheses are proposed in this respect. organizational culture increase employee job satisfaction

H : Participative Leadership is positively related with discussions following hypotheses are proposed further.1

job satisfaction and work commitment. 
H : Supportive Leadership is positively related with job2

satisfaction and work commitment.

Conversely, it is possible that directive leadership
affect negatively to job satisfaction and work commitment group culture with respect to job satisfaction and
due to its hierarchal nature. Similarly, achievement work commitment. 
oriented could also lead to low satisfaction and H : Directive Leadership is more effectivein case of
commitment especially when task is difficult and high
expectations are there to meet those goals and objectives.
So, on the basis of above discussions following two
hypotheses are also proposed.

H : Directive Leadership is positively related with job3

satisfaction and work commitment. 
H : Result Oriented Leadership is positively related4

with job satisfaction and work commitment. sample should fairly represent thecharacteristics of

However, organizational culture can play significant approaches of probability sampling and non-probability
moderating role in this respect. For instance it is much sampling techniques.

and work commitment. So, on the basis of above

H : Participative Leadership is more effectivein case of5

group culture with respect to job satisfaction and
work commitment. 

H : Supportive Leadership is more effectivein case of6

7

hierarchal culture with respect to job satisfaction
and work commitment.

H : Result Oriented Leadership is more effectivein case8

of rational culture with respect to job satisfaction
and work commitment.

It is more appropriate to study specified sample rather
than whole population to save cost and time. However,

population. One can select sample through twobasic
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However, in current study sub-type of non-
probability sampling i.e. convenience sampling is
deployed. So, to conclude  proposed  theory  current
study  selected   200   individual  employees  from
Pakistan on the basis of convenience sampling. However,
it is tried to ensure that these individuals belong to
various work settings that will allow us to investigate
leadership behaviour within different organizational
culture.

RESULTS AND DISCUSSIONS

One of the critical areas that can affect the results
obtained from selected sample to conclude proposed
theory is reliability of data collected. To testify proposed
hypotheses data is collected from 200 individuals in
different organizations through structured questionnaire.
Job satisfaction, work commitment and all four leadership
styles are calculated through average value of items
belong to them on 5 scales. Results showed on average
employees are satisfied and committed to their job as
mean value of job satisfaction and work commitment
showed values of 3.25 and 3.37 respectively. Similarly,
median values for job satisfaction and commitment are Fig. 3: Work Commitment and Directive Leadership
more than 3 and represents normal values. On the other
hand no specific leadership style dominates significantly
and four leadership styles also showed mean and median
values more than 3. However, cultural dimensions are
calculated on the basis of 100 point with respect to five
different aspects. It is found that on average group
culture dominants while hierarchal culture got least mean
scores. So, it can be infer that in PAKISTAN most of the
organizations follow group culture and tried to avoid
hierarchal culture.

To explore relationship  between  leadership styles
and job satisfaction and work commitment interactive dot Fig. 4: Job Satisfaction and Supportive Leadership
graphs are used. Figure 2 and 3 shows interactive dot
graph between job satisfaction and work commitment Similarly, consequences of supportive leadership
respectively with respect to directive leadership. Dots with respect to job satisfaction and work commitment are
within graphs show the mean values. Both the graphs explored in Figure 4 and 5 respectively. Interactive dot
clearly demonstrate that with high directive leadership graph of Figure 4 clearly demonstrates that employees
both employee job satisfaction and work commitment who score high to supportive leadership are more
decreases. This indicates that there is negative relation satisfied from their job. This indicates that job satisfaction
between  job   satisfaction    and    work   commitment  and has positive relation with supportive leadership style.
directive leadership. So, on the basis of results obtained Similar results are found in case of work commitment.
from these two graphs first hypothesis of negative effects Figure 5 demonstrates that with the increase in scores for
of directive leadership on job satisfaction and work supportive leadership scores for work commitment also
commitment is accepted. creep up. This ultimately approves the second hypothesis

Fig. 2: Job Satisfaction and Directive Leadership
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Fig. 5: Work Commitment and Supportive Leadership Fig. 9: Work Commitment and Achievement-Oriented

Fig. 6: Job Satisfaction and Participative Leadership leadership  as    high    scores    to    participative

Fig. 7: Work Commitment and Supportive Leadership leadership with respect to job satisfaction and work

Fig. 8: Job Satisfaction and Achievement-Oriented work commitment. In this way fourth hypothesis is
Leadership rejected.

Leadership

of current study. However, it is also observed that in two
cases where scores for supportive leadership are more
than 4 both job satisfaction and work commitment showed
low values.

On the other hand Figure 6 and 7 show interactive
dot graphs to investigate the relationship between
participative leadership and job satisfaction and work
commitment. Figure 6 clearly demonstrates positive
relation between job satisfaction and participative

leadership correspond with high scores to job
satisfaction. Similarly, Figure 7 demonstrates the
interactive   dot    graph    between    work  commitment
and   participative     leadership.     This    graph  also
clearly  indicates  that   high   participative  leadership
leads to high work commitment. So, these results
ultimately  accept   the   third   hypothesis  of current
study that participative leadership leads to high job
satisfaction and employees become more committed to
their work.

At last effectiveness of achievement oriented

commitment is tried to explore through interactive dot
graphs presented in Figure 8 and 9 respectively. However,
results indicates that achievement oriented leadership do
not affect significantly on job satisfaction as
demonstrated by Figure 9. One can evidence that there is
not much differences in the scores of job satisfaction as
achievement oriented leadership dominates. Similar results
are also obtained in case of work commitment and high
achievement oriented leadership does not affect
significantly to the scores of work commitment. So, it can
be inferred that there is no significant relation between
achievement oriented leadership and job satisfaction and
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Table 1: Pearson’s Correlation for Leadership
Job Satisfaction Commitment Directive Supportive Participative Achievement

Job Satisfaction 1
Commitment .960(**) 1
Directive -.588(**) -.582(**) 1
Supportive .312(**) .342(**) -.757(**) 1
Participative .463(**) .475(**) -.734(**) .733(**) 1
Achievement .141(*) .136( * ) .204(**) -.299(**) -.230(**) 1
**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

Table 2: Spearman’s Correlation for Leadership
Job Satisfaction Commitment Directive Supportive Participative Achievement

Job Satisfaction 1
Commitment .956(**) 1
Directive -.661(**) -.632(**) 1
Supportive .403(**) .424(**) -.741(**) 1
Participative .487(**) .509(**) -.726(**) .765(**) 1
Achievement .144(*) .099 .135(*) -.243(**) -.214(**) 1
**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

Correlation Analyses: Though, descriptive statistics viewed that work commitment showed negative
provide quick view of data and used worldwide due to its coefficients of -0.582 and -0.632 for Pearson’s and
simplicity. However, it is more appropriate to better Spearman’s correlation respectively. So, in general
validate the results through more sophisticates tests. directive leadership is negatively associated with
Correlation analysis is one of them. Correlation analysis employee work commitment.
tried to determine the direction and as well as intensity of However, rest of three styles documented positive
association between two variables. In other words relation with both job satisfaction and work commitment
correlation analysis explores the relationship between two as demonstrated by Table 1 and 2. Supportive Leadership
variables on the basis of cause and effects. Table 1 and 2 documented Pearson’s coefficients of 0.312 and 0.342 with
provides the results obtained from Pearson’s and respect to job satisfaction and work commitment
Spearman’s Correlation respectively between leadership respectively. Similarly, in case of Spearman’s correlation
styles and job satisfaction and work commitment. these statistics are 0.403and 0.424 respectively.
Pearson’s correlation is parametric in nature and requires Participative leadership also document strong positive
the assumption of normality. While on the other hand correlation with job satisfaction and work commitment. At
Spearman’s correlation is non-parametric and can be used last opposite to fourth hypothesis of current study
regardless of normality assumptions. So, using both the achievement oriented leadership showed positive
analyses will increase validity of results obtained. correlation with job satisfaction significantly. Pearson’s

Results show that both job satisfaction and work correlation documented the coefficient value of 0.141
commitment are highly correlated and it can be infer that between achievement oriented leadership and job
high job satisfaction leads to high  work  commitment. satisfaction. Similarly, Spearman’s correlation found
Both Pearson’s and Spearman’s show coefficients value coefficient value of 0.144 between achievements oriented
of 0.96 and 0.956 respectively with high significance level. leadership and job satisfaction. So, in general
On the other hand it is also found that all four leadership achievement oriented leadership positively contributes to
styles except directive leadership are positively correlated job satisfaction. These results are also consistent in case
with job satisfaction. Directive leadership showed the of work commitment that showed positive Pearson’s
Pearson’s coefficient as -0.588 while this statistic is -0.661 coefficient of 0.136 with high significance. However,
in case of Spearman’s coefficient. So, in general Directive Spearman’s correlation work commitment documents
leadership leads to low job satisfaction. Similar results are insignificant association with achievement oriented
found in case of work commitment that also showed leadership. Subsequent section will explore the
negative coefficient with directive leadership in case of effectiveness of these four leadership styles within
both Pearson’s and Spearman’s correlation. It can be different organizational cultures.
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Table 3: Pearson’s Correlation within Group Culture
Job Satisfaction Commitment Directive Supportive Participative Achievement

Job Satisfaction 1
Commitment .943(**) 1
Directive -.883(**) -.856(**) 1
Supportive .862(**) .887(**) -.909(**) 1
Participative .714(**) .707(**) -.741(**) .766(**) 1
Achievement -0.057 -0.042 .230(**) -0.144 -.228(**) 1
**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

Table 4: Spearman’s Correlation within Group Culture
Job Satisfaction Commitment Directive Supportive Participative Achievement

Job Satisfaction 1
Commitment .925(**) 1
Directive -.898(**) -.866(**) 1
Supportive .824(**) .845(**) -.868(**) 1
Participative .721(**) .736(**) -.749(**) .772(**) 1
Achievement -0.033 -0.069 .200(*) -0.048 -0.147 1
**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

Table 5: Pearson’s Correlation within Developmental Culture
Job Satisfaction Commitment Directive Supportive Participative Achievement

Job Satisfaction 1
Commitment .964(**) 1
Directive -.859(**) -.838(**) 1
Supportive .844(**) .813(**) -.883(**) 1
Participative .648(**) .670(**) -.724(**) .772(**) 1
Achievement -.711(**) -.698(**) .788(**) -.758(**) -.673(**) 1
**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

Group Culture and Leadership Behaviours: Results increase with respect to job satisfaction and work
reveal that correlation between job satisfaction and commitment. However, achievement oriented leadership
supportive and participative  leadership  becomes documented negative but insignificant results for both
stronger when group culture dominates. It   is   found  that Pearson’s and Spearman’s correlation as shown by Table
supportive leadership documented the Pearson’s 3 and 4 respectively.
correlation of 0.862 with job satisfaction while in case of
Spearman’s correlation it is 0.824. However, comparing to Developmental  Culture  and  Leadership:  Similarly,
total sample this correlation was 0.312 and 0.403 in case of Table 5 and 6 demonstrates the correlation statistics
Pearson’s and Spearman’s correlation as demonstrated in between leadership behaviours and job satisfaction and
Table 1 and 2 respectively. Similarly, work commitment work commitment. However, to do so only 105
also shows high Pearson’s and Spearman’s correlation of observations those score more than 100 to developmental
0.887 and 0.845 respectively with respect to supportive culture is selected. Similar to group culture it is found that
leadership when group culture dominates as shown in developmental culture also optimizes the positive
Table 3 and 4. contributions of supportive and participative leadership

Similar results are found in case of participative to job satisfaction and work commitment. For instance
leadership as both Pearson’s and Spearman’s coefficients results showed that within developmental culture
showed the value of 0.714 and 0.721 respectively with Pearson’s correlation  between  supportive  leadership
respect to job satisfaction when group culture dominates. and job satisfaction and work commitment are 0.844 and
However, previously in case of full sample these statistics 0.813 while in case of full sample these statistics were
were 0.463 and 0.487 as demonstrated by Table 3 and 4. 0.312 and 0.314 respectively. These results are also
These results are also consistent in case of work consistent with Spearman’s correlation with high level of
commitment. So, it can be argued that within group culture significance.
effectiveness of supportive and participative leadership
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Table 6: Spearman’s Correlation within Developmental Culture
Job Satisfaction Commitment Directive Supportive Participative Achievement

Job Satisfaction 1
Commitment .914(**) 1
Directive -.838(**) -.837(**) 1
Supportive .709(**) .744(**) -.807(**) 1
Participative .632(**) .684(**) -.676(**) .724(**) 1
Achievement -.712(**) -.701(**) .775(**) -.692(**) -.608(**) 1
**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

Table 7: Pearson’s Correlation within Rational Culture
Job Satisfaction Commitment Directive Supportive Participative Achievement

Job Satisfaction 1
Commitment .947(**) 1
Directive -.277(**) -.267(*) 1
Supportive -.281(**) -.251(*) -.517(**) 1
Participative .276(**) .238(*) -.731(**) .686(**) 1
Achievement .774(**) .807(**) -.436(**) -0.147 0.198(*) 1
**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

Table 8: Spearman’s Correlation within Rational Culture
Job Satisfaction Commitment Directive Supportive Participative Achievement

Job Satisfaction 1
Commitment .973(**) 1
Directive -.339(**) -.318(**) 1
Supportive -.284(**) -.201(*) -.310(**) 1
Participative 0.140 0.156 -.654(**) .739(**) 1
Achievement .691(**) .682(**) -.560(**) 0.002 0.147 1
**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

However, directive leadership and achievement supportive leadership are negatively associated with job
oriented leadership are negatively associated with job satisfaction and work commitment as well. So, contrary to
satisfaction and work commitment in this respect. previous results of current study supportive leadership is
Previously within group culture achievement oriented negatively contributing to jobs satisfaction and work
leadership documented negative but insignificant results. commitment within rational culture. On the other hand
However, within developmental culture achievement participative and achievement oriented leadership showed
oriented leadership showed highly negative correlation positive correlationwith job satisfaction and work
with high level of significance. So, in general within commitment. However, Spearman’s correlation
developmental culture supportive and participative betweenparticipative leadership and job satisfaction and
leadership are highly correlated with job satisfaction and work commitment is insignificant as demonstrated by
work commitment while directive and achievement Table 8
oriented leadership documented negative results with
high significance level in this respect. Hierarchal Culture and Leadership: At last moderating

Rational Culture and Leadership: Table 7 and 8 correlation analyses given in Table 9 and 10. However, it
represents the Pearson’s and Spearman’s correlation contains only 53 observations where respondents score
when respondents score more than 100 to rational culture. more than 100 to hierarchal culture. It is found that
It is found that there are 89 observations where contrary to previous results of current study within
respondents score more than 100 to rational culture. One hierarchal culture directive leadership is positively
can evidence that within rational culture directive and associated  with  job satisfaction and work commitment in

effects of hierarchal culture is also tried to explore through



World Appl. Sci. J., 31 (4): 427-438, 2014

436

Table 9: Pearson’s Correlation within Hierarchal Culture
Job Satisfaction Commitment Directive Supportive Participative Achievement

Job Satisfaction 1
Commitment .983(**) 1
Directive .781(**) .760(**) 1
Supportive -.824(**) -.807(**) -.752(**) 1
Participative -.603(**) -.567(**) -.656(**) .862(**) 1
Achievement .833(**) .789(**) .800(**) -.713(**) -.574(**) 1
**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

Table 10: Spearman’s Correlation within Hierarchal Culture
Job Satisfaction Commitment Directive Supportive Participative Achievement

Job Satisfaction 1
Commitment .945(**) 1
Directive .609(**) .665(**) 1
Supportive -.799(**) -.740(**) -.615(**) 1
Participative -.569(**) -.502(**) -.594(**) .836(**) 1
Achievement .662(**) .667(**) .739(**) -.668(**) -.699(**) 1
**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

case of both Pearson’s and Spearman’s correlation. proposed four leadership styles of directive leadership,
Results show that Pearson’s coefficients between supportive leadership, participative leadership and
directive leadership and job satisfaction and work achievement-oriented leadership that can affect employee
commitment are 0.781 and 0.760 respectively. performances and job satisfaction within environmental

Similarly, achievement oriented leadership also and follower based contingency factors. Organizational
showed positive Pearson’s coefficients of 0.833 and 0.789 culture is the combination of four cultural dimensions i.e.
with respect to job satisfaction and work commitment group, developmental, rational and hierarchal culture.
respectively. However, both supportive and participative However, OCAI questionnaire is deployed to measure
leadership documented negative results in this respect. these four cultural dimensions. All these items are
These results are also consistent with Spearman’s selected due to their best match with current research.It is
correlation that better validate the implication of obtained found that in general directive leadership is negatively
results. So, in general it can be argued that hierarchal associated with both employee behaviours of job
culture significantly moderate the effectiveness of satisfaction and work commitment.Supportive and
leadership styles with respect to employees’ behaviour participative leadership are more appropriate in this
and within hierarchal culture directive and achievement respect and leads to high job satisfaction and work
oriented leadership positively contributes to job commitment. However, it is not consistent with proposed
satisfaction and work commitment while participative and hypothesis of current study that stat that achievement
supportive leadership do conversely in this respect. oriented approach is negatively associated with two

CONCLUSION Ogbonna and Harris, (2000) whose results reveal negative

This piece of work tried to investigate the performances in the context of PAKISTAN. However,
effectiveness of leadership behaviours with respect to such inconsistent results are due to contingency factor of
two employee behaviours of job satisfaction and work organizational culture. Results clearly showed that
commitment. Study of job satisfaction and work organizational culture significantly moderated the
commitment becomes more critical due to their close relationship between four leadership styles and two
relation with organizational performances. It is argued that employee behaviours. Directive leadership documented
high job satisfaction and work commitment help negative association with job satisfaction and work
organization in achieving their goals and objectives commitment. This negative relation becomes more critical
effectively.Path Goal theory of leadership is considered as in case of group and developmental culture. However, in
most prominent contingency leadership theory and case where hierarchal culture dominates this negative

employee behaviours. It is also not consistent with

impacts of instrumental leadership on organizational
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relation changes in to positive relation and directive 11. Lok, P. and J. Crawford, 2004. The effect of
leadership results into high job satisfaction and work organisational culture and leadership style on job
commitment. Similarly, participative and supportive satisfaction and organisational commitment: A cross-
leadership become more effective in case where group and national comparison. Journal of Management
developmental culture dominates especially when Development, 23(4), 321–338. doi:10.1108/
comparing with results from total sample. However, within 02621710410529785
hierarchal culture both supportive and participative 12. Northouse, P.G., 2001. Leadership: Theory and
leadership are not effective and negatively contributes to Practice. Thousand Oaks: Sage Publications.
employee job satisfaction and work commitment. At last 13. Kahai, S.S., J.J., Sosik and B.J. Avolio, 1997. Effects
acievement oriented leadership is founded most effective of leadership style and problem structure on work
within rational and hierarchal culture. In conclusion group process and outcomes in an  electronic
leadership-culture fit determines the effectiveness of meeting system environment. Personnel Psychology,
particular leadership style proposed by Path Goal theory 50(1): 121-146.
with respect to job satisfaction and work commitment. 14. Ahmad, K., 2001. Corporate leadership and workplace
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