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Abstract 
Employee engagement is the key challenge for the modern organisations and emerging 
leaders. It is strongly connected to customer service, business financial results and workplace 
environment. It has observed that leaders in the retail sector are facing this challenge and it 
is critical especially in the context of Pakistan where the retail is emerging segment. This 
study has explored the imprint of organic leadership style and connected, linked and 
motivated workforce, employed in public sector and private sector retail stores in Pakistan. 
The study has explored if organic styles of leadership revealed by leaders working in the 
retail sector are cultivating a setting for employees to engage. The study has also investigated 
that if organic leadership style practised by leaders has the impact of specific behavioural 
outcomes i.e. say, stay and strive of employee engagement.  The study has conducted on 549 
retail employees working in public and the private sector in the cities of Lahore, Karachi, 
Islamabad and Faisalabad (Pakistan). The researcher has used statistical software SPSS 22 
to conduct descriptive analysis, correlation and regression analysis for the purpose of data 
analysis.  The findings of the study showed that employee perception of an organic leadership 
style in his/her line manager inclines to be positively associated with employee engagement 
with no significant differences between the public and private sector retail employee’s 
perception of organic leadership style and employee engagement.  Further, the research has 
suggested that there is an association between employee perception of the organic leadership 
style of his/her line manager and ‘Say’, “Stay” and “Strive” (behavioural outcome) of 
employee engagement.  The research study on the relationship between employee perception 
about his/her supervisor’s organic leadership style and employee engagement is one of the 
pioneer studies in the field, as well in the retail sector in the context of developing countries 
like Pakistan. The study has theoretical as well as practical implications in demonstrating the 
specific leadership styles to address the major challenge of engaged employees in the retail 
sector. 
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Introduction 
This research work expounds the impact of perceived organic leadership style on 

employee engagement. As explained by Luthans and Peterson (2002); Gibbons (2006); 4-
consulting and DTZ Consulting & Research (2007), an employee having high engagement 
level bring positivity at the place of work. As it has stated by Hater et al. (2009) on the basis 
of two hundred research contributions on around one million employees in forty-four 
industries and conducted in twenty-six countries. The output of the analysis has shown that 
organisation having engaged employees results into more connected, linked and satisfied 
customers, generate improved margins for the business, brings higher sales, conceive fewer 
stock shortages, and fetches safe and healthy work environment. In his report Aon Hewitt 
(2011), also have claimed that in the era of financial crunch when the businesses were having 
downturn and suffering with lower profitability; organisation having engaged employees even 
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at that time were earning far better margins. Further building on the fact Gallup (2012) has 
estimated an assessed loss of more than three hundred billion dollars only in the United States 
instigated due to reduced employee productivity resulting from his poor engagement at the 
workplace. In order to strengthen the data facts, the provided assessed loss is calculated on the 
basis of twenty percent engaged employees at the workplace. Pakistan is having ninth largest 
labour pool in the world with only two percent change in employee engagement score from 
2013 to 2014 (Aon Hewitt, 2015). Hence employee engagement has become important in the 
industry as well as in the country. 

Having a connected, linked and committed workforce is a rising and serious concern for 
the corporate leaders (Gatenby et al., 2009). In his definition, Robbins and Judge (2007) have 
stated that an employee has considered being engaged if he found himself involved at the 
workplace and contented with this work. Snell (2009) has reported that the engaged workers, 
work towards corporate goals and their performance exceed their job description. As per 
Gallup (2010) & Lockwood (2007), engaged workforce serves as a connection between 
corporate reputation and stakeholder worth, thus playing a part in making a company 
successful. As for the disengaged workers, Pech & Slade (2006) state that they are less 
concerned with their job, are poor decision makers and their absenteeism rate is also high. 
According to Ayers (2007), disengaged workforce perform half of what they are paid for. 

Blessing White (2008) puts forward that human resource (HR) consulting/ training 
industry has the largest percentage of engaged workforce i.e. 46% in the private sector. He 
further reports that the government is the industry where engaged workers exist in the 
smallest fraction i.e. from the public sector, they are only 25%. According to Wildermuth & 
Pauken (2008a), finding out the circumstances which render some of the workers completely 
engaged while leaving the rest of them disengaged is a matter of importance to the leaders. 
Corace (2007) has asserted that it is the leadership team that forms and fosters the culture 
within the company. Lockwood (2007) has provided that generating a bond between the 
workers and their company is the duty of the leaders. Studies by Bourgeois (2006), McGuire 
et al. (2007) and Sexton (2007) have revealed that the leaders; who comprehend and 
administer the workforce’ expectations; are crucial for the success of a workplace, that is why 
an effectual association is indispensable. 

Studies conducted by McBain (2006) and Wellins & Concelman (2008) have provided 
that the leaders have a major role in ensuring the engagement; of the workforce; which is 
affected by the leadership physiognomies. Trahant (2009) has stated that it is vital to find and 
take maximum advantage of prospects for corporate leaders in order to engage the workforce. 
 Key objectives of the study have summarised in the following points:  

• To find out the effect of employee’s perception about his/her supervisor’s organic 
leadership style on employee engagement. 

• To check the effect of employee’s perception about his/her supervisor’s organic 
leadership style on the behavioural outcome (say, stay and strive) of employee 
engagement. 

 

Research Question 
Q1: What is the impact of employee perception about his/her supervisor’s organic leadership 

style on employee engagement? 
Q2: What is the relationship between organic leadership style and behavioural outcomes (say, 

stay, strive) of employee engagement? 
 
Research Hypotheses: Follow hypothesis pertains to Q1: 
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H1: What is the impact of employee perception about his/her supervisor’s organic leadership 
style and employee engagement? 

Following hypotheses pertain to Q2: 
H2: What is the association between employee perception of the organic leadership style of 

his/her line manager and ‘Say’ ( the behavioural outcome of employee engagement)?  
H3: What is the association between employee perception of the organic leadership style of 

his/her line manager and ‘Stay’ ( the behavioural outcome of employee engagement)?  
H4: What is the association between employee perception of the organic leadership style of 

his/her line manager and ‘Strive’ ( the behavioural outcome of employee engagement)? 
 

Literature Review 
Leadership: Several definitions on leadership study have emerged in the literature review. 
Bingham (1927) an initial researcher has defined leadership as a crew carrying out actions to 
attain a mutual objective. With the passage of time, various definitions emerged.  According 
to Kesby (2008) leadership has engaged as a collaborative course between the leader and 
those who follow. As indicated by Robbins and Judge (2007), leadership is a capacity to 
persuade a whole lot of persons in the direction of an idea or a collection of targets. Such 
influences can be formal or informal within the organisation. According to Robbins and Judge 
(2007), formal influence takes place with the status of the authority while the informal one 
comes about when specific duties are undertaken by a person. 

Leadership remains a dominant area in theory as well as in practice. As stated by House 
and Aditya (1997); Yun et al. (2006) and Alas et al. (2007) there are varied definitions of 
leadership. Avery (2004) has stated the criteria for the definition, explaining that it has to be 
broad, expressive and should consider the future setting. The consistency of various 
definitions is questionable. As narrated by Vroom and Yetton (1973), in order to understand 
better the concept, various constituents of leadership have established.  As stated by House 
and Aditya (1997) and Avery (2004) leadership needs to be studied both at the individual 
level and inboard setting. Following this approach, there are a lot of identified concerns in the 
concept of leadership. As explained by Campbell (1977) and Fairholm (1998), initial concern 
is that majority of the methods are reliant on subjective assessment. As corroborated by 
House and Aditya (1997) the outcome is reliant on few specific methods namely behavioural, 
transformational, trait, charismatic; that are mostly witnessed in the literature.  Further stated 
by the researcher House and Aditya (1997) leaders are perfectionists and daring figure. 
Another researcher Bennis and Nanus (1985) has claimed that leaders are exceptional having 
unique behaviour and personality and they belong to senior level management having the 
power to dominate.  

In today’s era of vigorous and multifaceted companies; the existence of individual 
leader is questionable irrespective of his talent. Avery (2004) has validated the fact that 
leadership is scattered concept, widely spread in the company not stemming from senior 
managers only.  

Another key component normally ignored by the researcher is well explained by Meindl 
(1998) stating that leadership is not having certain attributes but recognition from the workers.  
Same has validated by Lord and Maher (1991) and has stated that rudiments such as conduct 
and physiognomies are the core as they are understood by the workers. Hence, as stated by 
Meindl (1998), leadership is similar to the worker acuities. As explained by Drath (2001) 
acuities of workers about leadership and leader both should be on the same page and hence 
both should be included in forming the concept of leadership.  
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In order to better understand the leadership paradigms, Avery (2004) has suggested the 
classical, transactional, visionary and organic style of leadership and we have considered 
organic leadership style in this study. 
 
Leader-Member Exchange Theory: As stated by Center for Leader Development (2006), 
this theory has the foundation on excellence in the connection between leader-member. An 
effective leader has considered being more connected and linked with his member or workers 
hence having more LMX resulting into more gratification, higher accountability and more 
power.  In this case, members see themselves being part of big picture. On the other side, if 
the leader has granted less accountability, less power and members feel a lower level of 
gratification; in this case, the leader is less connected and less linked with his member or 
workers hence having low LMX. In this case, a member feels as an outsider and have no or 
poor knowledge of the bigger picture.  

As stated by Graen and Schiemann (1978), faith and esteem between leader-member are 
the outcome of quality of exchange. Contrarily, as further written by Graen and Schiemann 
(1978), an ineffective relation is the consequence of a quality exchange that is mid-to-low. 
 
Leadership Styles: The leadership notion is also oppressed with a definitional muddle. 
However, Wang and Walumbwa (2007); Macey and Schneider (2008) and Attridge (2009) 
have elaborated it as, one of the single biggest elements that effect workforce engagement. 
Corroborating the claim, Attridge (2009) has shared that corporate leadership styles are acute 
for developing workforce engagement, although behavioural pattern for a leader-follower 
relationship is consistent. As proposed by Bass (1985); Drath (2001); Goleman et al. (2002) 
and Avery (2004), leadership carries varied patterns and several typologies. Avery (2004) has 
stated that corporate leadership paradigms comprise of classical, transactional, visionary and 
organic paradigms. These paradigms have emerged in varied eras and at diverse locations. As 
elaborated by Jing and Avery (2008), by including a complete variety of corporate leadership 
styles, Paradigm’s proposed by Avery (2004), permits leadership patterns to diverge with the 
setting, react to organisational needs and preferences, and imitates many symbiotic elements. 
Consequently, in this research study, Avery’s typology of four leadership paradigms has 
espoused. We have considered organic leadership style for this study.  
 
Organic Leadership Style: The concept of organic leadership as stated by Gibb (1954) and 
Bowers and Seashore (1966), that instead of having one leader in the business, leadership can 
be dispersed among varied individuals in the company. As explained by Drath (2001); Avery 
(2004); Mehra et al. (2006), this concept is gaining weight nowadays. Avery (2004) has 
named it as the organic style of leadership. 

As defined by Pearce and Conger (2003), in order to achieve company goals; varied 
members in the organisation take the leadership role through a vigorous and collaborative 
process. As explained by Day et al. (2004), the operationalization of the concept has done in 
numerous ways. However, the following have agreed by everyone. First, it is not mandatory 
that there has to be one leader and workers exist in the organisation. As narrated by Mehra et 
al., (2006), varied leaders can be found in a company at the same time. As corroborated by 
Avery (2004) and Woods et al. (2004), the existent relationship between leader and workforce 
is not visible and spelt in this style of leadership. Multiple people are in the same role in the 
same organisation at the same time on the basis of the need and requirement of the company 
to complete the objectives at best. As narrated by Rothschild and Whitt (1986) and 
Hirschhorn (1997), under this style of leadership people practice joint activities irrespective of 
whatever influence and supremacy they possess in the company. Hence, in this case, everyone 
collaborates and cooperates with each other to follow the common path. Further building on 
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it, Avery (2004) and Woods et al. (2004) has elucidated that as there is no official leader 
hence conducts of every worker establishes a type of leadership. Companies having organic 
leadership in place are having collaborator role that collaborates and consolidate the things 
together.  The individuals that are in collaborating role as explained by Avery (2004) are 
having a different point of view and actually impacting the decisions in the companies. As 
corroborated by Drath (2001), dependability is on varied individuals hence varied leaders in 
this case.  

Also Corroborated by Avery (2004), varied leaders are more suitable and appropriate 
for the organisation as the organisation experiences different setting and varied situations. It is 
the liberty in this leadership style that people exhibit their individual capability and strengths 
to grow as leaders in the company.  

Still, this concept is new for a lot of professionals having a traditional school of thought 
as it is more of a leading and managing by self. It is also assumed that these individuals have 
the capability to resolve issues and take necessary actions in the favour the company. Multiple 
researchers expressly Trottier et al. (2008) have witnessed that organic style of leadership 
might result into increased productivity in the complicated situations.  

Under this style of leadership, as stated by Avery (2004), decisions and conclusions are 
made jointly by the employees as the workers become collaborative members in taking a 
deciding a right way for the company. It is also important to note that it is not necessary that 
everyone has the same opinion but having agreement on the same opinion is the key to 
success. In this style of leadership, every worker has authority as they have joint leadership. 
The dependency of such style of leadership is on highly skilled and qualified people having 
self- governing skills. Such companies carry very strong culture, open environment, fair value 
set and most importantly clear vision of the company and it serves as the basis of employee 
engagement and connects with the company. Such organisations carry multifaceted systems 
and the predictability of the operational aspect of the business is not sure. As explained by 
Avery (2004) different values and varied opinions have accepted and given equal weight in 
organic leadership.  
 
Followership: It is defined as worker relationship and behaviour towards his line manager. 
As stated by Follett (1949) there is scarce material available on this subject and followership 
carry extreme significance in terms of its relationship with leadership and leader – follower 
role. She further narrated that followership is also a determinant for the output of the 
company. The existence of leadership is questionable deprived of followership. In order to 
produce efficiency in leadership, we need to inculcate the same in followership. The majority 
in any organisations are followers, not leaders hence they carry huge significance. However, 
followership does not exist if you want to study the phenomenon in isolation. Therefore, both 
the concepts have to be studied together to understand better leader and subordinate. As 
witnessed by Montesino (2002); Vecchio (2002); Dixon and Westbrook (2003); Frisina 
(2005) and Collinson (2006) that leadership and followership are dependent on each other.  

In order to better understand the concept, we need to re-hash the myth that job of the 
leader is to think and visualise and the job of the follower is to take action on it. As narrated 
by Lundin and Lancaster (1990) and Frisina (2005) that follower is the individual being 
active, reflective and having an opinion.  As stated by Lundin and Lancaster (1990) that 
significant role of followership has found and observed at each step in the company. Further, 
strengthen the argument, Blackshear (2003) stated that without the competent role of 
followership neither the success can be achieved nor the sustainability. If the followers are 
working in full swing then it will result in highly productive organisation. 



Abasyn Journal of Social Sciences – Special Issue: AIC 2016 

 
Universiti Teknologi Malaysia, Kuala Lumpur, Malaysia  245 

The strength of the relationship between leader and follower results into follower /employee/ 
worker engagement or disengagement. If there is strong connect and binding between leader 
and follower it will result in employee engagement.  
 
Employee Engagement: Employee engagement also known as workforce engagement or 
staff engagement has been considered broadly by the academics and practitioners. As defined 
by Robinson & Schroeder (2009) and Slack et al. (2010) that it refers to organisational 
commitment. Further defined by Andrew & Sofian (2011) that emotional connection and 
intellectual obligation with the company. According to Kahn (1990) that workers physical, 
cognitive and emotional connect in order to accomplish the job.  

According to Gallup (2010), researchers have been working on personnel engagement 
for above 30 years. The study, as reported by Buckingham & Coffman (1999), have 
emphasised two major queries i.e. what is required from the work setting by the highest 
competent workers and how are such personnel obtained, focused and retained by the world's 
most effective administrators. Buckingham & Coffman (1999) have further elucidated that 
five aspects appeared from the data after asking various focus groups unrestricted queries 
regarding personnel engagement. The first component is related to setting at the workplace; 
the Second aspect is related to the attitude of the line manager; the third factor pertains to 
team member’s acuity; the fourth component is related to creativity and out of box things 
done by the organisation and the leaders. As mentioned by Buckingham & Coffman (1999), 
the staff’s loyalty to the organisation is dealt with by the personal steadfastness and service 
aspect. Several issues existed in the study of employee engagement.  According to Zigarmi et 
al. (2009), conflicting opinions exist in the practitioner group and the literary group regarding 
personnel engagement ideas.  

According to Saks (2006), personnel engagement has described by the researchers in 
various manners. McBain (2007) provides that bewilderment is there about engagement since 
certain company leaders linked the concept with loyalty, job contentment and attachment and 
other leaders related it with various concepts. Personnel engagement has associated with 
worth, teamwork and confidence by Catteeuw et al. (2007). On the word of Schneider et al. 
(2009), it is a sensation comprising of vigour and passion. So according to Little & Little 
(2006), with various definitions of engagement, it is uncertain if personnel engagement is an 
approach or practice and whether it takes place at a personal level or collective level.  
Multiple researchers such as Frank et al. (2004); Gibbons (2006) and Shuck and Wollard 
(2010) explained that workforce engagement is the collaboration of workers commitment, 
connection and his behavioural aftermaths. If the workers are mindful of vision and their job 
task in the environmental setting then they are considered as engaged and being cognitive. As 
further explained by Luthans and Peterson (2002) that a worker has emotionally connected 
once he has significant binding and cares for others in the organisation.  

In order to review the third component that is behavioural aftermath; following 
behaviours have found in academic and consulting literature:  
 
1. Say – Worker voices extraordinary about the company while talking to other members and 
peer group and he recommends prospective customers and employees to the company. 
2. Stay – Worker intends to stay with the company for the longer period of time and he has no 
intention to leave the company even having some opportunity outside the company. 
3. Strive – Whenever required by the company, the worker give additional time and energy 
and guides other members of the team.  
 

It is well observed in the literature that still the clarity requires on the implication of all 
the outcomes of behaviour at the same time. As synthesised by Looi et al. (2004); Baumruk et 
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al. (2006) and Heger (2007) that what are the essential aftermaths of behaviour, only a few of 
them or all of them. Few researchers like 4-consulting and DTZ Consulting & Research 
(2007) have witnessed that only say and strive are the key behaviours however as referred by 
Fine et al. (2010), the essential behaviours are stayed and strive. 
 
Theory of personal engagement: The personal engagement and personal disengagement 
theory have created for the first time by Kahn (1990).  He further explains that workers are 
settled in their job tasks.  Workers demonstrate certain attitudes while performing these job 
tasks. Their alignment with the job tasks results in personal engagement or vice versa. As 
stated by Kahn (1992), persons have influenced by the approaches physically via their 
participation in chores, cognitively by way of their consciousness regarding their role and 
emotively by means of their links with others. 

Kahn (1990) has also described individual engagement to be the concurrent application 
and demonstration of one’s desired self in approaches towards duties. It is visible that how the 
worker is connected and linked with his job, organisation and peer group has an impact on his 
engagement level. Workers and staff that are engaged personally demonstrate the attitude 
pertains to the worker himself and his job task. According to Kahn (1990), the physical, 
cognitive and emotive spirits have demonstrated by individuals by way of their participation 
in chores, the care with which they carry out these chores and associations with others in 
carrying out tasks. Personal disengagement, according to Kahn (1990), has the alienation and 
resistance of an individual’s desired self in task-related approaches. As explain by Chughtai & 
Bukley (2008), components that develop the workers disconnect are mainly job pressures, 
uncertain work environment and absence of job security.   
 
Leadership role in Employee Engagement: According to Lichtenstein & Plowman (2009) 
that in today’s era the companies are running a complex machine as the place of work is 
dynamic and old styles of leadership are eliminating. Hence the old style of leadership is left 
behind and new styles such as organic, visionary, participative, servant and transactional style 
of leadership are taking place. This change in the leadership styles will support people in the 
leading role to make necessary adjustments in order to improve and enhance cooperation and 
collaboration.  People in the leadership role that hold emotional intelligence are the one that is 
able to work on the growth and development of their workers, create a learning environment, 
stay flexible and considered as more reliable in terms of workforce connection and 
engagement. As stated by Kainen (2010), the ability to adapt things has enabled leaders to 
organise their workers in such a way that they see new prospects.  

Further elaborated by Hong, Catano, & Liao (2011) that people in the leadership role 
having more insight about emotional intelligence considerably do good in relaxing the 
environment and encourage the disconnected workers.  
It is the job of the leaders in the company to go deep dive in understanding attitudes and 
behaviours of workers to get best out of them and keeping them fully linked and involved 
with the company. 
 
Overview of retail sector of Pakistan: Pakistan retail market size is calculated as USD 152 
billion, at an average growth rate of 8% (Planet Retail, 2016). Corroborating the fact, 
Business Recorder (2012) has presented that economy of Pakistan is included in next 
emerging economies in the world and pose enormous development perspective in the areas of 
retail.  

The report published by Euro monitor (2003), has shared a lot of information regarding 
the retail sector and has claimed market size of 2.4 million stores from 2.2 million business 
entities. The majority of the retail stores in the country are family run and owned. However, 
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there are two multinational stores and two public stores (one store run by the state and other is 
run by the armed forces). Regarding the region wise share in retail sales, the report 
corroborated that 60% retails sales has come from the province of Punjab and remaining 40% 
has come from the other three provinces and four territories.  While sharing the notes on the 
share of food and non-food in retail sales; the report has stated food 73% and non-food 27% 
share respectively. Also, the report has shared that 4.43 million employees have associated 
with the retail sector in Pakistan. 

Theoretical Framework 
The framework of the study shows that employee engagement (say, stay and strive) are 

dependent variable and organic leadership style is independent variables. The relationship is 
hypothesised in the following framework. 

 
Figure 1: Theoretical framework 
 

Research Methodology 
We have considered quantitative paradigm for the study. As stated by Blaikie (2000) 

and Bryman (2004), positivism is about knowledge warrants. It is also known as quantitative 
research.  Creswell (2003) has expounded that it is about the existent knowledge, about the 
objective reality, constituted following the parameters of quantitative paradigm. It has further 
validated by Sciarra (1999); McGrath and Johnson (2003) and Cacioppo et al. (2004) that it is 
commonly connected to the hypothetico-deductive method. Positivism proposed confirmed, 
distinguished and developed approach to go deep dive into the world. 
 
Sampling: We had considered cluster random sampling in this study. According to Babbie 
(2001), in this method, respondents have selected arbitrarily and appropriateness of this 
method is more as gathering varied rudiments establishing the population is not- possible. 
After the cluster had developed; everyone in the group was involved in the process. 
According to Dixon (2002), in cluster – random sampling, the assumption was that people in 
the selected group are not differentiable from the people in the non-selected group. As 
explained by Creswell (2003), with randomization, it helps in the process of generalisation.  
Individuals considered for this study were the arbitrarily chosen employees working in retail 
store environment in both public and private sectors. These employees serve as a unit of 
analysis.  

According to Collis and Hussey (2003) that individual on which variables were set, data 
was gathered, analyses were done and research was conducted; was considered as a unit for 
that particular study. The objective of this study was to explore the employee/ worker 
perception about his /her line manager’s organic leadership style and its impact on his/her 
engagement. In this study, variable were set, data was gathered, analyses were made and 
research was conducted on employee working in a retail store environment. Hence that 
employee was considered as a unit of analysis.  

SAY

Employee Engagement
H1

Organic Leadership Style
STAY

STRIVE

H2
H3
H4
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This study had divided retail stores into two clusters: Private retail stores and public 
retail stores. Summarised below are the details of the clusters considered for this study. All 
Retail stores under the clusters comprise of the population for which sample can be chosen for 
the purpose of the study and that serves as the basis of generalised outcomes.  In this research 
study, the target population was similar to the accessible/available population. Also, it helped 
to maximise the likelihood of selecting a symbolic sample (from both Public and Private 
sectors) of the population.  Following you can observe the details of stores in both the 
segments/clusters.  

 
Table 1: Summarised outlook of retail stores (in numbers) in each cluster/group 

Public Sector Private Sector Total 
6,150 1,993,850 2,000,000 

Source: Business Recorder (2012) 
 
Following the Table 1, information of the clusters, employees/workers were chosen 

following cluster random sampling as in cluster – random sampling, the assumption was that 
people in the selected group are not differentiable from the people in the non-selected group 
and randomization helps in the process of generalisation. Distribution of survey 
questionnaires was to the employees under each clusters following more respondents from the 
private sector than public sector as the employee population is comparatively big.  
 
Data Collection Instrument: We have used the self-administrative questionnaire as a survey 
instrument. Survey instrument comprises of three parts. Part (a) revealed the five items related 
to organic leadership style. Part (b) revealed the thirteen items related to employee 
engagement. Part (c) revealed the four items related to demographic factors. In total, the 
questionnaire comprised of twenty-two items in three parts. All the questions in the 
instrument are close ended. As explained by Roszkowksi and Bean (1990) and Yammarino et 
al. 1991) that it was necessary to maintain conciseness and relevancy in the question to get 
desired results. In order to get the maximum output we had used self-administrative survey in 
which researcher was reading the statement and elaborating it (where necessary) to the 
respondent and getting the questionnaires filled on the feedback of respondent. 
 
Data Analysis Approach: In order to analyse the data, statistical tool, SPSS 22 was used. 
 

Table 2: Survey response rate 
 Survey Response 
Invitation to Participate 555 
Refusal due to unwillingness to participate 02 
Excluded due to non- serious responses 
(observed) 

04 

Number of eligible responses 549 
Response Rate 98.91% 

 
As self-administrative method was used to collect the data from the respondents, hence 

high response rate has observed.  
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Data Analysis & Results 
The demographic profile of the respondents was evaluated. Then data analysis was done 

and results were presented.  
Table 3: Demographics Profiles of Respondents 

Respondents Demographic Frequency Percentage 

Gender Male  522 95.1% 
Female 27 4.9% 

Age Under 25 243 44.3% 
25-34 234 42.6% 
35-44 72 13.1% 
Above 45 0 0.0% 

Education 
Level 

Matriculation 138 25.1% 

Intermediate 270 49.2% 

Bachelors 96 17.5% 

Masters & above 45 8.2% 

Job Sector 
Private 435 79.2% 
Public 114 20.8% 

 
Table 3 demonstrated that out of 549 respondents, 522 (95.1%) were males and 27 

(4.9%) were females. It had observed that in the retail store environment still, the majority of 
the population belongs to males. Out of 549 respondents, 243 (44.3%) were under the age of 
25 years, 234 (42.6%) were within the age group of 25-34 years, 72 (13.1%) were within the 
age group of 35-44 years, none of the respondents (0%) within the age group of above 45 
years. Out of 549 respondents, 138 (25.1%) of the respondents were having an education level 
of matriculation or below, 270 (49.2%) were intermediate, 96 (17.5%) were bachelors, 45 
(8.2%) were having an education level of masters and above. This shows the fair trend as the 
majority of the workers in the retail store were operational staff and having low–medium 
educational level. Out of 549 respondents, 435 (79.2%) of the respondents were from the 
private sector and 114 (20.8%) of the respondents were from the public sector. The population 
of retail stores comprised of around 2 million out of which public sector were only 6150 
(0.30%). The objective of taking more samples (20.8%) as compared to the population was 
that as we were going to conduct the fair analysis on employee perception of the organic 
leadership style of his/her line manager and its impact on employee engagement in both sector 
employees. 

 
The study was based on 549 survey questionnaires having a minimum value of 1.0 and 

the maximum value of 5.0 on a five-point Likert scale. Mean score varied from variable to 
variable were having a range from 3.75 to 3.95 and were having standard deviation range 
from 0.56 to 0.79as shown in Table 4.  
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Table 4: Descriptive Statistics 

Descriptive Statistics (N=549) 

 Mean 
Std. 

Deviation 
*OLS 3.7563 .64320 
SAY 3.9536 .56763 
STAY 3.7942 .79046 
STRIVE 3.8989 .56988 
EE 3.8822 .56080 

*OLS=Organic leadership style 
 

In order to gauge the reliability and internal consistency of the instrument, Cronbach’s 
Alpha was used. In this study, Cronbach’s Alpha value ranged from 0.698 to 0.826 which 
indicated moderate to high reliability shown in Table 5. 

 
Table 5: Reliability Analysis 

Constructs Number of 
Items 

Cronbach’s Alpha 

Organic Leadership Style 5 0.744 
Say 4 0.698 
Stay 3 0.780 
Strive 6 0.796 
Employee Engagement 3 0.826 

 
Correlation is used to determine the association between/among variables. There is a 

positive association (0.860) between organic leadership style and employee engagement. It 
means that organic leadership style has a strong impact on employee engagement in retail 
store environment of Pakistan as shown in Table 6. 
 
Table 6: Correlations – Organic leadership style and employee engagement 

 EE OLS 
EE 1 .860** 
 OLS  1 

 
Regression Analysis: Regression model had depicted adjusted R square value of 0.672 which 
showed that independent variable organic leadership styles were illustrating 67.2% of the 
concept with a standard error value of 0.32. With the ANOVAa table, we can observe F value 
of 281.597 and most important the results were highly significant with a significance value of 
0.000 as mentioned in the below table. In the coefficient table, we gauge the significance of 
independent variables on dependent variable i.e. employee engagement and results showed 
that the independent variable was highly significant. Predictors in the regression model 
calculation are organic leadership style and the dependent variable is employee engagement. 
Table 7 shows regression analysis for the current study.  
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Table 7: Regression Model 
Regression Model 

R R Square 
Adjusted 
R Square 

.821a .674 .672 
 

ANOVA 
 Sum of 

Squares F Sig. 
Regression 116.218 281.597 .000b 

Residual 56.128   
Total 172.346   

 
Coefficients* 

 Standardised 
Coefficient (Beta) 

Sig. 

Organic Leadership Style 0.261 0.000 
*Dependent variable: Employee Engagement 

 
The researcher has analysed and elaborated R Square and Adjusted R-Square. Also, a 

significance level of ANOVA and standardised beta coefficients have calculated and 
presented in the above table. 

The research study had summarised results of all four hypotheses. First hypothesis (H1) 
was reflecting the relationship between organic leadership style and employee engagement. 
With regression value of 0.552 and significance value <0.05 the hypothesis was accepted. 
Second hypothesis (H2) was reflecting the relationship between Organic leadership style and 
Say ( the behavioural outcome of employee engagement). With regression value of 0.504 and 
significance value <0.05 the hypothesis was accepted. Third hypothesis (H3) was reflecting 
the relationship between Organic leadership style and Stay ( the behavioural outcome of 
employee engagement). With regression value of 0.127 and significance value <0.05 the 
hypothesis was accepted. Fourth hypothesis (H4) was reflecting the relationship between 
Organic leadership style and Strive ( the behavioural outcome of employee engagement). 
With regression value of 0.744 and significance value <0.05 the hypothesis was accepted. 

 
Table 8: Summary of Results Of Hypotheses 

Hypothesis Structural Path Regression P Decision 

H1 EE <--- OLS 
 

0.552 *** ACCEPTED 

H2 SAY <--- OLS 
 

0.504 *** ACCEPTED 

H3 STAY <--- OLS 
 

0.127 *** ACCEPTED 

H4 STRIVE <--- OLS 
 

0.744 *** ACCEPTED 

*OLS = organic leadership style 
**EE = Employee engagement 
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CONCLUSION 
From the above data analysis, it is clear that retail employees have positive perception 

about organic leadership style and therefore it will positively influence employee engagement 
level in the socio-cultural context of Pakistan. It is also found that there are no significant 
differences between the public and private sector retail employee’s perception of organic 
leadership style and employee engagement. Which means that employees working in public 
sector have a similar perception about organic leadership style as compare to employees 
working private sector retail stores. Self-managing and self- leading are the key attributes of 
organic leadership hence trust level between leader and follower is very high. It is also 
corroborated by Bergsteiner and Avery (2007) that high trust levels are observed in organic 
leadership style.  Hence physiognomies of organic leadership possess a high level of honesty, 
integrity and trust which results in the positive association between supervisor organic 
leadership style and employee engagement level in the context of Pakistan.  

Workers under organic leadership are like cooperative associates that are self- managing 
and self-directing so they themselves think, decide and act considering best for the business.  
It is further narrated by Avery (2004), that such employees have the ability to ascertain and 
solve issues and make the conclusions in the favour of the business. Hence the workers 
deliver high contribution towards goals and objectives of the business. In his recent work, 
Jing (2009) has claimed that better business results, worker and customer gratification are 
found in the organic style of leadership. A research study has further explained that there is an 
association between employee perception of the organic leadership style of his/her line 
manager and ‘Say’, “Stay” and “Strive” (behavioural outcome) of employee engagement. 
Employees can foresee and sense their growth opportunities in the company as they can 
observe that leader is investing time and energy on them to grow and develop them for future 
(Guthridge and Mohr, 2010). In such case, employee prefers to stay in the organisation for the 
longer period of time hence employee engagement level goes high. The worker also strives to 
do more as he can see things positively for him hence his engagement level increases. 
 
 

References 
 

Andrew, O. C., & Sofian, S. (2011). Engaging People who Drive Execution and 
Organizational Performance. American Journal Of Economics & Business 
Administration, 3(3), 569-575. 

Andrew, O. C., & Sofian, S. (2012). Individual factors and work outcomes of employee 
engagement. Procedia—Social and Behavioral Sciences, 40, 498-508. 
doi:10.1016/j.sbspro.2012.03.222 

Alas, R., Tafel, K. and Tuulik, K. (2007) ‘Leadership style during transition in society: Case 
of Estonia’, Problems and Perspectives in Management, 5(1), pp.50-60. 

Aon Hewitt. (2011). Available at http://www.aon.com/attachments/human-capital-
consulting/2011-Trends-in-Global-Employee-Engagement-Report.pdf 

Aon Hewitt. (2015).  Available at http://www.aon.com/attachments/human-capital-
consulting/2015-Trends-in-Global-Employee-Engagement-Report.pdf 

Ary, D., Jacobs, L. C and Razavieh, A. (1996). ‘Introduction to Research in Education’. (5th 
edn). London: Harcourt Brace. 

Attridge, M. (2009) 'Measuring and managing employee work engagement: A review of the 
research and business literature', Journal of Workplace Behavioral Health, 24(4), 
pp.383-398. 



Abasyn Journal of Social Sciences – Special Issue: AIC 2016 

 
Universiti Teknologi Malaysia, Kuala Lumpur, Malaysia  253 

Avery, G. C. (2004) Understanding Leadership: Paradigms and Cases, London: Sage. 
Avery, G. C. and Bergsteiner, H. (2010) Honeybees & Locusts: The Business Case for 

Sustainable Leadership, Sydney: Allen & Unwin. 
Avery, D. R., McKay, P. F. and Wilson, D. C. (2007) ‘Engaging the aging workforce: The 

relationship between perceived age similarity, satisfaction with coworkers, and 
employee engagement’, Journal of Applied Psychology, 92(6), pp.1542-1556. 

Avolio, B. J. (1999) Full Leadership Development: Building the Vital Forces in 
Organizations, Thousands Oaks, CA: Sage. 

Ayers, K. (2007). Why worker engagement is not enough. Manufacturers' Monthly, 16.  
Babbie, E. R. (1990). Survey research methods (2nd ed.). Belmont, CA: Wadsworth.  
Babbie, E. and Mouton, J. (2001). The Practice of Social Research. Cape Town: Oxford 

University Press. 
Bass, B. M. (1985) Leadership and Performance Beyond Expectations, New York: Free 

Press. 
Bass, B. M. (1990) ‘From transactional to transformational leadership: Learning to share the 

vision’, Organizational Dynamics, 18(3), pp.19-31. 
Bass, B. M. and Avolio, B. J. (1990) ‘Developing transformational leadership: 1992 and 

beyond’, Journal of European Industrial Training, 14(5), pp.21-27. 
Bass, B. M. and Avolio, B. J. (1994) Improving Organizational Effectiveness through 

Transformational Leadership, Thousand Oaks, CA: Sage. 
Bass, B., & Avolio, B. (1995). MLQ multifactor leadership questionnaire for research. 

Redwood City, CA: Mind Garden.  
Bass, B. M. (1998) Transformational Leadership: Industry, Military, and Educational Impact, 

Mahwah, NJ: Erlbaum. 
Bass, B. M. and Avolio, B. J. (1998) Manual for the Multifactor Leadership Questionnaire, 

Redwood, CA: Mindgarden, Inc. 
Bass, B. M., Jung, D. I., Avolio, B. J. and Berson, Y. (2003) ‘Predicting unit performance by 

assessing transformational and transactional leadership’, Journal of Applied 
Psychology, 88(2), pp.207-218. 

Baumruk, R., Gorman Jr., B., Gorman, R. E. and Ingham, J. (2006) ‘Why managers are 
crucial to increasing engagement’, Strategic HR Review, 5(2), pp.24-27. 

Bennis, W. and Nanus, B. (1985) Leaders: The Strategies for Taking Charge, NY: Harper and 
Row. 

Benjamin, L. and Flynn, F. J. (2006) ‘Leadership style and regulatory mode: Value from fit?’, 
Organizational Behavior and Human Decision Processes, 100(2), pp.216-230. 

Benson, J. (2008). Leadership & motivation. Research Starters Business, 1-6.  
Bernthal, P. (2005). Measurement gets strategic. T+D, 59(5), 53-56 
Bergsteiner, H. and Avery, G. C. (2007) ‘Adapting accountability responses to leadership 

context’, International Journal of Interdisciplinary Social Sciences, 2(2), pp.411-420. 
Bergsteiner, H. (2008) ‘Bergsteiner’s leadership matrix’, Unpublished paper, MGSM, 

Australia. 
Berger, P. L., & Luckmann, T. (1967). The Social Construction of Reality. Garden City: 

Doubleday. Berscheid, E., Graziano, W., Monson, T., & Dermer, M. (1976). 
Bingham, W. (1927). Leadership. In H. Metcalf (Ed.), The psychological foundation of 

management (pp.244-260). New York, NY: A. W. Shaw.  
Blackshear, P. (2003) ‘The followership continuum: A model for fine tunning the workforce’, 

Public Manager, 32(2), pp.25-29. 
Blake, R., & Mouton, J. (1982). A comparative analysis of situationalism and management by 

principle. Organizational Dynamics, 10(4), 20-43.  
Blaikie, N. (2000). Designing social research. Cambridge: Polity. 



Abasyn Journal of Social Sciences – Special Issue: AIC 2016 

 
Universiti Teknologi Malaysia, Kuala Lumpur, Malaysia  254 

Blessing White. (2008, April 24). Only one in three employees engaged. Retrieved from 
http://www.blessingwhite.com/docDescription.asp?id=229&pid=6&sid=1 

Bloemer, J. and Odekerken-Schroder, G. (2006) ‘The role of employee relationship proneness 
in creating employee loyalty’, International Journal of Bank Marketing, 24(4), pp.252-
264.  

Boddie, W., Contardo, J., & Childs, R. (2007). The future workforce: Here they come. Public 
Manager, 36(4), 25-28.  

Bogler, R. (2001), “The influence of leadership style on teacher job satisfaction”, Educational 
Administration Quarterly, Vol. 37 No. 5, pp. 662-683. 

Bollen, K. A. (1989) Structural Equations with Latent Variables, NY: John Wiley & Sons. 
Borrego, M., Douglas, E., & Amelink, C. (2009). Quantitative, qualitative, and mixed 

research methods in engineering education. Journal of Engineering Education, 98(1), 
53-66.  

Bourgeois, T. (2006). The challenge of changing values, beliefs, and expectations. Leader to 
Leader, 2006(42), 7-10.  

Bowden, A. (1927). A study of the personality of student leaders in colleges in the United 
States. Journal of Abnormal Social Psychology, 21(2), 149-160.  

Bowers, D. G. and Seashore, S. E. (1966) ‘Predicting organizational effectiveness with a four-
factor theory of leadership’, Administrative Science Quarterly, 11(2), pp.238-263. 

Branham, J. (2005). Are you engaged? Leadership Excellence, 22(12), 12.  
Brim, B. (2002) ‘The longer workers stay in their jobs, the more disheartened they become’, 

Gallup Management Journal, March. Available at: 
http://www.gallupjournal.com/GM/Jarchive/issue5/2002315c.asp [Accessed 1st August 
2007] 

Browning, B. (2007). Leadership in desperate times: An analysis of endurance: Shackleton's 
incredible voyage through the lens of leadership theory. Advances in Developing 
Human Resources, 9(2), 183-198. doi: 10.1177/1523422306298858   

Bryman, A. (2004). Social research methods (2nd ed.) Oxford University Press.  
Buckingham, M., & Coffman, C. (1999). First, break all the rules. New York, NY: Simon & 

Schuster.  
Buckingham, M. (2001) ‘What a waste’, People Management, 11 October, pp36-39. 
Buckingham, A. and Saunders, P. (2004) The Survey Methods Workbook: From Design to 

Analysis, Cambridge: Polity Press. 
Business Recorder (2012). 
Burns, J. (1978). Leadership. New York, NY: Harper & Row. 
Byrne, B. M. (2001) Structural Equation Modeling with AMOS- Basic Concepts, 

Applications, and Programming, Rahwah, NJ: Lawrence Erlbaum Associates. 
Cacioppo, J. T., Semin, G. R., & Berntson, G. G. (2004). Realism, instrumentalism, and 

scientific symbiosis: Psychological theory as a search for truth and the discovery of 
solutions. American Psychologist, 59, 214–223 

Catteeuw, F., Flynn, E., & Vonderhorst, J. (2007). Employee engagement: Boosting 
productivity in turbulent times. Organization Development Journal, 25(2), 151-157.   

Campbell, J. P. (1977) Leadership: The Cutting Edge, Carbondale, IL: Southern Illinois 
University. 

Collinson, D. (2006) ‘Rethinking followership: A post-structuralist analysis of follower 
identities’, Leadership Quarterly, 17(2), pp.179-189. 

Consulting and DTZ Consulting & Research (2007). Employee engagement in the public 
sector: A review of literature.  Available: 
http://www.scotland.gov.uk/Resource/Doc/176883/0049990.pdf. Last accessed 27 
February 2008. 



Abasyn Journal of Social Sciences – Special Issue: AIC 2016 

 
Universiti Teknologi Malaysia, Kuala Lumpur, Malaysia  255 

Corace, C. (2007). Engagement -- Enrolling the quiet majority. Organization Development 
Journal, 25(2), 171-175. 

Corporate Leadership Council (2004) Driving performance and retention through employee 
engagement. Available: 
www.mckpeople.com.au/SiteMedia/w3svc161/Uploads/Documents/760af459-93b3-
43c7-b5 2a-2a74e984c1a0.pdf. Last accessed 27 February 2008.   

Clegg, F. G. (1990) Simple Statistics, Cambridge: Cambridge University Press. 
Crabtree, S. (2004). Getting personal in the workplace. Gallup Management Journal, June10, 

2004. Retrieved February 18, 2005, from http://gmj.gallup.com/ 
content/default.asp?ci=11956 

Craig, E. and Silverstone, Y. (2010) ‘Tapping the power of collective Engagement’, Strategic 
HR Review, 9(3), pp.5-10. 

Creswell, J. (2003). Educational research: Planning, conducting, and evaluating quantitative 
and qualitative research. Upper Saddle River, NJ: Prentice Hall.  

Cunningham, E. (2008) Structural Equation Modeling Using Amos, Melbourne: Statsline 
Education & Statistics Consultancy. 

Czaja, R. and Blair, J. (2005) Designing Surveys: A Guide to Decisions and Procedures, 
Thousand Oaks: Pine Forge Press. 

Dainty, A., & Moore, D. (2007). Implementing a new performance management system 
within a project-based organization. International Journal of Productivity and 
Performance Management, 56, 60-75. doi:10.1108/17410400710717082 

Day, D., Gronn, P. and Salas, E. (2004) ‘Leadership capacity in teams’, Leadership 
Quarterly, 15(6), pp.857-880. 

Development Dimensions International. (2005). E3: A measure of employee engagement. 
Retrieved from http://www.ddiworld.com/products_services/e3.asp  

Development Dimensions International. (2010, January). Learning and assessment links. 
Retrieved from http://www.ddiworld.com/pdf/learningandassessmentlinks_ddi.pdf  

Department of Employment Services. (2009, December). Labor market trends. Retrieved 
from http://does.dc.gov/does/frames.asp?doc=/does/lib/does/Oct_Trends.pdf  

Department of Employment Services. (2010, May). Labor market trends. Retrieved from 
http://does.dc.gov/does/frames.asp?doc=/does/lib/does/117547_Trends_web.pdf 

Deluga, R. J. (1988) ‘Relationship of transformational and transactional leadership with 
employee influencing strategies’, Group & Organization Studies, 13(4), pp.456-467. 

Den Hartog, D. N., House, R. J., Hanges, P. J., Ruiz-Quintanilla, S. A. and Dorfman, P.W. 
(1999) ‘Culture specific and cross-culturally generalizable implicit leadership theories – 
A longitudinal investigation’, Leadership Quarterly, 10(2), pp.219-256. 

Denzin, N. K. and Linclon, Y.S. (2000). ‘Introduction: The discipline and practice of 
qualitative research’. In Denzin, N. K. and Linclon, Y.S.  (Eds). Handbook of 
Qualitative Research. (2nd edn). Thousand Oaks, CA: Sage, 1-28. 

Dewhurst, M., Guthridge, M., and Mohr, E. (2010) ‘Motivating people: Getting beyond 
money’, McKinsey Quarterly, (1), pp.12-15. 

Dillman, D. A. (2000) Mail and Internet Surveys: The Tailored Design Method (2nd ed.), 
New York, NY: John Wiley & Sons. 

Dixon R.A. (2002). ‘Sampling and generalizability in developmental research: Comparison of 
random and convenience samples of older adults’. International Journal of behavioral 
Development, 26(4), 137-142.  

Dixon, G. and Westbrook, J. (2003) ‘Followers Revealed’, Engineering Management Journal, 
15(1), pp.19-25. 

Dychtwald, K., Erickson, T. J. and Morison, R. (2006) Workforce Crisis: How to Beat the 
Coming Shortage of Skills and Talent, Boston, MA: Harvard Business Press. 



Abasyn Journal of Social Sciences – Special Issue: AIC 2016 

 
Universiti Teknologi Malaysia, Kuala Lumpur, Malaysia  256 

Downton, J. (1973). Rebel leadership: Commitment and charism in the revolutionary process. 
New York, NY: Free Press.  

Drath, W. H. (2001) The Deep Blue Sea: Rethinking the Source of Leadership, San Francisco, 
CA: Jossey-Bass. 

Dubrin, A. J. (2001) Leadership: Research Finding, Practices, and Skills (3rd ed.), Boston: 
Houghton Mifflin Company. 

Dubrin, A. (2009). Leadership: research finding, practice, and skills (6th ed.). Mason, OH: 
South-Western Cengage Learning, Inc.  

Dunphy, D. and Stace, D. (1990) Under New Management: Australian Organizations in 
Transition, Sydney: McGraw-Hill. 

Eagly, A. H., Johannesen-Schmidt, M. C. and van Engen, M. L. (2003) ‘Transformational, 
transactional, and laissez-faire leadership styles: A meta-analysis comparing women 
and men’, Psychological Bulletin, 129(4), pp.569-591. 

Euro Monitor (2003). 
Fairholm, G. W. (1998) Perspectives on Leadership: From the Science of Management to Its 

Spiritual Heart, Westport, CT: Quorum Books. 
Fine, S., Horowitz, I., Weigler, H., and Basis, L. (2010) ‘Is good character good enough? The 

effects of situational variables on the relationship between integrity and 
counterproductive work behaviors’, Human Resource Management Review, 20(1), 
pp.73-84. 

Follett, M. P. (1949). The essentials of leadership. London: Management Publications Trust. 
Frank, F. D., Finnegan, R. P. and Taylor, C. R. (2004) ‘The race for talent: Retaining and 

engaging workers in the 21st Century’, Human Resource Planning, 27(3), pp.12-25. 
Frisina, M. E. (2005) ‘Learn to lead by following’, Nursing Management, 36(3), p.12. 
Gallup. (2006, January 12). Gallup study: Feeling good matters in the workplace. Retrieved 

from http://gmj.gallup.com/content/20770/gallup-study-feeling-good-matters-in 
the.aspx?version  
Gallup. (2007a). International manufacturing firm: Employee engagement. Retrieved April 

22, 2007, from http://www.gallupconsulting.com/content/?ci=1498 
Gallup. (2007b). Automobile manufacturer: Employee engagement and strength management. 

Retrieved April 22, 2007, from http://www.gallupconsulting.com/ content/?ci=1498 
Gallup. (2007c). Dilbert is right, says Gallup study. Retrieved August 30, 2007, from 

http://gmj.gallup.com/content/print/22381/Dilbert-Is-Right-Says-Gallup- Study.aspx 
Gallup. (2010). Employee engagement: What’s your engagement ratio? Retrieved from 

http://www.gallup.com/consulting/File/121535/Employee_Engagement_Overview_Bro
chure.pdf  

Gallup. (2012). Employee Engagement: A Leading Indicator of Financial Performance, 
Gallup, available at: www.gallup.com/consulting/52/employee-engagement.aspx 
(accessed 30 May 2012). 

Gatenby, M., Rees, C., Soane, E., & Truss, C. (2009). Employee engagement in context. 
Retrieved from: http://www.cipd.co.uk/NR/rdonlyres/6D7D52C8-6E51-4539-
A1891E2D6EBEF01F/0/employee_engagement_context.pdf  

Gibb, C. A. (1954) ‘Leadership’, in Lindzey, G. (ed.) Handbook of Social Psychology, 
Reading, MA: Addison-Wesley: pp.877-917. 

Gibbons, J. (2006) Employee Engagement: A Review of Current Research and Its 
Implications, New York: The Conference Board. 

Goleman, D., Boyatzis, R. and McKee, A. (2002) Primal Leadership: Realizing the Power of 
Emotional Intelligence, Boston, MA: Harvard Business School Press. 

Goldman Sachs (2014).   Available: www.goldmansachs.com/investor-relations/.../2014-
annual.../annual-report-2014.pdf 



Abasyn Journal of Social Sciences – Special Issue: AIC 2016 

 
Universiti Teknologi Malaysia, Kuala Lumpur, Malaysia  257 

Graen, G., & Schiemann, W. (1978). Leader-member agreement: A vertical dyad linkage 
approach. Journal of Applied Psychology, 63(2), 206-212. 

Hewitt Associates (2011). Trends in global employee engagement. Avaible: 
http://www.aon.com/attachments/thought-
leadership/Trends_Global_Employee_Engagement_Final.pdf 

Hirschhorn, L. (1997) Reworking Authority: Leading and Following in the Post-Modern 
Organization, Cambridge, MA: MIT Press. 

Hong, Y., Catano, V. M., & Liao, H. (2011). Leader emergence: The role of emotional 
intelligence and motivation to lead. Leadership & Organization Development Journal, 
32, 320-343. doi:10.1108/01437731111134625 

House, R. (1971). A path-goal theory of leader effectiveness. Adminstrative Science 
Quarterly, 16(3), 321-339.   

House, R. J. and Aditya, R. N. (1997) ‘The social scientific study of leadership: Quo vadis?’, 
Journal of Management, 23(3), pp.409-473. 

Hussey, J. and Hussey, R. (1997) Business Research: A Practical Guide for Undergraduate 
and Postgraduate Students, Basingstoke, Hampshire: Palgrave Macmillan. 

International Survey Research (2004). 
Israel, G. (2009). Determining sample size. Retrieved from 

http://edis.ifas.ufl.edu/pdffiles/PD/PD00600.pdf  
Jing, F. (2009) ‘An investigation of the relationship between leadership paradigms and 

organisational performance in pharmaceutical sales organisations’, Unpublished thesis, 
Macquarie University, Australia. 

Jing, F. F. and Avery, G. C. (2008) ‘Missing links in understanding the relationship between 
leadership and organizational performance’, International Business & Economics 
Research Journal, 7(5), pp.67-78. 

Jenkins, W. (1947). A review of leadership studies with particular reference to military 
problems. Psychological Bulletin, 44(1), 54-79. 

Jeung, C.W. (2011), “The concept of employee engagement: a comprehensive review from a 
positive organizational behavior perspective”, Performance Improvement Quarterly, 
Vol. 24 No. 2, pp. 49-69. 

Jones, R., Wilson, C. and Jones, P. (2008) ‘Toward achieving the “beloved community” in the 
workplace lessons for applied business research and practice from the teachings of 
Martin Luther King Jr.’, Business & Society, 47(4), pp.457-483.   

Johnson, G. (2004) ‘Otherwise engaged’, Training, Vol 41, No 10, p4. 
Johnson, M. (2005) ‘Gallup study reveals workplace disengagement in Thailand’, The Gallup 

Management Journal, 12th May. [online] Available at: 
http://gmj.gallup.com/content/16306/3/Gallup-Study-Reveals-Workplace-
Disengagementin. aspx. Accessed 27th July 2007. 

Judge, T. A. and Piccolo, R. F. (2004) ‘Transformational and transactional leadership: A 
meta-analytic test of their relative validity’, Journal of Applied Psychology, 89(5), 
pp.755-768. 

Kahn, W. (1990). Psychological conditions of personal engagement and disengagement at 
work. Academy of Management Journal, 33(4), 692-724.   

Kao, P., & Kao, H. (2007). Taiwanese executive's leadership styles and their preferred 
decisionmaking models used in Mainland China. Journal of American Academy of 
Business, Cambridge, 10(2), 71-80.   

Kesby, D. (2008). Day-to-day leadership. Human Resource Management International Digest, 
16(1), 3-5.  

Ketter, P. (2008). What's the big deal: About employee engagement. T+D, 62(1), 44-49.   



Abasyn Journal of Social Sciences – Special Issue: AIC 2016 

 
Universiti Teknologi Malaysia, Kuala Lumpur, Malaysia  258 

Kilburn, B., & Cates, T. (2010). Leader behavior: Gatekeeper to voluntary upward feedback. 
Management Research Review, 33(9), 900-910.   

Kimball, L., & Nink, C. (2006). How to improve employee motivation, commitment, 
productivity, well-being and safety. Corrections Today, 68(3), 66-70.   

Kirkbride, P. (2006). Developing transformational leaders: The full range leadership model in 
action. Industrial and Commercial Training, 38(1), 23-32.   

Lawrence, J. (2007, February 6). Building an employee satisfaction survey. Personnel Today,  
26-27. 

Lee, Y. and Chang, H. (2006) ‘Leadership style and innovation ability: An empirical study of 
Taiwanese wire and cable companies’, The Journal of American Academy of Business, 
9(2), pp.218-222. 

Kainen, T. (2010). Gemini systems: Managing from the middle in a high-tech company. 
Journal of Business Case Studies, 6(3), 85-94. Retrieved from 
http://journals.cluteonline.com/index.php/JBCS 

Keller, R. T. (2006) ‘Transformational leadership, initiating structure, and substitutes for 
leadership: A longitudinal study of research and development project team 
performance’, Journal of Applied Psychology, 91(1), pp.202-210. 

Kelley, R. (1988) ‘In praise of followers’, Harvard Business Review, 66(6), pp.142-148. 
Kellerman, B. (2007) ‘What every leader needs to know about followers’, Harvard Business 

Review, 85(12), pp.84-91. 
Kellerman, B. (2008) Followership: How Followers Are Creating Change and Changing 

Leaders, Boston, MA: Harvard Business School Press. 
Kennedy, E., & Daim, T. (2010). A strategy to assist management in workforce: Evaluation 

and program planning. Evaluation and Program Planning, 33, 468- 476. 
doi:10.2979/ESJ.2006.5.1.43 

Likert, R. (1932) ‘A technique for the measurement of attitudes’, Archives of Psychology, 
140(*), pp.5-53. 

Likert, R. (1961). New patterns of management. New York, NY: McGraw-Hill.  
Little, B., & Little, P. (2006). Employee engagement: Conceptual issues. Journal of 

Organizational Culture, Communication and Conflict, 10(1), 111-121. 
Lichtenstein, B. B., & Plowman, D. A. (2009). The leadership of emergence: A complex 

systems leadership theory of emergence at successive organizational levels. Leadership 
Quarterly, 20, 617-630. doi:10.1016/j.leaqua.2009.04.006 

Lockwood, N. (2007). Leveraging employee engagement for competitive advantage: HR's 
strategic role. HRMagazine, 52(3), 1-11.  

Looi, W., Marusarz,T. and Baumruk, R. (2004) What makes a best employer?. Available: 
was7.hewitt.com/bestemployers/pdfs/BestEmployer.pdf. Last accessed 5 Nov. 2008. 

Lundin, S. C. and Lancaster, L. C. (1990) ‘Beyond leadership...the importance of 
followership’, Futurist, 24(3), pp.18-22. 

Luthans, F. and Peterson, S. J. (2002) ‘Employee engagement and manager self-efficacy’, 
Journal of Management Development, 21(5), pp.376-387 

Macey, W. H. and Schneider, B. (2008) ‘The meaning of employee engagement’, Industrial 
and Organizational Psychology, 1(1), pp.3-30. 

McBain, R. (2006). Employee engagement - the emergence of a new construct? Henley 
Manager Update, 17(4), 21-32.   

McBain, R. (2007). The practice of engagement. Strategic HR Review, 6(6), 16-19.   
McConnell, J., Nunnally, B. K., & McGarvey, B. (2011). Meeting specifications is not good 

enough: The Taguchi loss function. Journal of Validation Technology, 17(2), 38-42. 
Retrieved from http://www.ivtnetwork.com/ 



Abasyn Journal of Social Sciences – Special Issue: AIC 2016 

 
Universiti Teknologi Malaysia, Kuala Lumpur, Malaysia  259 

McGuire, D., By, R., & Hutchings, K. (2007). Towards a model of human resource solutions 
for achieving intergenerational interaction in organisations. Journal of European 
Industrial Training, 31(8), 592-608. doi: 10.1108/03090590710833651 

McGrath, J. E., & Johnson, B. A. (2003). Methodology makes meaning: How both qualitative 
and quantitative paradigms shape evidence and its interpretation. In P. M. Camic, J. E. 
Rhodes, & L. Yardley (Eds.), Qualitative research in psychology: Expanding 
perspectives in methodology and design (pp. 31–48). Washington, DC: American 
Psychological Association 

Meindl, J. R. (1998) ‘Invited reaction: Enabling visionary leadership’, Human Resource 
Development Quarterly, 9(1), pp.21-24. 

Medlin, B. and Green Jr., W. (2009) ‘Enhancing performance through goal setting, 
engagement, and optimism’, Industrial Management and Data Systems, 109(7), pp.943-
956. 

Mehra, A., Smith, B. R., Dixon, A. L. and Robertson, B. (2006) ‘Distributed leadership in 
teams: The network of leadership perceptions and team performance’, The Leadership 
Quarterly, 17(3), pp.232-245. 

Melchar, D., Bosco, S., & Cantrell, C. (2008). Leadership for the next generation. 
Proceedings for the Northeast Region Decision Sciences Institute (NEDSI), 498-503.  

Mertens, D.M. (1997). ‘Research methods in education and psychology: Integrating diversity 
with quantitative and qualitative approaches’. London: Sage. 

Mertens, D.M. (1998). ‘Research methods in education and psychology: Integrating diversity 
with quantitative and qualitative approaches’. London: Sage. 

Meyer & Allen (1991). "A three component conceptualization of organizational 
commitment". Human Resource Management Review 1: 61–89. doi:10.1016/1053-
4822(91)90011-z 

Meyer, J. P., Stanley, L. J., & Parfyonova, N. M. (2011). Employee commitment in context: 
The nature and implication of commitment profiles. Journal of Vocational Behavior, 
80, 1-16. doi:10.1016/j.jvb.2011.07.002 

Modern Survey. (2008). U.S. employee engagement deteriorates as financial crisis worsens. 
Retrieved from http://modernsurvey.com/news/?p=124  

Modern Survey. (2009, June 30). Employee engagement rebounds in financial sector. 
Retrieved from http://modernsurvey.com/news/?p=244  

Molinaro, V. and Weiss, D. (2007) Driving employee engagement. Available: 
www.banffcentre.ca/departments/leadership/library/pdf/driving_employee_engagement
_Weiss-Molinaro.pdf. Last accessed 27 February 2008. 

M. Montesino. (2002). "Strategic alignment of training, transfer-enhancing behaviors, and 
training usage: A posttraining study",Human Resource Development Quarterly, Vol. 13, 
89 - 108. 

Mostovicz, E., Kakabadse, A., & Kakabadse, N. (2009). A dynamic theory of leadership 
development. Leadership & Organization Development Journal, 30(6), 563-576. doi: 
10.1108/01437730910981935  

Murphy, J. P. (1990). “Pragmatism’. From Peirce to Davidson’. Boulder, CO: Westview. 
Murray, H. A. (1938) Explorations in Personality, New York: Oxford University Press. 
Nadler, D. A. and Tuschman, M. L. (1990) ‘Beyond the charismatic leader: Leadership and 

organizational change’, California Management Review, 32(2), pp.77-97. 
Neuman, W. L. (2000). Social research methods: Qualitative and quantitative aproaches (4th 

ed.). Boston: Allyn and Bacon. 
Nickels, W., McHugh, J., & McHugh, S. (2008). Understanding business (8th ed.). NewYork, 

NY: McGraw-Hill.  



Abasyn Journal of Social Sciences – Special Issue: AIC 2016 

 
Universiti Teknologi Malaysia, Kuala Lumpur, Malaysia  260 

Nielson, T., & Pate, L. (2008). Why is leadership so misunderstood? Inquiring minds want to 
know. International Journal of Organizational Analysis, 16(4), 249-259. doi: 
10.1108/19348830810944693  

Northouse, P. (2009). Leadership: Theory and practice (5th ed.). Thousand Oaks, CA: Sage 
Publications, Inc. 

O'Neal, S., & Gebauer, J. (2006). Talent management in the 21st century: Attracting, retaining 
and engaging employees of choice. Retrieved from 
http://www.biasca.com/archivos/for_downloading/management_surveys/Talent_Mgmt_
10-06.pdf  

Oshagbemi, T., & Ocholi, S. (2006). Leadership styles and behaviour profiles of managers. 
Journal of Management Development, 25(8), 748-762.   

Pakistan Bureau of Statistics (2011-12). 
Pansiri, J. (2005), "Pragmatism: a methodological approach to researching strategic alliances 

in tourism", Tourism and Hospitality: Planning & Development, Vol. 2 No.3, pp.191-
206. 

Parsley, A. (2006) ‘Road map for employee engagement’, Management Services, 50(1), 
pp.10-11. 

Parkes, L. P. and Langford, P. H. (2008) ‘Work-life balance or work-life alignment? A test of 
the importance of work-life balance for employee engagement and intention to stay in 
organisations’, Journal of Management and Organization, 14(3), pp.267-284. 

Patota, N., Schwartz, D., & Schwartz, T. (2007). Leveraging generational differences for 
productivity gains. Journal of American Academy of Business, 11(2), 1-10.   

Patton, M.Q. (1990). Qualitative evaluation and research methods (2nd ed.). Newbury Park, 
CA: Sage 

Pearce, C. L. and Conger, J. A. (2003) Shared Leadership: Reframing the Hows and Whys of 
Leadership, Thousand Oaks, CA: Sage. 

Pech, R., & Slade, B. (2006). Employee disengagement: Is there evidence of a growing 
problem? Handbook of Business Strategy, 7(1), 21-25. doi: 
10.1108/10775730610618585  

Phelps, M. (2009). Is it time to rethink employee engagement? Retrieved from 
http://www.ddiworld.com/pdf/isittimetorethinkemployeeengagement_wp_ddi.pdf  

Piccolo, R., & Colquitt, J. (2006). Transformational leadership and job behaviors: The 
mediating role of core job physiognomies. Academy of Management Journal, 49(2), 
327-340.   

Pinsonneault, A. and Kraemer, K.L. (1997), “Middle management downsizing: an empirical 
investigation of the impact of information technology”, Management Science, Vol. 43 
No. 5, pp. 659-679. 

Planet Retail. (2015). 
Planet Retail. (2016).  
Podsakoff, N. P., Podsakoff, P. M., and Kuskova, V. V. (2010) ‘Dispelling misconceptions 

and providing guidelines for leader reward and punishment behavior’, Business 
Horizons, 53(3), pp.291-303. 

Polet, R. (2009). Making employee engagement fashionable. BusinessWeek Online, 16.  
Pounder, J. (2008). Full-range classroom leadership: Implications for the cross organizational 

and cross-cultural applicability of the transformational-transactional paradigm. 
Leadership, 4(2), 115-135. doi: 10.1177/1742715008089634  

Powell, W. R. (2007). The impact of managerial leadership in strategic direction on 
organizational effectiveness. Futurics, 31, 1-32. Retrieved from 
http://www.mnfuturists.org/Futurics/FuturicsCover.htm 



Abasyn Journal of Social Sciences – Special Issue: AIC 2016 

 
Universiti Teknologi Malaysia, Kuala Lumpur, Malaysia  261 

Pritchard, K. (2008). Employee engagement in the UK: Meeting the challenge in the public 
sector. Development and Learning in Organizations, 22(6), 15-17. doi: 
10.1108/14777280810910302 

Prouska, R. (2006). ‘Outsourcing human resource activities: An analysis of firms in Greece’. 
A thesis submitted to the university of Manchester for the degree of PHD in the faculty 
of Humanities. 

Punch, K. F. (1998) Introduction to Social Research: Quantitative and Qualitative 
Approaches, London: Sage. 

Qiu, H. and Lin, B. (2009). The Principle and Application of Structural Equation Modeling, 
Beijing: China Light Industry Press. 

Rad, A., & Yarmohammadian, M. (2006). A study of relationship between managers' 
leadership style and employees' job satisfaction. Leadership in Health Services, 19(2), 
11-28. doi: 10.1108/13660750610665008  

Rainey, H. (2009). Understanding and managing public organizations (4th ed.). San 
Francisco, CA: John Wiley & Sons, Inc.  

Raelin, J. (2003) Creating Leaderful Organizations, San Fransisco: Berrett-Koehler. 
Ray, J. (1975) ‘A behavior inventory to measure achievement motivation’, The Journal of 

Social Psychology, 95(1), pp.135-136. 
Richardsen, A., Burke, R., & Martinussen, M. (2006). Work and health outcomes among 

police officers: The mediating role of police cynicism and engagement. International 
Journal of Stress Management, 13(4), 555-574. doi: 10.1037/1072-5245.13.4.555  

Richardson, D. (2011). Transformational leaders. Radiologic Technology, 82(5), 478-480. 
doi: 10.1037/1072-5245.13.4.555  

Richman, A. (2006) ‘Everyone wants an engaged workforce how can you create it?’ 
Workspan, Vol 49, pp36-39. 

Right Management (2006) Measuring True Employee Engagement, Philadelphia: Right 
Management. 

Robbins, S., & Judge, T. (2007). Organizational Behavior (12th ed.). Upper Saddle River, NJ: 
Prentice Hall.  

Robinson, D., Perryman, S. and Hayday, S. (2004) The Drivers of Employee Engagement, 
Brighton, UK: Institute for Employment Studies. 

Robinson, J. (2006, December 14). An international paper mill saves itself. The Gallup 
Management Journal. Retrieved, April 22, 2007, from 
http://gmj.gallup.com/content/25714/An-International-Paper-Mill-Saves-Itself.aspx 

Robinson, A. G., and D. M. Schroeder. (2006). Ideas are free. San Francisco: Berrett-Koehler. 
Robinson, A. G., & Schroeder, D. M. (2009). The role of front-line ideas in lean performance 

improvement. Quality Management Journal, 16(4), 27-40. Retrieved from 
http://asq.org/pub/qmj 

Rothenburger, M. (2008, April 14). Looking for Mr. Good Boss; Multigenerational workforce 
has brought a unique set of expectations from employees. A new survey will tell city 
employers what they need to know. Kamloops Daily News, B.1.   

Rothschild, J. and Whitt, J. A. (1986) The Cooperative Work Place: Potentials and Dilemmas 
of Organizational Democracy and Participation, Cambridge, England: Cambridge 
University Press. 

Rorty, R. (1990). The banality of pragmatism and the poetics of justice. Southern California 
Law Review, 63, 1815. 

Rossman, G. B., & Wilson, B. L. (1985). Numbers and words: Combing quantitative and 
qualitative methods in a single large-scale evaluation study. Evaluation Review, 9, 627–
643. 



Abasyn Journal of Social Sciences – Special Issue: AIC 2016 

 
Universiti Teknologi Malaysia, Kuala Lumpur, Malaysia  262 

Roszkowksi, M. J. and Bean, A. B. (1990) ‘Believe it or not! Longer questionnaires have 
lower response rates’, Journal of Business and Psychology, 4(4), pp.495-508. 

Saks, A. (2006). Antecedents and consequences of employee engagement. Journal of 
Managerial Psychology, 21(7), 600-619. doi: 10.1108/02683940610690169 

Salanova, M., & Schaufeli, W. (2008). A cross-national study of work engagement as a 
mediator between job resources and proactive behavior. International Journal of Human 
Resource Management, 19(1), 116-131. doi: 10.1080/09585190701763982  

Salant, P. & Dillman, D. A., (1994). How to Conduct Your Own Survey, New York: Wiley. 
[A practical book and very good update to Dillman's earlier work.] 

Sardo, S. (2006) What keeps employees engaged with their workplace?. Available: 
www.aim.com.au/publications/AIMwhitepaper_EngagedEmployees.pdf.Last accessed 
27 February 2008. 

Schiemann, W. (2006). High engagement. Leadership Excellence, 23(10), 10.   
Schiemann, W. (2007). Aligning people. Leadership Excellence, 24(8), 20.   
Schneider, B., Macey, W., Barbera, K., & Martin, N. (2009). Driving customer satisfacation 

and financial success through employee engagement. People & Strategy, 32(2), 22-27. 
Sciarra, D. (1999). The role of the qualitative researcher. In M. Kopala & L. A. Suzuki (Eds.), 

Using qualitative methods in psychology (pp. 37–48). Thousand Oaks, CA: Sage. 
Sexton, G. (2007). Relationships as the key to attracting and keeping people. Australian 

Journal of Career Development, 16(1), 66-69.   
Shuck, B. and Wollard, K. (2010), “Employee engagement and HRD: a seminal review of the 

foundations”, Human Resource Development Review, Vol. 9 No. 1, pp. 89-110. 
Snell, A. (2009). Tackling the challenge of employee engagement. Strategic HR Review, 8(2).  
Slack, J. F., Orife, N. J., & Anderson, P. F. (2010). Effects of Commitment to Corporate 

Vision on Employee Satisfaction with their Organization: an Empirical Study in the 
United States. International Journal of Management, 27(3), 421. 

Trahant, B. (2009). Driving better performance through continuous employee engagement. 
Public Manager, 38(1), 54-58.   

Trottier, T., Van Wart, M., & Wang, X. (2008). Examining the nature and significance of 
leadership in government organizations. Public Administration Review, 68(2), 319-333.  

United States census bureau (2015).  Available: 
https://en.wikipedia.org/wiki/United_States_Census_Bureau 

Vroom, V. H. and Yetton, P. W. (1973) Leadership and Decision Making, Pittsburgh, PA: 
University of Pittsburgh Press. 

Van Selm, M., & Jankowski, N. (2006). Conducting Online Surveys. Quality & Quantity, 
40(3), 435–456.   

Van Vugt, M., Jepson, S.F., Hart, C.M. and de Cremer, D. (2004), “Autocratic leadership in 
social dilemmas: a threat to group stability”, Journal of Experimental Social 
Psychology, Vol. 40, pp. 1-13. 

Wang, P. and Walumbwa, F. O. (2007) ‘Family-friendly programs, organizational 
commitment, and work withdrawal: The moderating role of transformational 
leadership’, Personnel Psychology, 60(2), pp.397-427. 

Wellins, R., Bernthal, R., & Phelps, M. (2005). Employee engagement: The key to realizing 
competitive advantage. Retrieved from 
http://www.ddiworld.com/pdf/ddi_employeeengagement_mg.pdf  

Wellins, R., & Concelman, J. (2008). Culture of engagement. Leadership Excellence, 24(2), 
19.  

Wildermuth, C., & Pauken, P. (2008a). A perfect match: Decoding employee engagement - 
Part I: Engaging cultures and leaders. Industrial and Commercial Training, 40(3), 122-
128. doi: 10.1108/00197850810868603 



Abasyn Journal of Social Sciences – Special Issue: AIC 2016 

 
Universiti Teknologi Malaysia, Kuala Lumpur, Malaysia  263 

Wildermuth, C., & Pauken, P. (2008b). A perfect match: Decoding employee engagement - 
Part II: Engaging jobs and individuals. Industrial and Commercial Training, 40(4), 206-
210. doi: 10.1108/00197850810876253  

Yammarino, F. J., Skinner, S. J. and Childers, T. L. (1991) ‘Understanding mail survey 
response behavior’, Public Opinion Quarterly, 55(4), pp.613-629. 

Yun, S., Cox, J. and Sims Jr., H. P. (2006) ‘The forgotten follower: A contingency model of 
leadership and follower self-leadership’, Journal of Managerial Psychology, 21(4), 
pp.374-388. 

Yunker, G. W. and Yunker, B. D. (2002) ‘Primal leadership: Realizing the power of 
emotional intelligence’, Personnel Psychology, 55(4), pp.1030-1033. 

Zigarmi, D., Nimon, K., Houson, D., Witt, D., & Diehl, J. (2009). Beyond engagement: 
Toward a framework and operational definition for employee work passion. Human 
Resource Development Review, 8(3), 300-326. doi: 10.1177/1534484309338171  


