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The aim of the present study was to examine the effect of 
perceived positive styles of leadership, that is, transformational 
and transactional leadership, on job involvement of 250 teachers 
(men = 146, women = 104) from public and private sector colleges 
and universities of the Punjab province. Multifactor Leadership 
Questionnaire (Bass & Avolio, 1994) and Job Involvement Scale 
(Kanungo, 1982) were used to measure study variables. Analysis 
revealed that both transformational and transactional leadership 
styles and their subfacets had significant positive relation to job 
involvement. The results of multiple regression showed that two 
subfacets of transformational leadership that is, Idealized Influence 
(attributed) and Intellectual Stimulation and two subfacets of 
transactional leadership, that is, Contingent Reward and 
Management by Exception (active) were positive predictors of job 
involvement among teachers whereas Management by Exception 
(passive) was a negative predictor of job involvement. 
Furthermore, the study also found that transactional leadership 
style was the stronger predictor of job involvement as compared to 
the transformational leadership style. Nonsignificant differences in 
terms of gender were observed among teachers for effects of 
leadership styles on their job involvement.  
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Today employees are the top most priority for the organizations. 
In order to be more productive, the organizations believe in creativity 
and innovation; therefore, the traditional roles of employees, that is, 
they have to work on typical set rules for years, with a great distance 
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in a leader and subordinate, are no more effective and the 
organizations are finding new ways of working in order to attain, 
retain, and motivate their employees. In relation to this, one can 
understand that competitive and committed workforce is the key to 
organizational success (Luthan & Stajkovic, 1999; Pfeffer, 1994), and 
there are multiple things that affect the involvement of workers or 
employees within a job that work for different organizations across 
different sectors. Employees’ involvement level within a job can be 
increased, if the employee considers himself an important employee of 
organization and this considerate thinking is very much related to the 
leadership styles of his/her authorities. Pakistan is a developing 
country, and the rate of development is low and education is one of 
the main factors that affect a nation’s speed of development. The 
sense or soul of education is totally incomplete without the concept of 
the teacher; a teacher is a person that provides the base of education to 
students on each step. Stronger base will eventually emerge into better 
education and better education level means a developed nation in 
future. Now the important thing is the effective guideline for teachers, 
the way in which teachers are being guided by their heads or 
principals, directly reflects in their job performance, and again the job 
performance is the way of teaching that is providing a base for 
education. In any organization, leaders have the power to caste great 
influence on their employees. The present study is conducted on 
educational institutes, where teachers work as employees.  
 

Perceived Leadership Styles  
 

The leader is a person that realizes change and develops 
strategies to effect change. S/he directs or coordinates the working of 
a group towards a shared goal by providing them vision in need of the 
times (Melum, 2002; Snyder & Shorey, 2003). In modern times, 
organizations are continuously in a phase of rapid development which 
often leads to a large scale transition; hence, the supervision of 
farsighted leadership is vital for success in a creative and innovative 
manner (Pfeffer, 1994). According to Jones and Harter (2005), 
“engagement leads to human benefits for the individual who 
experience it,” (p. 79) and as supervisors have to make contact and 
influence on their subordinate on a daily basis, therefore, their style of 
leadership is more important for the sustenance of motivational 
abilities of their employees (Birnbaum, 1992; Koppula, 2008). 
Research revealed that traditional methods of leadership and 
supervision are not widely used now (see, e.g., Leithwood, 1992). 
Therefore, organizational and behavioral psychologists are interested 
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to find effective managerial trends to spice up employees enthusiasm 
and commitment level. Currently organizations are in need of such 
leaders who can develop commitment among their followers and 
would have a direct effect on employees and organizational outcomes. 
Two most important positive leadership styles emerged from the full 
range leadership theory are transformational and transactional that 
focuses on a positive relationship with their subordinates, and they 
also like the creativity and freedom of expressivity (Bass, 1990a). 

Transformational leadership comprises of five subdimensions 
including 1) Idealized Influence (attributed) which refers to the 
influence of leader on subordinates, self-confidence of leader, and 
consistency in behaviours thus followers try to imitate their leaders, 
give them respect, and admire them; 2) Idealized Influence (behavior) 
that is related to leader’s behaviors, self-less acts, and moral 
considerations for constructing a common vision about the 
organization; 3) Inspirational Motivation is that competent leader 
shares his vision, encourages hard work, and defines vital goals 
clearly; 4) Intellectual Stimulation that refers to the leader stimulation 
of individuals to be able to be creative and excellent by introducing 
ideas and early solutions to problems; and 5) Individualized 
Consideration that refers to leader relations and joint individuals’ 
requirements with the organizational purpose by taking special interest 
in subordinates’ needs of growth and accomplishment (Bass & Avolio 
1994). 

Transformational leaders, through stimulation, persuade their 
subordinates to take on the organizational revolution as their own, 
they focus on future needs and have great foresightedness (Bass, 
1990b). Transformational leaders prepare real and challenging 
purposes and enlarge the sense of identification, competency, and 
worthiness among job holders (Judge & Bono, 2000). According to 
Bass (as cited in Berson & Linton, 2003), the effective 
transformational leaders encourage their followers to excel by use of 
intellectual stimulation, vision, and individualized consideration. Gill, 
Flaschner, and Shacha (2006) explained that burn out and job stress 
can be reduced by using the transformational leadership style in 
organizations. Furthermore, transformational style of leadership has 
been extensively found to be positively related to a variety of 
outcomes in various situations and organizations. (Avolio, Bass, 
Walumbwa, & Zhu, 2004; Dumdum, Lowe, & Avolio, 2002; Kouzes 
& Posner, 2002) as it alters vision into realities, values into actions, 
obstacles into innovations, and successful leadership helps to develop 
a climate in which followers are well motivated to transform 



164 RANA, MALIK AND HUSSAIN 

challenges into success. Social exchange theory and social learning 
theory provide the base for this leadership style (Deluga, 1992). 

On the other hand, Transactional style of leadership is extended 
from transformational leadership. In transactional leadership, there 
exists a reciprocal exchange process involving a leader and his/her 
subordinates; high-performance expectations are being expressed, a 
stimulating image is articulated, and individualized support is 
provided (Podsakoff, MacKenzie, Moorman, & Fetter, 1990). 
Transactional style comprises of three main factors, Contingent 
Reward given by the leader to his subordinates upon goal achievement 
(Bass, 1985a; Bass & Avolio, 1997). Management by Exception  
(active) based on continuous monitoring of subordinates for error free 
and excellent flow of work; and Management by Exception (passive) 
where leader only interferes when mistake occur (Bass & Avolio, 
1995). It is evident that provision of multiple rewards creates a 
suitable degree of commitment, loyalty, and job involvement of 
followers (Bass, 1985b). Moreover, management by exception (active) 
is a more positive predictor of employee motivation, commitment, and 
organizational goal achievement as compared to management by 
exception (passive) where there is no continuous monitoring rather the 
leader interferes only when subordinates conduct a mistake (Reid, 
Roberts, & Hilliard, 1998).  

Work on perceived leadership style is getting focused by many 
researchers in the recent past, for example, Shams-ur-Rehman, 
Shareef, Mahmood, and Ishaque (2012) examined the impact of 
perceived leadership style on employee commitment among staff of 
educational institutes in Pakistan and found that both transformational 
and transactional leadership styles have positive relationship with 
organizational commitment. Their results further showed that 
transformational leadership was slightly strongest predictor for 
commitment.  The relationship of perceived leadership style and 
employee participation was studied by Mitonga-Monga, Coetzee, and 
Cilliers (2012) who found positive relationship between the two. It is 
evident that employees’ involvement level within the job can be 
increased (Hellerriegel, et al. 2004) if the employee considers himself 
an important employee of organization and this considerate thinking 
(Schepers, Wetzels, & De Ruyter, 2005) is very much related to the 
leadership styles of his/her authorities (Yukl & Van Fleet, 1992). 

 

Job Involvement 
 

The organizational leaders strive hard to align organizational 
strategies and objectives with employee’s behaviors in order to stay 
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competitive and more involved (Diefendorff, Brown, Kamin, & Lord, 
2002; Warech & Tracey 2004). Empirical evidence yields that more 
involvement in job means a person is fully enjoying his job (Frone, 
Russell & Cooper, 1995; Brown, 1996; Mowday, Porter, & Steers, 
1982). Job involvement has been defined as the degree to which a 
person identifies psychologically with his work, or the importance of 
work in his total self-image, furthermore, as the degree to which a 
person’s work performance affects his self-esteem (Rottenberry & 
Moberg, 2007). High job involvement helps to increase organizational 
output by making it a pleasant experience (Emery & Barker, 2007) 
under supportive supervision (Pringle, 1994; Hall, 2010). 
Furthermore, individual decision to leave or opt for a particular job as 
a career is also influenced by job involvement (Hafer & Martin, 2006; 
Knight, Crutsinger, & Kim 2006). The relationship among job 
involvement, employee satisfaction, and firm’s success is widely 
discussed in past studies (Diefendorff et al., 2002; Igbaria, 
Parasuraman, & Badawy, 1994; Riipinen, 1997). Kanungo (1982) 
established his own understanding of the situation in which he 
suggested that employee personal success and organizational success 
are linked phenomena and cannot be achieved without employee job 
involvement.  

Mester, Visser, Roodt, and Kellerman (2003) found a significant 
relationship of transactional leadership style with organizational 
commitment. Atta and Khan (2015) found that both transformational 
and transactional leadership styles were the positive predictors for 
organizational citizenship behavior. This suggests that perception of 
employees about the leadership style of their leader is of crucial 
importance.  

Numerous researchers found that besides teacher’s involvement 
in the job, principal’s leadership style also cast direct and long lasting 
effects on students’ academic record, the repute of the institute and 
overall achievement of institute (see, e.g., Day, 2000; Reid et al., 
1998; Sergiovanni, 1992). Hence, most notable factor is that job 
commitment and job involvement is mostly affected by the leadership 
style of the principal or head of department (Singh & Billingsley, 
1996); however, if leaders provide less professional support and 
acknowledgement, this will bring a decrease in job involvement of 
teachers (Elliott & Crosswell, 2001). Studies conducted in schools 
highlighted the relationship of teacher and principal that can be 
strengthened by adopting transformational leadership styles (see, e.g., 
McCormick, 2004). Leadership casts direct influence on teachers’ 
commitment and indirect influences on teacher efficacy (Ross & Gray, 
2006). However, along with teachers’ commitment and self-efficacy, 
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positive leadership styles also cast impact on the overall efficacy of 
the institute, commitment, and mission of the society (Antonakis & 
House, 2002; Jung, Chow, & Wu, 2003; Ross & Gray, 2006; Sarros, 
Cooper, & Santora, 2008; Waldman, Bass, & Yammarino, 1990).  

Still (1997) observed that, in terms of leadership effectiveness, 
women leaders have traditionally been viewed as inferior to their male 
colleagues. However, evidence is emerging that women are more 
likely to display transformational leadership behaviors (Ayman, 
Korabik, & Morris, 2009), and are therefore, better equipped to affect 
a culture change in which innovation and lifelong learning are the 
strategic objectives. It was further found that female leaders, on the 
average, are more democratic and participative than their male 
counterparts (Eagly, Johnson, & van Engen, 2003). As far as 
transactional (or incentive-based) leadership is concerned, a meta-
analysis also showed that female managers tend to motivate followers 
with positive, reward-based incentives. Men, in contrast, offer a larger 
measure of less effective and more negative threat-based incentives. 
(Antonakis, Avolio, & Sivasubramaniam, 2003; Desvaux & Devillard, 
2008). This notion puts forward the realization that correlation 
between leadership and employee attitudes such as organizational 
commitment and job involvement has been well documented in prior 
research (Dumdum et al., 2002; Judge & Piccoclo, 2004; Lowe, 
Kroek, & Sivasubraman, 1996),  

The social interaction between supervisors and subordinates 
provide the base for leadership. The component that mainly affects the 
leadership style is the social interaction (Merchant, 2012). According 
to many researches, no such significant differences exist in the 
leadership style of men and women rather the differences exist in the 
environmental factors (Foels, Driskell, Mullen, & Salas, 2000). Many 
researchers also agree on the differences that are mainly due to 
different approaches that people use at work place. Mostly, men prefer 
to use ‘task-oriented’ approach, while women, usually, rely on quality 
of interpersonal relationships between leader-follower relationships 
(Eagly et al., 2003; Eagly & Karau, 2002; Gray, 1992). Women have 
also been discussed as captivating a more ‘take care’ approach of 
leadership and men mainly rely on ‘take charge’ approach (Hater & 
Bass, 1998; Martell & DeSmet, 2001; Yukl, 2002). Researchers have 
explored that women tend to appear as more transformational leaders 
and men usually use a transactional leadership approach (Bass & 
Avolio, 1994; Rosener, 1990). These findings are also supported by 
Eagly and Johannesen-Schmidt (2001) and also discussed by Khan, 
Aslam, and Riaz (2012).  
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In the aspect of job involvement, gender has mostly mixed 
designs (Knoop, 1986; Lambert, 1991). However, in an earlier study 
(Lorence, 1987) found that women scored higher on job involvement. 
Moreover, superiority of women in the context of job involvement is 
also discussed by Singh, Finn, and Goulet (2004).  Moreover, the 
previous experience of relative job also casts direct effect on present 
job involvement (Dokko, Wilk, & Rothbard, 2009; Goldsmith & 
Venum, 2002; Quinones, Ford, & Teachout, 1995). According to Ooi, 
Arumugam, Safa, and Bakar (2007) experience is an important factor 
because it can enhance the employees’ job involvement, ease the 
updating of skills, increase the sense of belonging, benefit and well-
being, maximize commitment towards the organization and build the 
organization’s competitiveness.  

Yet, some gaps need to be filled to seek out the relationship 
between transactional and transformational styles of leadership with 
all their respective factors and job involvement in Pakistan. In most of 
our educational institutes after getting a job one has to complete 
probation time that is mostly 2 years. After probation time s/he gets 
status of regular employee. For this reason such teachers are included 
in sample that have at least 2 years of job experience. The study is 
going to investigate the relationship between perceived leadership 
styles and teachers’ job involvement in educational institutes of 
Pakistan. 

 

Hypotheses 
Following hypotheses were formulated for present research: 
1. Perceived transformational leadership will positively predict 

job involvement. 
2. Perceived transactional leadership will positively predict job 

involvement. 
 

Method 
 
Sample  
 

A correlational research survey design was executed to conduct 
the present study. The study was completed in one step. The data was 
collected through purposive sampling technique. A sample of 250 
lecturers (men = 146, women = 104) from private and public post 
graduate colleges and universities of Sargodha, Joharabad, Lahore, 
Chakwaal, and Bhakkar districts was drawn. Only individuals with at 
least up to two years’ experience (completion condition of probation) 
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of working in his/her institute and with not less than 26 years of age    
(M = 28.3, SD = 7.3) were included in the sample.    

 

Instruments 
 

Multifactor Leadership Questionnaire (MLQ).   This was 
constructed by Bass and Avolio (1994) and was used to measure 
transformational leadership and transactional leadership styles. It is a 
self-report measure of 36 items divided into three subscales. 
Transformational, Transactional, and Laissez-faire leadership styles. 
Transformational leadership styles contain 20 items (item nos. 2, 8, 6, 
9, 10, 13, 14, 15, 18, 19, 21 25, 23, 26, 29, 30, 32, 34, 36, 31); 
Transactional leadership styles includes 12 items (item no. 1, 3, 4, 11, 
12, 16, 17, 20, 22, 24, 27, 35); and Laissezfaire leadership styles 
contain 4 items (item no. 5, 7, 28, 3). As per study requirements only 
two subscales, that is, transformational leadership style and 
transactional leadership style were used. Transformational leadership 
style comprises five subdimensions including Idealized Influence 
(attributed) (item no. 10, 18, 21, 25), Idealized Influence (behavior) 
(item no. 6, 14, 23, 34), Inspirational Motivation (item no. 9, 13, 26, 
36), Individual Stimulation (item nos. 32, 30, 8, 2), and Individualized 
Consideration (item no. 31, 29, 19, 15). 

 Transactional leadership style consists of three subdimensions 
which include Contingent Reward (item no. 35, 16, 11, 1), 
Management by Exception (active) (item no. 27, 24, 22, 4), and 
Management by Exception (passive) (item no. 3, 12, 17, 20). The 
literature supports MLQ as a reliable and valid measure for the 
assessment of leadership styles (Antonakis, et al., 2003). Response 
format is Likert type that varies from strongly disagree (1) to strongly 
agree (5). According to the requirements of present study, MLQ was 
modified to measure perceived leadership styles. As all the ‘I’ are 
replaced with S/he, for example ‘I provide others with assistance in 
exchange for their efforts’ was modified into ‘S/he provides others 
with assistance in exchange for their efforts’. 

 

Job Involvement Scale 
 

Job Involvement Scale (Kanungo, 1982a) is a uni-dimensional 
scale consists of 10 items and has no subscale. English version was 
used in study. Response format is Likert type that varies from strongly 
disagree (1) to strongly agree (5). High score on the scale yield high 
job involvement and vice versa. Kanungo (1982b) reported the 
questionnaire to have reasonably high levels of internal consistency, 
test-retest reliability, and validity.  
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Procedure 
 

The study was carried out following ethical considerations and 
the sample was approached directly by the researcher after having 
consent for participation and acquiring permission from the concerned 
authorities (principals of colleges and heads of university 
departments). Participants were briefed about the goals and procedure 
of the study and were assured about the confidentiality of information. 
They were asked to fill out scale booklets inclusive of demographic 
sheet and scales of study.  It was made clear to them that questionnaire 
is about their perception of their heads’ leadership style. It was 
emphasized that questions should be answered sincerely with genuine 
responses to reflect their true feelings. In the end, participants were 
thanked for giving their valuable time and cooperation.  

 

Results 
 

The data of 250 teachers were analyzed to examine the 
relationship between leadership styles and job involvement. Pearson 
correlation, multiple regression, t-test, and ANOVA analyses were 
computed for hypothesis testing and to achieve the study objectives. 
Data of the study was further analyzed with hierarchical regression to 
see the strongest predictive ability of leadership styles for job 
involvement among teachers. 

Table 1 show that all scales are reliable and valid measures of 
study. The alpha reliabilities range from .40 to .87. In the Table, 
reliabilities of subscales having less number of items are low.  

Results in Table 1 show transformational leadership is positively 
related with idealized Influence (attributed), idealized influence 
(behavior), inspirational motivation, individual stimulation, 
individualized consideration, transactional leadership, contingent 
reward, management by exception active, management by exception 
passive, and job involvement. It further shows that transformational 
and transactional leadership styles along with their subfactors have 
significant positive relationship with job involvement, which laid 
foundation for the present study hypotheses to be confirmed. The 
strong correlation of transformational leadership, transactional 
leadership, and job involvement with their perspective subscales also 
elucidate and evidence for the validity of these measures. On the bases 
of results of correlation, it was decided to conduct the regression 
analyses to confirm the predictability of leadership styles for job 
involvement among teachers.  
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Table 1 
Means, Standard Deviations, Alpha Coefficients, and Correlation Matrix for Study Variables (N = 250) 

Variables                 1 2 3 4 5 6 7 8 9 10 11 

1. TRANSF - .84** .80** .79** .82** .78** .76** .74** .60** .26** .47** 
2. IIA  - .63** .59** .58** .54** .65** .62** .49** .27** .43** 
3. IIB   - .57** .59** .46** .62** .59** .58** .15* .37** 
4. IM    - .49** .51** .60** .60** .48** .19** .38** 
5. IS     - .62** .59** .62** .47** .17** .37** 
6. IC      - .57** .53** .40** .27** .33** 
7. TRANS       - .79** .78** .58** .63** 
8. CR        - .49** .16* .47** 
9. MBE-A         - .14* .39** 
10. MBE-P          - .48** 
11. JI           - 

M 65.90 13.18 13.16 13.15 12.92 13.48 37.26 13.03 13.07 11.16 31.94 
SD 12.55 3.33 2.81 3.15 3.37 2.89 6.45 3.10 3.07 2.82 6.07 
α .87 .68 .54 .56 .64 .50 .64 .60 .44 .40 .70 

Note. TRANSF = Transformational Leadership; IIA = Idealized Influence (attributed); IIB = Idealized Influence (behavior);  
IM = Inspirational Motivation; IS = Individual Stimulation; IC = Individualized Consideration; TRANS = Transactional Leadership;  
CR = Contingent Reward; MBE-A = Management by Exception Active; MBE-P = Management by Exception Passive; JI = Job 
Involvement. 
*p < .05, **p< .01. 
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Table 2 
Multiple Regression Analysis for Perceived Leadership Styles as 
Predictor of Job Involvement of Teachers (N=250) 

Variables β     R2     F 
Model 1 (TRANSF) (R2= .231)  .22*** 14.69 
IIA .21**   
IIB .07   
IM .14   
IC .05   
IS .11   
Model 2 (TRANS) (R2 = .197)  .41*** 22.62 
CR .29***   
MBE-A .16**   
MBE-P -.31***   

TRANSF = Transformational Leadership; IIA = Idealized Influence (attributed); IIB = 
Idealized Influence (behavior); IM = Inspirational Motivation; IS = Individual 
Stimulation; IC = Individualized Consideration; TRANS = Transactional Leadership; 
CR = Contingent Reward; MBE-A = Management By Exception (active); MBE-P = 
Management By Exception (passive). 
**p < .01, ***p < .001, df = (2, 248) 
 

Table 2 indicates that Model 1 comprises of IIA, IIB, IC, and IS 
is found to be significant (F (5,245) = 14.69, p < .001), causing the 22 
% variance in job involvement (∆ R2 = .22). Among subfacets only 
IIA yields significant result.  Results further show that Model 2 which 
include CR, MBE-a, and MBE-p also demonstrate significant results 
(F (3,247) = 22.62, p < .001) and account for 41% variance in job 
involvement. All the variables of model 2 are significant predictors of 
job involvement.  
 

Table 3 
Perceived Transformational, Transactional Leadership and Job 
Involvement in Male and Female Teachers (N = 250) 
 Male 

Teachers 
(n = 146) 

Female 
Teachers 
 (n = 104) 

 
 

                95%CI 

 
Cohen’ 

s d 
Variable M 

(SD) 
M 

(SD) 
t p LL UL  

Transformational 
Leadership 

66.39 
(11.11) 

65.22 
(14.34) .70 .48 -2.14 -4.49 .95 

Transactional 
Leadership 

37.49 
(6.46) 

36.95 
(6.45) 6.53 .51 -1.09 -2.17 .95 

Job involvement 31.60 
(5.77) 

32.42 
(6.46) 1.02 .30 -2.37 -.75 .95 

Note. df = 248.  
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Results in Table 3 show nonsignificant mean differences in 
perception of transformational and transactional leadership styles and 
job involvement on the basis of gender. 

  
Discussion 

 

The integration of the two research variables provided some 
insights into the possible relationships between perceived leadership 
styles and job involvement. The data collected in this study suggested 
that there is a significant positive relationship between transactional 
and transformational leadership with job involvement and they are 
strong predictors of job involvement among teachers which confirms 
study hypothesis. These results are in line with Trott and Windsor 
(1999) who found that nurses were more satisfied with the 
transformational leadership style and level of job involvement 
increased as the leader used more participative leadership style. 
However, in the present study, both styles appeared to have the same 
importance. Present study further explored the subfacets of leadership 
styles for predicting job involvement and Idealized Influence 
(attributed), a subfacet of transformational leadership was found to be 
a significant positive predictor of job involvement among teachers. It 
can be inferred that if the leader sets high standards for emulation, 
employees give him respect and trust instills pride and faith in 
followers, provides a vision and a sense of mission.  These finding are 
also supported by the findings of McGuire and Kennerly (2006) and 
Moe, Pappas, and Murray (2007) showing that Idealized Influence had 
significant correlations with motivation and positive attitudes in job 
and achieving organizational goals. Chen and Baron’s (2006) study 
also supports that leaders who used idealized influence act as 
instrumental in ensuring their followers success, and that they were 
quite satisfied with their jobs; they also suggested that Idealized 
Influence has positive effect on organizational leadership style. 
Present study further found that Idealized Influence (behavior) which 
includes the leaders’ beliefs, standards, ethical considerations, moral 
behavior, altruistic acts, and is based on establishing a common vision 
was nonsignificant in predicting job involvement. The hypothesis is 
not accepted in the study. The possible reasons could be that because 
each person has his own values and beliefs and by only copying the 
leader, each employee cannot change himself so level of involvement 
in job also remained unchanged. Another reason could be that there 
are very few leaders in educational institutes who change themselves 
according to the aims of their institutes, so the teachers cannot follow 
them properly. Moreover, results revealed that Inspirational 
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Motivation was nonsignificant in predicting job involvement though 
they were highly correlated. According to Thomas (2000), followers 
always demand intrinsic motivation from their leader, as it helps them 
to be fully involved in their jobs, and if it is not provided properly 
there comes a decline in job outcomes.  

Present study also found Intellectual Stimulation to be significant 
in predicting job involvement. Behavior of employees in regard to 
innovation, is closely related to transformational style of leadership 
which ultimately has a strong impact on employees, their creativity 
levels and on the organizations (Lale & Arzu, 2009; Michaelis, 
Stegmaier, & Sonntag, 2010).  Contrary to literature,  where 
Individualized Consideration is indicated as a very important 
leadership behavior at organizations and working sectors (Sarros, 
Gray, & Denston, 2000), in present research it was nonsignificant in 
predicting job involvement among teacher though it was also 
significantly related to job involvement of teachers. One of the 
reasons for this may be said as in developing countries like Pakistan 
there still is a prevailing environment of following the set rules in 
most of the institutes. Heads are sometimes unable to fill 
communication gaps with their employees, they cannot let their 
employees to get joint about organizational purpose. Individualized 
Consideration is also affected if leader does not take care about his 
employees’ needs of growth and accomplishment 

The second hypothesis of study was that transactional leadership 
style would positively predict job involvement was accepted. The 
relationship of transactional leadership includes a series of exchanges 
between leader and follower; transactional leaders clarify roles to 
employees, give them assignments and then focus their energies on to 
enhance organizational productivity and use rewards or punishments 
to influence the subordinates (Hartog & Van Muijen, 1997; Tepper & 
Percy, 1994; Tracey & Hinkin, 1998; Trott & Windsor, 1999). The 
present study also explored the predictive ability of them and found 
that all three were significant predictors of job involvement. 
Contingent rewards and management by exception were proved to be 
positive predictors of job involvement. According to Mayers (2008) 
reinforcement or rewards that we use, enhance our influencing ability 
to persuade others. Appreciations, bonuses, promotions, extra 
facilities all these are the types of positive reinforcement used in 
organizations. There is a strong evidence for the positive effect of 
reinforcement in shaping and maintaining adaptive behavior (DeWitt, 
Aman, & Rojahn, 2008).  Leaders’ style of management by exception 
active shows involvement of teachers or subordinates of any 
organizations that increases because of their leaders forewarning about 

http://www.springerlink.com/content/?Author=Johannes+Rojahn
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potential mistakes. On the other hand, management by exception 
(passive) was found to be a significant negative predictor of job 
involvement as the employee feels shaky when the leader intervenes 
after the occurrence of mistakes. Similar trends were reported by 
Voon, Lo, Ngui, and Ayob (2011) and Elenkof (2000) who found that 
Management by Exception (active) was a positive predictor of job 
outcomes while Management by Exception (passive) is a negative 
predictor of job outcomes. 

The present study also explored the gender differences in the 
perception of leadership styles. Results indicated nonsignificant 
gender differences in perception of transformational, transformational 
leadership, and job involvement among. The empirical literature on 
the same topic has also supported the present results as Manning 
(2002) found nonsignificant gender differences in transformational 
leadership style, even when the self and observer ratings were 
compared. van Engen, van Der Leeden, and Willemsen (2001) also 
found nonsignificant gender differences in leadership styles of male 
and female managers. Though, leadership literature argues that men 
and women normally do not differ in their leadership styles or 
abilities, but it is the difference of situational factors due to which it 
seems that gender differences occur (Foels et al., 2000). The study 
also observed nonsignificant gender differences in terms of job 
involvement. Infact,  most researches show nonsignificant differences 
when conditions in job involvement are controlled (Elloy, Everett, & 
Flynn, 1991; Knoop, 1986; Lambert, 1991). According to Lambert 
(1991) if job conditions are set constant there comes comparable 
results of gender differences in job involvement (and job satisfaction). 
In addition, Sekaran and Mowday (1989) in their study argues that 
moderating factors of self-esteem and sense of competence on the 
relationship between job involvement and job satisfaction do not get 
influenced by gender differences.  

 

Limitations and Suggestions 
 

1. Although, the sample is collected from five different cities but 
nonserious attitude of respondents has been seen for this reason 
many questionnaires had to be cut down. Future research should 
try to collect larger sample that includes more research oriented 
respondents. 

2. The sample was collected from such departments where there 
was a lack of female staff due to that reason gender equality 
could not be maintained future research should evaluate this 
relationship with an equal number of men and women. 
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3. Questionnaire of full range leadership theory is a self-report 
measurement, in the present study the questionnaire was filled 
by the employees and not by the heads themselves as data about 
perceived leadership styles of heads is required. In any further 
study questionnaire can also be filled out by the heads or 
supervisors to check out the biasness. 
 

Conclusion and Implications 
 

Leadership styles, like transformational and transactional are an 
approach of improved interpersonal affiliation of supervisors and 
subordinates; this is a way to create a higher level of job involvement 
of employees. This study makes a contribution to our knowledge of 
leadership in that it evaluates the relationship between leadership 
styles and employee levels of job involvement. The results indicated a 
significant relationship of transformational and transactional 
leadership styles with job involvement of teachers working in 
different universities and colleges of Pakistan. The study also 
indicated nonsignificant relationship in the perception of leadership 
styles and job involvement in male and female teachers.  
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