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This study explores the attributes of
effective leadership from the follow-
ers’ perspective in the context of In-
dian power sector. The survey respon-
dents (n = 105) were senior level ex-
ecutives working in the selected orga-
nization. Various leadership attributes
were determined to measure their pre-
dictability on overall leadership effec-
tiveness. Three separate multiple re-
gression analyses were conducted to
analyze the hypotheses of the study.
The constructs related to each dimen-
sion, i.e., intellectual, managerial and
emotional and social dimension were
regressed against leadership effective-
ness separately. Among intellectual
dimension variables, only Internal
Customer Orientation, Community Ori-
entation and Creativity were found sig-
nificant. Further, Communication, Per-
formance Orientation and Developing
and Empowering were the managerial
dimensions found significant in pre-
dicting leadership effectiveness.

Introduction

Leadership has been the core
of several behavioral researches
for more than ten decades. A lot of
research on leadership is obvious as
“no member of a social group – be
it a work team, organization, nation,
or other social grouping – is better
positioned to impact the function-
ing of the group than a leader”
(Knippenberg, 2011: 1078). Schol-
ars are continuously exploring the
style and behavior for optimal lead-
ership. It is observed that follow-
ers’ commitment, satisfaction and
performance are the major criteria
for assessing the optimal style or
behavior of leadership. In line with
such observations, this study agrees
with assertion of Dabke (2016 : 30)
that  “leaders are not just what they
think they are. They are also what
their followers perceive them as.
Perceived leadership effectiveness
is a phenomenon that lies more in
the eyes of the significant stake-
holder rather than objective job out-
comes”. Earlier, leaders were as-
sumed to have the responsibility of
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overall functioning of the group/organi-
zation including evaluating, controlling,
planning of related aspects. But, in
today’s era leaders are supposed to play
motivational and inspirational roles and
to create cohesive work environment
through engendering belongingness
among workforce. Such transitions in
leaders’ role make followers a focal point
of complete leadership functioning. Fol-
lowing such assertions, this study as-
sumes followers’ perception as crucial
for assessing the effective leadership.

This study deals with the key re-
search question: “What attributes of lead-
ers are related to overall effectiveness
of leadership”? Mainly, this research in-
tends to find different factors that could
be the determinants of leadership effec-
tiveness. At first, this research question
appears to be well researched with sig-
nificant number of empirical evidences.
However, it is found that only a few
scholars have addressed this subject in
detail and surprisingly not much delibera-
tion is done to explore what facets of
leadership lead to overall effective lead-
ership from followers’ perspective. Fol-
lowing such research gap, this study ex-
plores the attributes of effective leader-
ship from followers’ perspective in the
context of Indian power sector.

This study may add significantly to
the literature as it deals with the above
identified research question. First, it tries
to find the range of attributes causing
effective leadership from the followers’
perspective. Such exploration will reveal
knowledge on what makes a subordinate
to feel their leader effective. Another

contribution of this research is the con-
text of the research, i.e., Indian power
sector. It seems from review of litera-
ture that no studies have substantiated
their research on effective leadership
from the responses of Indian power sec-
tor employees. It is also observed that
the previous studies exploring the at-
tributes of leadership effectiveness have
mainly focused on personality-based
traits of leaders. This study might be ad-
ditive to the literature by corroborating a
wide range antecedents of effective lead-
ership from followers’ perspective.

Literature Review

The literature review helped us to find
the number and pattern of research in
leadership effectiveness in last decade.
The research articles were searched
through online database including EBSCO
business source premier, Emerald full
text, PsycINFO, and ABI/INFORM. The
database was searched with keywords
of [leader*AND effective*]. The stud-
ies were reviewed to find the evidences
of the relationship between different at-
tributes of leadership and overall leader-
ship effectiveness.

On the basis of review of literature
and semi-structured interview of the ex-
perienced personnel involved in academ-
ics, research and power industry of In-
dia, vision; strategic orientation; inspir-
ing, developing and empowering employ-
ees; external customer focus; internal
customer orientation; integrity; commu-
nity orientation; communications; creativ-
ity; performance orientation; initiative;
decision making; receptivity to change;
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identification with the company; self-con-
cept, concern for quality, safety and profit
were taken as attributes of effective
leadership. The construct of the study
was clubbed under three dimensions of
leadership suggested by Higgs and
Dulewicz (2014). These authors have
suggested three dimensions of leadership:
Intellectual dimensions; Managerial di-
mension; Emotional and Social dimension.
The intellectual dimension includes as-
pects like critical analysis and judgment,
vision and imagination, strategic perspec-
tive. The managerial dimension involves
resource management, engaging commu-
nication, empowering, developing and
achieving activities. Further, emotional
and social dimension covers self-aware-
ness, emotional resilience, intuitiveness,
interpersonal sensitivity, influence, moti-
vation and conscientiousness.

This study has divided the present
identified leadership constructs into these
three wide domains. Vision, strategic ori-
entation, external customer focus, inter-
nal customer orientation, community ori-
entation and creativity were considered as
intellectual dimension. Further, communi-
cation, developing and empowering, deci-
sion making and performance orientation
were understood as managerial dimension.
Finally, self-concept, integrity, inspiring,
concern for quality, safety and profit, iden-
tify with company, initiative and receptive
to change were taken as emotional and
social dimension of leadership.

Framing of Hypotheses

Literature has substance of the rela-
tionship between various constructs of

intellectual dimension and overall lead-
ership performance. Literature suggests
that vision is the core competency of lead-
ers (e.g., McDermott et al., 2011); yet,
articulation may depend upon many fac-
tors including personal style, culture, con-
text and sector. Next, “a strategic orien-
tation has been associated with anticipat-
ing environmental influences, and coping
with environmental agents through per-
suasion, cooperation and negotiation”
(Srivastava & Nachman, 1989 : 54). Ac-
cordingly, strategic leadership literature
accentuated the significance of the lead-
ers’ strategic orientat ion (Boal &
Hooijberg, 2000). The leadership litera-
ture has also outlined the importance of
leaders’ orientation towards various
stakeholders such as internal and exter-
nal customers, and community overall.
The emerging literature on ‘responsible
leadership’ has majorly covered leaders’
orientation towards stakeholders. The
responsible leadership literature empha-
sizes leaders’ stakeholder orientation
through arguing that “winning the man-
date to lead requires a relational leader-
ship approach based on inclusion, collabo-
ration and co-operation with different
stakeholder groups” (Wicks et al., 1994).
Leadership takes place in interaction
with a multitude of followers as stake-
holders inside and outside the corpora-
tion. Here, the leader becomes a co-
ordinator and a cultivator of relationships

Winning the mandate to lead re-
quires a relational leadership ap-
proach based on inclusion, collabo-
ration and co-operation with differ-
ent stakeholder groups.
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towards different stakeholder groups.
(Maak & Pless, 2006 : 99-100). Creative
leaders are assumed to be instrumental
to promote innovation at organization,
e.g., Ellen Mathisen et al.( 2012) as well
as creativity among followers (Gamze et
al, 2017).

H1: Intellectual Dimension (i.e., vision,
strategic orientation, external cus-
tomer focus, internal customer ori-
entation, community orientation and
creativity) will be positively related
to leadership effectiveness

In the seminal work on communica-
tive leadership, Johansson et al. (2014)
have emphasized the role of leaders’
communication competence through pro-
posing a communicative behavior profile
as act of initiating structure (e.g., setting
goals, task allocation), work facilitation
(coaching and training, feedback), rela-
t ional  dynamics (e .g. ,  openness,
supportiveness, conflict management),
represent and outcomes. “Leadership
essentially means identifying what is pos-
sible to do and develop, identifying the
people who can do it and empowering
them to do it” (McDermott et al., 2011:
370). Thus, developing and empowering
people is one of the essential skills of a
leader, hence play a major role in deter-
mining leaders’ effectiveness. The impor-
tance of leaders’ data driven decision
making has been widely recognized in the
context of schools (Sergis & Sampson,
2016).); thus, it is assumed that the con-
struct might be useful in another context
also. Regarding leaders’ performance
orientation, Hendricks and Payne (2007:
321) mentioned that “no studies have

examined leader goal orientation as an
antecedent of leadership effectiveness”;
hence initiated to establish leaders’ goal
orientation as antecedent of leaders’ ef-
fectiveness. In order to fill the gap as well
as to support the findings of Hendricks
and Payne (2007), the study has taken to
examine the relationship between lead-
ers’ performance orientation and leader-
ship effectiveness. In the line of above
given discussion, the four constructs
namely communication, developing and
empowering, data driven decision-mak-
ing and performance orientation have
been taken as managerial dimension and
accordingly the effect of these dimen-
sions on leadership effectiveness have
been assessed.

H2: Managerial Dimension (i.e., commu-
nication, developing and empowering,
data driven decision making and per-
formance orientation) will be posi-
tively related to leadership effective-
ness.

The propositions in literature suggest
hypothesizing the relation between lead-
ers’ self-concept and their effectiveness.
For instance, Lapierre et al. (2012:766)
have found that “leaders with a stronger
relational self-concept provided more ca-
reer support to followers who displayed
higher (vs. lower) task performance”.
Another study of Goldsmith et al. (1996)
also explored the leaders’ self-concept
for identifying fashion leaders. However,
it is observed that the effect of leaders’
self-concept on leadership effectiveness
is rarely investigated, hence needs to be
studied. Exploring the effect of leaders’
integrity may bring another interesting
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insight to the leadership literature as very
few studies (e.g., White & Lean, 2008;
Moorman & Grover, 2009) are available
on such phenomenon. Further, in line with
the inspirational leadership (e.g., Bass,
1988; Joshi et al., 2009), this study has
taken to assess how inspiring behavior
of leaders create impact on their overall
effectiveness. Further, it is also assumed
that leaders’ identification with company
may affect their effectiveness. A study
from Effelsberg and Solga (2015) can be
taken in support of such a proposition
where a relationship between leaders’ or-
ganizational identification and follower’s
perceived transformational leadership is
established. Following the argument of
Eisenbach et al. (1999) that “the impor-
tance of leadership to the change man-
agement process is underscored by the
fact that change, by definition, requires
creating a new system and then institu-
tionalizing the new approaches. While
change management depends on leader-
ship to be enacted, to date there has been
little integration of these two bodies of
literature”, the need for investigating the
effect of leaders’ ‘initiative and recep-
tive to change’ behavior is realized. In
addition, how leaders’ concern for qual-
ity, safety and profit mould their effec-
tiveness is also examined. Following the
previous discussion, the third hypothesis
of the study is farmed as:

H3: Emotional and Social Dimension (i.e.,
self-concept, integrity, inspiring, con-
cern for quality, safety and profit,
identify with company, initiative and
receptive to change) will be positively
related to leadership effectiveness.

Method

The power sector reforms could be a
major driver to achieve ongoing and fu-
ture impressive advancement of India.
The power sector contributes significantly
to infrastructural development of India and
overall economic growth of the country.
At present, developing a leadership and
talent management is considered as a
major issue in Indian power and energy
sector (NITI, GOI, 2017). Understanding
the attributes causing the effective lead-
ership from followers’ perspective may
advance other related benefits like attrac-
tion, retention and engagement of employ-
ees. This study assumes that exploring the
followers’ perspective on effective lead-
ership attributes might be useful for prac-
titioners and policymakers as this infor-
mation could be utilized in developing com-
mitment and engagement of workforce.

Semi-structured Interviews

The interview was conducted with 15
leaders of power industry and 15 acade-
mician/researchers with more than 10
years of experience located in India. The
sample questions were, “What could be
the required competencies of the lead-
ers in power industry”, “What traits of
leaders might be helpful to performance
at job”, “What traits of leaders make
them effective at their role”. Following
the review of literature and interview
feedback, the 105 - items questionnaire
covering the dimensions of: vision, stra-
tegic orientation, inspiring, developing and
empowering employees, external cus-
tomer focus, internal customer orienta-
tion, integrity, community orientation,
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communications, creativity, performance
orientation, initiative, decision-making,
receptivity to change, identification with
the company, self-concept and overall
leadership effectiveness. The responses
were rated on 5-point Likert scale rang-
ing from (1) strongly disagree to (5)

strongly agree. The questionnaires were
distributed to 30 employees for pre-test
to find any improper term. A few items
were re-worded on the basis of feedback
received. The conceptual definition of
these dimensions of leadership are ex-
hibited in Table 1.

Table 1 Conceptual Definition of Study Variables

S.N. Dimension of Concept (authors)
Leadership

1 Vision The ability to identify a clear future picture, which will inform the way
in which people direct their efforts and utilise their skills (Dulewicz &
Higgs, 2005 :106).

2 Strategic Strategic orientation is the ability to link long-range visions and concepts
Orientation to daily work, broad approach to problem solving and decision making

through objective analysis, thinking ahead and planning (Davies & Davies,
2004; Collinson, 2006).

3 Inspiring, Inspiring: Drive energy to achieve clear results and make an impact.
Developing And Balances short and long-term goals with a capability to pursue demanding
Empowering goals in the face of rejection or questioning (Dulewicz & Higgs, 2004:
Employees 112).Developing: Providing coaching and advice, providing opportunities

for skill development, and helping people learn how to improve their
skills (Yukl et al., 2009: 292).Empowering: Gives staff autonomy,
encourages them to take on personally challenging demanding tasks.
Encourages them to solve problems, produce innovative ideas, proposals
and develop their vision and a broader vision. Encourage a critical faculty
and a broad perspective, and encourages the challenging of existing
practices, assumptions and policies (Dulewicz & Higgs, 2004 : 111).

4 External It is leaders’ orientation towards external customers with focus on their
Customer needs and expectation with effective handling of customers’ grievances and
Focus complaints, and maximization of their value for money.

5 Internal Customer It is being sensitive to need and requirement of internal customers with
Orientation co-operative attitude.

6 Integrity Covey (1992 : 108) described integrity as “honestly matching words and
feelings with thoughts and actions”.

7 Community Community orientation includes corporate/leaders orientation towards
Orientation community at large, including concern for the environment, people,

society, state and nation.
8 Communications Communication is “stating clearly what you want and expect from others;

clearly expressing your thoughts and ideas; maintaining a precise and
constant flow of information” (Collinson, 2006 : 90).

9 Creativity Creativity is defined as the production of novel and useful ideas (Amabile,
1988) and can either be a part of job requirement or go beyond them
(Unsworth, 2001).

10 Initiative Initiative is being quick, decisive, self-initiated and energetic and ready to
welcome assignment beyond the role.
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Sample

The survey respondents were senior
level executives working in the selected
organization of the study. The data was
collected through online Google forms.
The questionnaire was directly sent to
350 employees of the organization. The
statement regarding anonymity and con-
fidentiality of the responses was included
in the cover letter of the questionnaire.
Total 151 responses were received reg-
istering a response rate 50 percent. In
terms of demographic profile, all of em-
ployees were males belonging age group
of more than 45 years.

Analysis

Principal component analysis (PCA)
using SPPS version 21 was conducted
on received data. However, the PCA
was conducted  individually for each
leadership attribute variable. There were
a few rationales behind conducting PCA
on items measuring each leadership at-
tributes separately. First, the question-
naire had large number of items hence

conducting PCA on complete data to get
the component was not statistically logi-
cal. Further, the items measuring the dif-
ferent kinds of leadership attributes were
conceptually distinct thus conducting
PCA separately for each leadership traits
variable was considered more appropri-
ate. The PCA was conducted to analyze
whether the items related to single lead-
ership variable loaded as a single com-
ponent or not. The items of each leader-
ship attributes variable loaded as a single
component in their respective PCA and
exhibited a satisfactory KMO value of
nearby 0.5. Hence, following the PCA
results, the components of leadership at-
tributes were determined to measure their
predictability on overall leadership effec-
tiveness. The results are presented in
Table 2.

Next, reliability and validity of the
components of the present study were
conducted. Reliability might be under-
stood to be the “extent to which a vari-
able or set of variables is consistent in
what it is intended to measure” (Hair et
al., 1994 : 127) and it ensures that all

11 Data-driven Data-driven decision making refers to the practice of basing decisions on
Decision Making the analysis of data rather than purely on intuition (Provost & Fawcett,

2013: 56).
12 Receptivity to Receptivity toward change is an indicator of the willingness and ability of

Change leader to view change in a positive light (Agarwal : Tanniru, 1996 :136).
13 Identification Organizational Identification corresponds to ‘the degree to which a

With The member defines him or herself by the same attributes that he or she
Company believes define the organization’ (Dutton, Dukerich & Harquail 1994 :

239).
14 Self Concept Self-concept is “the totality of the individual’s thoughts and feelings that

have reference to him/herself as an object” (Rosenberg, 1965 : 7).
15 Performance Performance orientation is degree to which organization members are

Orientation encouraged for performance enhancement and excellence.
16 Concern for It is being overall concerned about quality, safety and profit.

profit, quality
and safety.



Sunil Maheshwari & Alka Rai

228 The Indian Journal of Industrial Relations, Vol. 58, No. 2, October 2022

items for any given construct consistently
measure what they are purported to.
Cronbach’s alpha values of all the inde-
pendent and dependent components of
leadership and effectiveness taken in this
study were found to satisfy or nearly sat-
isfy the cut-off of 0.70 recommended by
Nunnally (1978) (Table 2).

For validity test, suggested cut-off
values of 0.60 to 0.70 for SCR (Hair et
al., 2010) and 0.50 for AVE (Fornell &
Larcker, 1981; Hair et al., 2010) have
been considered in this research (Table
2). It is apparent that both values for each
construct satisfy the suggested cut-offs.
Hence convergent validity of the ques-
tionnaire is satisfied. Similarly, the dis-
criminant validity ensures that a construct
does not “correlate too highly with mea-
sures from which it is supposed to dif-
fer” (Campbell, 1960: 548). Discriminant
validity is established if the square root
of AVE value of each latent construct is
much larger than any correlation between
any pair of latent constructs. AVE value
of each construct is compared with the
correlation coefficient to confirm if items
of construct explain more variance than
do the items of the other constructs. As
is evident from Table 3  AVE values are
higher than the squared correlation val-
ues. This suggests that the constructs
have discriminant validity.

Results

There is a significant and positive cor-
relation of all leadership traits with lead-
ership effectiveness. Further, three sepa-
rate multiple regression analyses were
conducted to analyze the hypotheses of

the study. The constructs related to each
dimension, i.e., intellectual, managerial and
emotional and social dimensions were re-
gressed against leadership effectiveness
separately (Table 4). All three dimensions,
i.e., intellectual (Adj R2 = 0.783), mana-
gerial (Adj R2 = 0.754), emotional and
social (Adj R2 = 0.825) significantly pre-
dicted leadership effectiveness.  Among
intellectual dimension variables, only In-
ternal Customer Orientation ( = 0.313 at
p< 0.01), Community Orientation ( =
0.144 at p< 0.05) and Creativity ( = 0.
276 at p< 0.01) were found significant
whereas Vision, Strategic Orientation and
External Customer Focus were non-sig-
nificant. Further, Communication ( =
0.453 at p< 0.01), Performance Orienta-
tion ( = 0.184 at p< 0.01) and Develop-
ing and Empowering ( = 0.223 at p< 0.01)
were the managerial dimensions found sig-
nificant in predicting leadership effective-
ness. Next, Inspiring ( = 0.116 at p<
0.05), Identify with company ( = 0.258
at p< 0.01), Receptive to Change ( =
0.238 at p< 0.01) and Initiative ( = 0.320
at p< 0.01) were significant as emotional
and social dimensions in predicting lead-
ership effectiveness.

Discussion

Among intellectual dimensions, Inter-
nal Customer Orientation, Community
Orientation and Creativity were signifi-

All three dimensions, i.e., intellec-
tual, managerial, emotional and
social significantly predicted lead-
ership effectiveness.
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Table 4 Regression Analysis

S. N. B Beta Sig R2 Adjusted R2

Intellectual Dimension

1 Vision .096 .124 .083 .795 .783
2 Strategic Orientation .039 .046 .594
3 External Customer Focus .013 .015 .861
4 Internal Customer Orientation .313 .362 .000
5 Community Orientation .144 .170 .024
6 Creativity .276 .310 .000

Managerial Dimension

7 Communication .394 .453 .000 .763 .754
8 Performance Orientation .86 .184 .007
9 Decision Making .085 .096 .097
10 Developing and Empowering .223 .263 .002

Emotional and Social Dimension

11 Self Concept .061 .061 .420 .837 .825
12 Integrity .020 .024 .706
13 Inspiring .116 .128 .032
14 Concern for Quality, Safety and Profit .080 .089 .090
15 Identify with company .228 .252 .000
16 Receptive to Change .237 .238 .001
17 Initiative .306 .320 .000

Dependent Variable: Leadership Effectiveness

cant in predicting the overall leadership
effectiveness whereas vision, strategic
orientation, external customer focus
were not significant in the first model
measuring relationship between intellec-
tual dimensions and leadership effective-
ness. It is evident from the results that
followers don’t consider vision, strategic
orientation and external customer focus
as significant dimensions of effective
leadership. These findings seem to be in
contrast with leadership theories. The
findings signify that “efforts to make work
happier and more fulfilling may be in con-
flict with an overriding goal to make prof-
its” (Harvey, 2001). The insignificant
relation between external customer fo-
cus and leadership effectiveness also
supports the above assertion. The activi-

ties which are directed toward internal
stakeholders, such as “high labor stan-
dards and workplace democracy, make
employees feel that they are respected
and help them to identify with their orga-
nizations” (Shen & Zhu, 2011: 3023) and
may lead to perceived effectiveness of
leadership. On the other hand, external
customer focus is more related to orien-
tation of leaders towards external cus-
tomers and not rather directly related to
followers’ hence its significance in over-
all leadership could not be recognized by
followers.

The insignificant relation of vision
and strategic orientation with leadership
effectiveness is noteworthy. On the
basis of these results, we cannot ignore
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the importance of vision in leadership
effectiveness. We agree with the notion
of Khatri et al. (2012) that vision is the
core of all four transformational leader-
ship components of Bass’s (1985). For
example, “idealized influence as the
leader’s insight into followers’ motiva-
tions in terms of their needs, values and
hopes and followers’ identification and
emulation of their leaders, who are
trusted, thoroughly respected and are
seen as having an attainable mission and
vision” (Budhwar et al., 2012: 40). Simi-
larly, inspirational motivation and other
components also include vision as essen-
tial. Here, the result hints that only hav-
ing a vision is not sufficient to become
an effective leader in followers’ opinion.
Articulation of vision is more important
than formulation of vision. Interestingly,
there is a significant relationship between
community orientation and leadership
effectiveness in the present analysis. In
the present study, the conceptualization
of community orientation is similar to per-
ceived corporate social responsibility ori-
entation of leaders. In this way, current
findings support the earlier results evi-
dencing the role of transformational lead-
ership in affecting employees’ organiza-
tional commitment, identification with
organization and followers’ values
through leaders’ CSR values and orien-
tation (e.g., Allen et al. 2018; Groves,
2014). Present findings from followers’
perspective also extend that followers
understand leaders’ creativity as signifi-
cant trait of effective leader. Matthew

(2009.:6) argued that “a significant cor-
respondence between leadership and cre-
ativity is probable as both processes are
considered to be the result of an interac-
tion between person and context or so-
ciocultural environment” (Burke, 2002;
Csikszentmihalyi, 1994, 1996; Katz &
Kahn, 1978; Sternberg & Lubart, 1995).

Further, at second regression analy-
sis, communication, performance orien-
tation, and developing and empowering
were the managerial dimensions found
significant in predicting leadership effec-
tiveness. The findings regarding the sig-
nificant relation between leadership and
communication is in contrast with the
observation of Bryman et al. (2011) that,
communication aspects are largely over-
looked and neglected in traditional lead-
ership theories considering leaders’ traits,
styles, contingency theory, charismatic,
visionary, and transformational leader-
ship. On the other hand, the finding sup-
ports the communication scholars who
assume that  “[L]eadership occurs
through the process of interaction and
communication” (Barge & Hirokawa,
1989: 172). The results regarding the sig-
nificant relation of empowering and de-
veloping with leadership effectiveness is
in contrast as well as similar to existing
leadership models. For example, devel-
opment is part of the individual consider-
ation in MLQ (Multifactor Leadership
Questionnaire) but empowering is not the
part of it. However, developing and em-
powering is considered as part of the re-
lationship-oriented leadership (Yukl,
2006). “Leadership is empowering em-
ployees to find solutions to new problems
encountered” (Nguyen & Hansen, 2016:

Articulation of vision is more im-
portant than formulation of vision.
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10). Empowering colleagues is under-
stood as a dimension in explaining the
effective covenantal leadership (Caldwell
& Hasan, 2016). Followers may acknowl-
edge the role of empowerment for ef-
fective leadership as Lorinkova et al.
(2013:575) accentuated those leaders
bestow trust in their followers by allow-
ing “decision-making authority to pass into
the followers’ hands, thus strengthening
team members’ psychological ownership
of their tasks. Developing is also signifi-
cantly correlated with leaders’ style
(Dulewicz & Higgs, 2005) and leader-
ship performance in previous studies.
Revised Servant Leadership Profile for
Sport (RSLP-S) (Wong, 2004) also iden-
tified both “empowering and developing”
and “inspiration” as factors of leadership.

The significant association of perfor-
mance orientation with leadership effec-
tiveness supports previous findings. For
example, The Global Leadership and
Organizational Behavior Effectiveness
Research Project (GLOBE) (Dorfman et
al., 2012) identified nine leadership di-
mensions. On the basis of these dimen-
sions effective and ineffective leadership
worldwide is distinguished; performance
orientation was confirmed as one of those
nine global leadership dimensions.
Lewellen (2015 : 11) have stated that
“decision- making involves a process or
procedure that constitutes the core of
effective leadership and decisions should
be data-driven”. However, the present
insignificant relationship between data-
driven decision-making and leadership
effectiveness suggests that such deci-
sion- making might be understood as cen-
tralized decision- making by followers

hence inferred as non-significant. In this
regard, Yan et al. (2005, :55) mentioned
that “centralization of decision-making
and management in the hands of leader-
ship makes subordinates unable to know,
and often ignore, what the outcome is
and how it is achieved”.

Subsequently, among emotional and
social dimension, self-concept, integrity
and concern for profit, quality and safety
were not significant. On the other hand,
inspiring, identify with company, recep-
tive to change and initiative emerged as
significant traits of effective leadership
from followers’ perspective. While many
have debated, and continue to debate, the
role of values in general and integrity in
particular, few have attempted to empiri-
cally explore the role that integrity plays
in leadership effectiveness (Palanski &
Yammarino, 2007; 2009 ci ted in
Hooijberg et al., 2010:  60). The   insig-
nificant relationship   between   integrity
and leadership effectiveness is in conso-
nance with the findings of Hooijberg et
al. (2010) based on understanding the
impact that perceived integrity on per-
ceived leadership effectiveness using
multi-source feedback from top- level
public service managers, their direct re-
ports, peers, and bosses. For direct re-
ports and bosses, integrity didn’t have
significant impacts on perceived leader-
ship effectiveness. We agree the ratio-
nale of Hooijberg et al. (2010), that “if
integrity means always stating what one
really thinks (i.e. honesty) or consistently
applying certain implicit rules without
exception, then one runs the risk of harm-
ing relationships and even jeopardizing
organization’s continued existence”.
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The significant relationship of leaders’
identification with company to leadership
effectiveness find support from the ar-
gument of Katz et al. (2018: 5) that lead-
ers who “identify with the organization
are more likely to embody and commu-
nicate its values”. Another significant
relationship observed between receptive
to change and leadership effectiveness
from the perspective of leadership, or-
ganizational change is probably one of the
major  si tuational inf luences
(Knippenberg, 2011: 1083). There is a
dynamic relationship between change in
organization and leadership behavior
(Dulewicz & Higgs, 2005, :107). Higgs
and Dulewicz (2002) accentuated the
essence of this dynamic relationship by
asserting that changes in context require
changes in the way in which leaders op-
erate in the organization. The transfor-
mational leadership model by Bass (1985)
has recognized inspiring and motivating
followers as significant traits of a leader.
Present findings are in line with previous
empirical findings. For example, inspir-
ing is also observed significant in ascer-
taining leaders’ style and performance in
recent findings (Dulewicz & Higgs, 2005;
Dulewicz et al., 2005). In a study of Agho
(2009), inspiring was reported as one of
the top five traits of leadership by lead-
ers.

Here, the literature based on self-con-
cept suggests that the match between fol-
lowers and leaders self-concept determine
the effectiveness of leadership (e.g.,
Mesterova et al., 2015). Scholars (e.g.,
Shamir et al., 1993) of leadership and self-
concept theory says that leaders may play
a role in developing perceived match be-

tween followers’ and group self-concept
leading them to identify with the group and
leaders. Subsequently, initiative was also
understood as significant for leadership.
It signifies that follower appreciate quick,
self-oriented and extra role efforts of the
leaders and assume the significance of
these traits for effective leadership. Last,
the followers didn’t rate leaders’ behav-
ior related to concern for quality, profit and
safety important for effective leadership.
Subordinates might be assuming such be-
havior more related to corporate function-
ing rather than leadership.

Implication

Present evidences should be under-
stood as guiding to revise present lead-
ership convictions. For instance, the sig-
nificant relationship between intellectual
dimension and leadership effectiveness
might have several implications such as,
Kirkpatrick and Locke (1996) exhibited
that “vision had a positive effect on the
extent to which participants were intel-
lectually stimulated and inspired by their
leaders”. However, “there is very little
known about what constitutes a ‘strong’
vision in terms of its inspirational content
and how such content relates to style of
leadership displayed the person articulat-
ing the vision” (Berson et al., 2001: 56).
In line of such observation, Berson et al.
(2001) introduced the term ‘Vision
Strength’ and conceptualized it along the
line of motivational process explained by
Shamir et al. (1993) who suggested that
the link between subordinates’ self-con-
cept and leader’s vision is important as it
causes employees to feel self-worth and
enhances associated intrinsic values. As
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per Berson et al. (2001), ‘Vision Strength’
is the extent to which vision includes the
optimism, expression of confidence, em-
phasis on intrinsic need which can be
fulfilled, linkage with organizational core
values, and prominence on positive op-
portunities and challenges in future. Simi-
lar rationales have also been given by
scholars on effect of strategic orienta-
tion on leadership. “The importance of
creating the strategy with others, and not
just communicating it to others” is un-
derstood as the critical skill for leaders
(Kakabadse et  al . ,  1998; Boal &
Hooijberg, 2001; Davies & Davies, 2004).
Harding (2010) has elaborated on the role
of creativity of effective leadership and
suggested that “The greatest leaders are
leaders who are excellent creative think-
ers… good at using creative thought or
complexes of thoughts and feelings to
imagine and decide how some question
should be answered”. Yukl (2002) as-
sumed the linkage between creativity and
openness. It is suggested that “openness
to new ideas and experience is required
for leadership as it allows leaders to cope
with and create change” (Burch et al.,
2010: 725). There is a need to understand
that the orientation of leaders towards
internal employees is equally important
than external orientation in the line of
present significant relation between in-
ternal customer orientation and leader-
ship effectiveness. There are various
implications of the observed significant
relationship between community orienta-
tion and leadership effectiveness. It is
possible that employees might be linking
leaders’ community orientation to orga-
nizational prestige and attractiveness as
it is observed by Greening and Turban

(2000) that “firms with higher perceived
social performance are seen as more at-
tractive employers than firms with lower
perceived social performance and that
prospective applicants’ job pursuit, prob-
ability to interview and probability to ac-
cept a job offer are positively associated
with a firm’s social responsibility perfor-
mance” (cited from Allen et al., 2019 :
586). In a similar vein, it might be pos-
sible that subordinates might be deriving
satisfaction in being associated with lead-
ers having community orientation.
Waldman et al. (2006) summarized that
intellectually stimulating CEO’s exhibit
better utilization of CSR as an essential
element of corporate strategy. On the
other hand, leaders who prefer profit and
economic factors over social perfor-
mance are not able to influence subordi-
nates for investing extra effort (Sulley de
Luque et al., 2008). In general, the find-
ings provide major implication by exhib-
iting the significance of intellectual di-
mension of leadership attributes for over-
all effectiveness of leadership. The lead-
ers need to understand the importance
of articulation of vision, balancing of both
external and internal customer orienta-
tion, inclination towards community ori-
entation, and accentuation of creativity
in culture.

Intellectually stimulating CEO’s
exhibit better utilization of CSR as
an essential element of corporate
strategy.

For managerial dimensions, results
imply that empowering subordinates is
important because these behaviors im-
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prove flexibility and efficiency within
organizations (Arnold et al., 2000). Ex-
tant research suggests that “empower-
ing leaders try to enhance subordinate
work motivat ion and performance
through delegating authority for job-re-
lated decisions and involving subordi-
nates in making decisions about the
work” (Chen et al., 2011; Huang et al.,
2010;  Kirkman and Rosen,  1999;
Konczak et al., 2000 cited from Prussia,
2013 : 135). Similarly, developing sub-
ordinates is gaining significance in lead-
ership literature, and the core of emerg-
ing concept of servant leadership. As
per conceptualization, “Servant leaders
focus on developing employees to their
fullest potential in areas of task effec-
tiveness, community stewardship, self-
motivation, and future leadership capa-
bilities” (Farling et al., 1999, cited from
Van Dierendonck et al, 2014 : 3). Schol-
ars have found significant role of com-
munication in conflict resolution, gain-
ing insights, helping and understanding
others and developing relations (Haley,
1963; Ferch & Mitchell, 2001). Further,
non-significance of data- driven decision
making connotes that the followers pre-
fer shared and decentralized decision-
making process rather than centralized
data-driven procedure as they correlate
decentralization of decision-making sys-
tem with empowerment. Overall, the
results of regression model two (i.e.,
managerial dimension and leadership
effectiveness) emphasize on empower-
ing, developing leadership, communica-
tive and performance-oriented leader-
ship. Thus, the findings also highlight the
followers’ apprehension towards the
data- driven decision- making, hence

call for caution from leaders on such an
approach.

The inspiring attribute of leadership
entails to include sense of inspiration in
whole functioning of leadership. For in-
stance, scholars have essentially empha-
sized on inspiring vision (Bass, 1985;
Podsakoff et al., 1990; Leithwood, 1994)
for effective inspirational leadership. The
insignificant relation between integrity
and leaders’ effectiveness direct towards
more emphasis on flexibility rather than
focusing on integrity. Here, “the flexibil-
ity means adapting and changing and
leaders run the risk of being perceived
as inconsistent and untrustworthy”
(Hooijberg et al., 2010 :  70). Regarding
self-concept, it is argued that “followers
who highly identify with their leader tend
to share similar values and beliefs with
their leader and are willing to change their
self-concepts to share more similar val-
ues and beliefs with the leader” (Zhu et
al., 2012 : 43). Hence, it is suggested that
leaders may play a role in shaping the
values and believes of the followers us-
ing their self-concept. However, the di-
rect role of leaders’ self-concept may not
be realized by followers. The significant
relationship between initiative and lead-
ers’ effectiveness entails that follower
appreciates the beyond role behavior of
leaders. On the emotional and social di-
mension of effective leadership at-
tributes, it could be summarized that lead-
ers should be symbol of flexibility, identi-
fication with the company, initiator. Fur-
ther, aspects like perceived integrity of
leaders might have surprising inferences
hence leaders should be cautious on the
implications of related behaviors.
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