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Transformational leadership and felt 

obligation’s significance in determining 

helping behaviour and group 

performance 

ABSTRACT 

Leaders confront a challenge , at the same time to persuade workgroups and the people 

working inside them to achieve a common organizational goal. Later criticisms focus on 

carrying out investigation of wide leadership develops put forward a way gin contrast to 

individuals. So,we respond to following issue with the help of investigating the consequence 

of  not only group-focused but also  individual-focused viewpoints for transformational 

leadership. The main focus of research was conforming with the rules of  Social identity 

theory for understanding the importance of transformational leadership and felt obligation’s 

significance in determining helping behaviour and group performance. we propose that the  

group-focused transformational is a path which  promote felt obligation, persuading helping 

behavior, with improving performance of group, though leadership that is Individual focused, 

as it were promote helping when people too realize a sense of obligation on the way their 

workgroup. In a study,conducted in a field of 50 workers detailing to 20 administrators in an 

educational division, we discover evidence for these forecasts utilizing multilevel structural 

condition modeling and multitiered mixed resultsrepresentation. Hence, group-focused (vs 

IF) transformational leadership, as well as consequent felt obligation ,considered as vital 
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forerunners because it empowering helping, not only this also allows at a time, execution of 

group working. 
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Chapter 1. Introduction 

1.1 BACKGROUND OF THE STUDY 

As there is vast increase in working in form of team for the completion of task, working in a 

group execution continued to exist as basic connection within administration writing (Devine, 

Clayton, Philips, Dunford, & Melner, 1999).In the last decades, groups have gotten to be an 

progressively prevalent way of organizing work. . Groups of individuals that are working 

with each other for some common reason became a attention for the individuals social 

organizations ever since our old predecessors to begin with banded with each other to chase 

amusement, raise families, as well as protect their communities. The history of human is to a 

great extent a story of people that are performing tasks together in the form of bunches to 

investigate, accomplish, and also conquer. However, if we talk about the present day concept 

of working in the huge organizations, created within late 19th and in the early 20th centuries 

is generally tells a story of work, including group of individuals occupation. Assortment of 

worldwide strengths unfurling in the past two decades, clearly, has drive the organizations 

throughout the  world to rebuild work in the form of groups, to ensure quick, adaptable, and 

versatile reactions to unforseen. This step taken within the structure of task has made team 

effectiveness a striking organizational concern. (Kozlowski & Ilgen, 2006). This leadership 

crise is very normal in the corporate reality where organizations make progress toward long 

haul better than expected execution and maintainability in a exceptionally serious climate. 

Administrators center around the present moment and neglect to see past the monetary 

limitations of the emergency. Some even free extraordinary business openings, as they can't 

eloquent a typical vision for the future plan and include entirety association and its partners. 

Individuals present within association Sense overwhelmed and miserable, because, work they 

performed, isn't esteemed as well as perceived. Due to essentially monetary facts, portion of  
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spending which goes all over affected by the upward and descending monetary pattern 

(Lacerda, 2015).This drift makes unused challenges for pioneers since they are anticipated to 

spur person representatives and to upgrade group execution at the same time and to preserve 

a adjust between these two. It is verbalized by Aristotle more than 2,000 a long time prior, in 

any case, performance in groups “is something additional than the entirety of its sections” 

and, within the situation related to group,so  the entirety to person 

commitments.Consequencly, pioneers confront some challenges for encouraging not only 

groups but also people incorporate this at the same time (Lorinkova & Perry, 2018).James 

MacGregor Burns , 1978) is considered as a very first person who begin with presented the 

idea of TL to the wrold in his graphic inquire about on political pioneers, but now it is 

presently utilized in organizational research as well. The pioneer's individual attributes, 

aptitudes, and practices, which structure the premise of initiative viability and give the 

establishment to hierarchical execution (e.g., Bennis and Nanus, 1997; Alchian, 1986; Day 

and Lord, 1988; Hogan et al., 1994; Yukl, 1998, as cited in Lacerda, 2015). Specifically, this 

adds in discussion in which way authority adequacy may accomplish gathering, as well as 

hierarchical execution(Lacerda, 2015).A researcher, Bernard M. Bass (1985), amplified the 

work  done by Burns (1978) by clarifying the mental components so,underlie the leadership 

that is transformational leadership and other leadership that is transactional; Bass clearly too 

utilized term "transformational" rather than "changing." Bass included to the starting 

concepts of Burns (1978) to better assist explain that how the transformational administration 

may be measured, as well as how it impacts supporter inspiration and execution(Kotlyar, I. & 

Karakowsky, L. (2006), as cited in anonymous, 2011). Later on, Burns shown that the 

transformation pioneers are included in the alter proceeding themselves making a difference 

in other individuals  succeed. The final point Burns specified is that with the help of  vision 

and identity, transforming pioneers can motivate supporters to adjust their individual 

objectives with those of their organizations objectives. As, Bass(1985),continue to study and 

work on it and successfully form a modren construct,which is now famous and called as 
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Bass’s transformational leadership theory.He too argued about the transformational 

leadership that it belongs to a leadership which includes motivation of individuals by the 

leaders in order to fulfill their common organization’s vision. In his theory he mentions the 

four ways of transformational leadership which includes the idealized impact being the 

primary one. He proposed that transformational pioneers may serve as part models for 

adherents to imitate and purchase into transformational leaders’ thoughts. In expansion, Bass 

set that transformational authority gives motivational inspiration to encourage and persuade 

supporters to realize the higher organizational objectives. Thirdly, transformational pioneers 

utilize mental incitement to advance followers’ imagination and empower mental learning. At 

long last, Bass shown that transformational pioneers grant individualized consideration to 

adherents to address their person needs and offer assistance with person career training 

(Zhang, 2016). In the present authoritative living, variation is reality with each association or 

companies should consider and follow any changes to hold their relationship whithin universe 

of lack of resources by extraordinary rivalry. Nonetheless, frequently the human side of 

progress oversees insufficiently, consequently pioneers ought to include connecting with 

representatives all the more effectively and framing occasions to control their hindrances as 

well as vulnerabilities. By including this, pioneers mainly viewed by change-situated 

methods and it is viewedas among very operational components of precautionary financial 

decimation, and its become a focal issue for experts (Hoon Song, Kolb, Hee Lee, and Kyoung 

Kim, 2012, as cited in pourkarimi, 2016). Along these lines recognizable proof of appropriate 

authority type is fundamental (Birasnav, 2014) and in like manner,there seems to be a way of 

finding overall highlights of the question of initiative and unquestionably. What's more, a 

survey of past examinations recommend that distinctive authority styles have various 

methods to drives their subordinates (Birasnav, 2014, as cited in pourkarimi, 2016)and 

dependent on Bass (1985, 1999) groundbreaking initiative hypothesis, in the degree to which 

a pioneer impacts adherents, relating coworkers will definitely more connected to their 

worktasks (Breevaart, Bakker, Hetland et al., 2014). In this way, TFL could be regarded 
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asone of best authority type of  hierarchical setup (Bass, 1985; Tyssen, Wald, and Spieth, 

2014, as cited in pourkarimi, 2016)which accentuations for upgrade of their  supporters' 

contribution (Bass, 1985; Tims, Bakker, and Xanthopoulou, 2011) as well as rouses all to be 

enlivened to work they perform (Ghafoor, Qureshi, Khan, and Hijazi, 2011, as cited in 

pourkarimi, 2016). Current vulnerability and instability in the business sectors have raised the 

difficulties for any corporate pioneer to accomplish objectives that continue elite after some 

time. While this unfavorable setting is unmistakably a limitation to each pioneer, an inside 

and out comprehension of how the authority cycle unfurls in the associations brings extra 

experiences that may help improve the general adequacy measure. All things considered, the 

ID of key variables same as worker attributes of compelling pioneers, components these 

pioneers require to make arrangement as well as excitement, as logical variables are useful to 

make an cognitive structure to administration adequacy (Lacerda, 2015). It is recognized 

from G. Wang et al. (2011), as cited in Lorinkova & Perry, 2018), that person and bunch 

execution are considered “ effect from distinctive variables and through distinctive 

mechanisms”. we go after the similar patterns included, further leadership conventions(e.g., 

Bergeron, 2007;Nielsen, Bachrach, Sundstrom, & Halfhill, 2012; Sparrowe, Soetjipto,& 

Kraimer, 2006, as cited in Lorinkova & Perry, 2018) to look at how the  group as compared 

to the  IF conduct for the transformational pioneers impact the supporter.In same way, the 

essential reason of this research include, conducting great knowledge for some of problems 

disscussed by looking at distinctive commitments of groupas compared to IFTL on team 

execution with looking at single mediatior component, that is helping act of individuals. And 

specifically, we place helping behaviour same component which deciphers the impacts of 

GFTL to the performance of individuals in group. we don't however have a conceptual 

knowing around that how, and no matter IFTL belong to person supporters  making a 

difference act that is helping. Following knowledege aims to give dual down to earth, with  

hypothetical experiences around procedures pioneers ought to utilize for encouraging 

supporters so they assist each other, And without a doubt that following action is wanted, or 
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fundamental to appropriate group working performance.In this study we also,point to conduct 

hypothetical justification for each other unique insinuating implement, that is felt 

commitment to the working group. (Tajfel 1972, as cited in Hogg, 2001) introduced the idea 

of social identity to theorize how people conceptualize themselves in intergroup contexts, 

how a system of social categorizations “creates and defines an individual’s own place in 

society” (p. 293). He defined social identity as “the individual’s knowledge that he belongs to 

certain social groups together with some emotional and value significance to him of this 

group membership” (Tajfel, 1972, p. 292). Because groups only exist in relation to other 

groups, they derive their descriptive and evaluative properties, and thus their social meaning, 

in relation to these other groups. By using the social identity theory (Tajfel, 1974, 1975, 

1978, as cited in Ellemers, Gilder, & Haslam , 2004), is that whereas in a few social 

circumstances individuals think of themselves as free people who associated with each other 

on the premise of individual characteristics or inclinations (e.g., in fellowship bunches), there 

are numerous social settings in which individuals essentially think of themselves and others 

in terms of specific gather enrollments (e.g., in terms of their proficient parts), to this theory  

we contend that group-focused authority encourages making a difference and consequent 

group execution in portion since it ingrains feeling of commitment tfor the person's gather 

indivduals. Felt commitment could be act as mirror for a group-oriention(i.e.,collective) 

personality, And it could work to decrease self-interest or energize much making a 

difference. Hence, we moreover anticipate, realizing commitment is a way for increasing 

direct  impact of IFL for person helping behaviour, same like people thoose, encounter more 

stages of both IFL and as well as felt obligation are the one who more assist to colleagues. 

Making a moment commitment with help of connecting the dual-focused transformational 

leadership and other helping literary works, clarifying in which way GFL empowers making 

a difference and ensuing group performance (Lorinkova & Perry, 2018). 
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1.2 PROBLEM  STATEMENT 

In today’s organizational era alter may be a compulsory and each corporation or entities 

ought to have a charge or take after difference to hold their connection with world of deficit 

of assets to extraordinary contention. In any case, frequently the human side of alter oversees 

insufficiently, hence pioneers ought to include locks in representatives more effectively and 

shaping openings for spacing obstructions or instabilities.In this process, pioneers observed in 

modification-oriented means, they known for among foremost working element to 

annihilating safe financial, so contain ended up a main problem to specialists(Hoon Song, 

Kolb, Hee Lee, & Kyoung Kim, 2012, as cited in (pourkarimi, 2016).In this manner 

distinguishing proof of appropriate administration fashion is fundamental(Birasnav, 2014, as 

cited in pourkarimi, 2016).A central viewpoint of the transformational leadership is its 

accentuation on supporter construction(Avolio & Gibbons, 1988, as cited in Dvir, Eden, 

Avolio, & Shamir, 1991). Transformational pioneers, who display charismatic behaviors, stir 

motivational motivation, provide mental incitement, and treat adherents with individualized 

thought, transform their adherents toward coming to total apptitude or create higher stages to 

the act(Bass & Avolio, 1990, as cited in Dvir, Eden, Avolio, & Shamir, 1991). 

In any organization, leaders confront and at the same time require to propel the workgroups 

and the people inside them. Later reactions focuses an ought for rebuilting wide leadership 

develops to provide superior theoratical knowledge for the impacts on particular leadership 

actions  on group as compared to individuals. investigating the impacts of GF and IF feature 

of TL . There is a need to find out that is the GFTL, mainly  source to promote felt obligation, 

persuading helping actions, or upgrading performance of team, while IFL is responsible for to 

promote helping if people too realize a sense of commitment toward their workgroup. In 

conclusion of the perceive events, we put forward the thesis statement as, 

“Transformational leadership and felt obligation’s significance in determining helping 

behaviour and group performance”. 
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1. 3 RESEARCH OBJECTIVE 

1. To recognize GFTL is positively related to GP. 

2. To recognize helping mediates the relationship between  GFTL  and GP. 

3. To recognize FO mediates the positive relationship between GFTL  and helping. 

4. To recognize FO moderates the relationship between IFL and helping, such that the 

relationship is only positive and significant when FO is higher. 

1.4 RESEARCH QUESTIONS 

1. If  GFL is positively related  to GP ? 

2. If helping mediates the relationship between GFTL and GP? 

3. If felt obligation mediates the positive relationship between  GFTL  and helping. 

4. If felt obligation moderates the relationship between IFL and helping, such that the 

relationship is only positive and significant when FO is higher. 

1.5 SIGNIFICANCE OF STUDY 

Previous studies have identified and outlined that all the literature review was based on broad 

leadership. Recent studies indicate the importance of specific leadership, therefore I intend to 

focus my study on specific leadership for organization and individuals. It is primary research 

approach combined with a quantitative survey. This study also aimed to identify the impact 

of specific leadership in educational sector. 

1.6 RESEARCH OUTLINE 

This research has more sections after the introduction, which are as follow: 
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Chapter 2. Literature Review and 

Hypothesis Development 

2.1 LEADERSHIP 

In any Organization, when it comes to motivate the employees in groups or individually,the 

leaders face competition (Lorinkova & Perry, 2018). Leadership can be best define as 

‘’Leadership is a series of actions that causes a change in individuals,in which one individual 

is require to help and guide the other individuals for achieving their mission’’ (Chemers, 

2014). Leaders are responsible for the hip is considered as complex process, as well as vital, 

but a fact is that it is less understandable by many individuals. The state of art in on issues of 

administration and association is canvassed in this section. Similarly as people, the 

requirements of an association are various. Hence it is significant for an association to viably 

facilitate the conduct of individuals to accomplish its points and destinations. As per London 

(2001), goals help heads in performing influential positions by giving the premise to joining 

the endeavors of the laborers inside the association. It was additionally focused on that 

accomplishing set destinations help to offer character to an association just as 

acknowledgment and status. As referenced by Dubrin (2007, ascited in Chukwuebuka & 

Lawal, 2017), there are various classes of requirements. These include: physical, social and 

vain requirements. Be that as it may, work fulfillment is frequently connected with human 

need and condition. Initiative has been connected to the board as it includes coordinating, 

controlling to a degree the nature, degree, degree and antiquated of exercises and changes 

happening inside the association. The executives as a cycle is established in the 

communications of individuals at work coordinated towards boost of effectiveness and scant 

assets: work, machines, crude materials and data (Hoover HWDO, 2001, ascited 
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inChukwuebuka & Lawal, 2017). It is about how a few people or inner circles have lopsided 

force and impact to set plan, characterize personality, and prepare individuals to accomplish 

aggregate objectives. The differential capacity of certain individuals to mark their impression 

to perspectives, practices, choices, also activities is endemic to all social gatherings, and for 

instance, countries, networks, associations, boards, clubs, and families. Pioneers are 

individuals who have unbalanced impact, through ownership of consensual notoriety or the 

activity of intensity, or both, over the perspectives, practices, and fate of gathering 

individuals (Hogg,2001).Critically, authority of an association should be given satisfactory 

consideration, if the association plans to accomplish its goals. The act of initiative in a 

manner of speaking includes assuming responsibility and smoothing out the exercises of 

association individuals to guarantee that ideal outcomes are accomplished. In setting, 

initiative improvement can be seen as the arranged insight, guided development and 

preparing openings accommodated those in situation of power. With this impact the head of a 

limited scale business ought to perceive that their duties incorporate performing the board 

work, which as indicated by Dubrin (2017) are arranging, coordinating, coordinating, 

controlling and co-appointment of all exercises as they identify with the exercises of the firm 

to accomplish the company's destinations (Chukwuebuka & Lawal, 2007). 

There are many researchers in our history that investigated the traits of leadership, its tasks, 

all about its procedures and as well as about leadership behaviors (Schmidt, 

1993).Generally,leadership is refer as a procedure which has the power to push the 

individuals and guide them(de Oliveira Rodriguez & Ferreira, 2015, as cited in Orabi, 

2016).Leadership mentions the individuals who own good qualities and keep their mark on 

high rank positions in any organization(Silva, 2014, as cited in Zhang, 2016).The primary 

phase of the ledership  research focused on the features and characteristics of the good leader 

and included the private, social and physical characteristics that distinguish him. Leadership 

has been widely studied and leadership plays a lively role in management. Many research 

have tried to figure out the behaviours highlighting the good leader in the second step based 
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on the leadership actions or leadership style. The results of multiple studies have shown that 

there's no single characteristic of successful leadership behavior, which indicates the urgent 

got to research leadership behaviors in several situations (Al-Hawary et.al, 2011). 

2.2 TRANSFORMATIONAL LEADERSHIP 

As long as the idea of TL, proposed (Bass,1985,Burns,1978, as cited in Jung & Sosik, 

2010).Many researchers work revealed that transformational leadership, encourage the  

individuals,group as well as working in corporation(Bass & Avolio, 1994;Dvir, Eden, Avolio, 

& Shamir, in press; Howell & Avolio, 1993;Lowe, Kroeck, & Sivasubramaniam, 1996, as 

cited in Jung & Sosik, 2010).It is among the topics that are widely discussed,not because it 

only encourages the performance of organization,because it also encourages the group and 

individuals working(Bass, 2008; van Knippenberg & Sitkin, 2013, as cited in Chun, Cho, & 

Sosik, 2015).From the point of view of many researchers it is defined as: ‘’Transformational 

leaders are those who explain the organizational vision to its juniors, so that they felt a sense 

of responsibilty and make efforts to fulfill their organizationa’s long term goal,they put 

organizational interest first over their own.Employess can feel a sense of responsibilty by 

creating a good organizational environment.When all is done and said, leaders are responsible 

to ranking up employees to attain organizational goal’’ (Lai, 2019).Transformational 

leadership is related to positive work performance (Waldman & Yammarino, 1999, as cited 

in Raymer, 2014).Tranformational leadership is noted as ‘’value added’’(Avolio & 

Bass,1998, as cited in Leithwood & S,Marry 1992). TL is made out of moving inspiration, 

admired impact, individualized thought, and scholarly stimulation.Avolio and Bass (2004) 

and Jung and Sosik (2002) have demonstrated that groundbreaking administration is firmly 

identified with standards, for example, attachment, hierarchical adequacy, fulfillment of 

representatives with their chief, and saw bunch execution. This hypothesis has likewise been 

concentrated in the military setting (Bass et al., 2003)and has become a reference and 

motivation for military principle invarious nations, recommending that the initiative style of 
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officials is of key significance and further examination is required on TL to more readily 

comprehend its effect on associations. TL is made out of moving inspiration, admired impact, 

individualized thought, and scholarly stimulation.Avolio and Bass (2004) and Jung and Sosik 

(2002) have demonstrated that groundbreaking administration is firmly identified with 

standards, for example, attachment, hierarchical adequacy, fulfillment of representatives with 

their chief, and saw bunch execution. This hypothesis has likewise been concentrated in the 

military setting (Bass et al., 2003)and has become a reference and motivation for military 

principle invarious nations, recommending that the initiative style of officials is of key 

significance and further examination is required on TL to more readily comprehend its effect 

on associations (García-Guiua, Moya, Molero, & Moriano, 2006).It is process that results in 

having a change in individuals as well as in groups,focuses on generating unstopable change, 

transform their current position and holds the organizational events,It modify the full 

organziation with the help of its behaviour and way of delivering which leaves a mark on its 

organizational followers(Humphreys JH & Einstein WO,2013, as cited in Vatankhah, 

Alirezaei, Khosravizadeh, Mirbahaeddin, Alikhan, & Alipanah, 2017). TL-this concept was 

introduced as the best for better initiative style. The TL is a individual who helps, by raising 

the level of consciousness, the subordinates are motivated to do more than originally 

intended. , by helping all to rise above one’s own personal responsibility for the community, 

organisation, or larger material, finally by adjusting the level of need to extend their set of 

requirements and needs, introduced by Burns in1978, and further established by (Bass, 1985, 

1999; Bass et al., 1987, 2003; Hater and Bass, 1988; Bass and Avolio, 1992, 2008; Avolio et 

al., 1999; Bass and Steidlmeier, 1999, as cited in Lacerda, 2015). Bass (1985). Reason why 

this leadership style is known by this term is that it demonstrates the leadership's ability to 

move subordinates to high performance levels and realise organisational outputs. Kark et al. 

(2003) indicates that leadership style means, in one way, turning a worker into a pacesetter by 

giving them an opportunity for job independence and freedom, Avey et al. (2008) 

Throughout this concern,TL involves motivatg its worker in 3 areas: increasing degree of 
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itsworker's freedom with private trust, and getting social harmony within each worker and 

thus overall group performance or organisation, and connecting the values of the organisation 

with utility of the employee. Job execution of Transformational Leadership and Job Success 

relates to the performance of employees and their practices which straightforwardly prompts 

hierarchical goals and results. Generally Job Performance features the reality and nature of 

workers' conduct and execution to meet representatives' target and hierarchical objectives. 

Also Job Performance centers around the other additional jobs or logical execution, for 

example, optional practices to improve the authoritative viability (Bakker et al., 2012, as 

refered to in Pourbarkhordari, Zhou, and Pourkarimi, 2016). Likely, Job Performance 

accentuation to what in particular expand workers put time and energy into their 

responsibility to accomplish all planned outcome, in doing, eventually, hierarchical execution 

will uncover how representatives add to authoritative accomplishments (Menges et al., 2011). 

Besides, few survey of writing affirms the EWE is a significant variable in hierarchical 

settings that as of late has been related to various business related issues and a few 

fundamental work results, for example, uplifting mentalities, individual wellbeing, 

authoritative responsibility, individual activity, work fulfillment, and some more evaluations 

of in-and extra-job execution (Breevaart, Bakker, Hetland, et al., 2014; Shuck and Reio, 

2014). In this manner, various examinations have been accentuated that work commitment 

has significant impact on each of individual execution and hierarchical execution (Bakker et 

al., 2012; Bakker and Hakanen, 2013; Bakker and Xanthopoulou, 2013; A. Noble, 2012; 

Tims et al., 2011; Vogelgesang et al., 2013, as cited in Raymer,2014). For instance, Gruman 

and Saks (2011) have asserted that EWE, probably going to directly affect upgraded Job 

efficiency where this supportive relationship conforms to the mental presence model (Kahn, 

1990). The concept of transformative leadership, first formulated by Burns(1978) and 

modelled by Bass(1985), has been one of the most popular concepts of leadership research 

(Judge & Piccolo,2004), and it has been developed as the most intensively researched theory 

of leadership. (Northouse, 2012, as cited in Raymer,2014). The model's overall concept states 
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that a leader's attributes and skills can empower, encourage, and "shape" members by 

integrating their beliefs, principles, and motivations with a greater objective or intent(Avolio 

& Bass, 1995, as cited in Raymer,2014). 

In reality, as commitment encourage to representatives have creative encounters and are 

urged to take an interest with their every required assurance, drawn in workers are anxious to 

complete any task extra as well as take care of the responsibility competently and it helps 

likewise to achieve  colossal execution (Bakker et al., 2012; Bakker and Hakanen, 2013; 

Tims et al., 2011 as refered to in Pourbarkhordari, Zhou, and Pourkarimi, 2016),. In that 

capacity, Ghafoor et al. (2011) examined, the suitable commitment makes workers' 

fulfillment the work but also likewise enhance themental condition and help all to execute the 

undertaking great with greater association in their group. On otherside, as Vogelgesang et al. 

(2013) have refered to, withdrew representatives are viewed as a test or interference on 

hierarchical assets, spirit and performance. A straightforward future view of the longer-term 

corporate goals that need to be accomplished determines this leadership style. This theory 

emphasizes on many variables, the most significant of which is to encourage employees to 

build a shared long-term vision, to pursue change and organisational development by 

adopting a versatile leadership style that enables them to adapt to all or some external 

variables, taking into account group work engagement, maintaining a good working 

atmosphere and fostering dialogue between them. (Negussie and Demissie, 2013). TFL is 

also an incomparable and inescapable style for individual and hierarchical viability, so TFL 

may mean that subordinates are convincing to correct the way they view oneself.(Bass, 1985; 

Tse and Chiu, 2014, as refered to in Pourbarkhordari, Zhou, and Pourkarimi, 2016). Of late, 

researchers have guaranteed that there is a solid relationship among TFL and worker work 

results, for example, inventiveness and Job Performance, that ultimately improving 

authoritative exhibition (Birasnav, 2014; García-Morales, Jiménez-Barrionuevo, and 

Gutiérrez-Gutiérrez, 2012; Ghafoor et al., 2011; Menges, Walter, Vogel, and Bruch, 2011; 

Shuck and Reio, 2014; Takahashi, Ishikawa, and Kanai, 2012; Tse and Chiu, 2014; Zhang, 
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Wang, and Pearce, 2014; Zhu et al., 2009; Zhu, Newman, Miao, and Hooke, 2013, as refered 

to in Pourbarkhordari, Zhou, and Pourkarimi, 2016). In reality, scientists have refered to that 

the element of pioneer devotee relationship builds execution and authoritative viability 

(Ghafoor et al., 2011). Notwithstanding, a progression of experimental examinations have 

shown that connecting explicit pioneer practices to Job Performance has been restricted 

(Amabile, Schatzel, Moneta, and Kramer, 2004, as refered to in Pourbarkhordari, Zhou, and 

Pourkarimi, 2016). Indeed, past examinations have upheld the impact of TFL on execution 

with halfway develops, for example, information the executives, business venture, culture, etc 

(García-Morales et al., 2012). Beyond anyone's expectations, there are noticeable 

examinations that help the possibility that EWE has huge effect on both individual execution 

and authoritative execution (Bakker and Hakanen, 2013; Bakker and Xanthopoulou, 2013; 

Breevaart, Bakker, and Demerouti, 2014; Hoon Song et al., 2012; Tims et al., 2011; 

Vogelgesang et al., 2013, as refered to in Pourbarkhordari, Zhou, and Pourkarimi, 2016). In 

any case, hardly any scholastics have inspected and shown an examination to explores the 

indicators and outcomes of EWE together in a comprehensive model (Bakker and 

Xanthopoulou, 2013, as referred to in Pourbarkhordari, Zhou, and Pourkarimi, 2016) and the 

gathered works that have been directed before provided uphold for the unmistakable quality 

of the initiative as far as commitment and execution (Hoon Song et al., 2012; Zhu et al., 

2009). Nonetheless, there are lacking number of studies to think about the connection 

between TFL, EWE and Job Performance (Shuck and Reio, 2014; Zhu et al., 2009). In this 

way, it is incredible to concentrate on representatives' commitment is being embraced by TFL 

as an execute of improving Job Performance (Hoon Song et al., 2012). The inspirations for 

this study are to investigate an integrated model of person-centered TFL and EWE by doing 

this and as per the above conversation, which explains how this partnership works together to 

predict job output at an explicit stage. By doing this and as per the above conversation, the 

inspirations for this study are to investigate an integrated model of individualin explicit 

levelBy doing this and as per the above conversation the inspirations for this investigation are 
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to investigate an incorporated model of Individual-centered TFL and EWE that delineates 

how this relationship collaborates to foresee Job Performance in explicit level.From the 

viewpoint of Bass (1994), transformational leadership is a connection seen between leader 

and employees to consider the needs, beliefs and levels of motivation of employees. By 

helping workers meet job goals and enabling them to adjust to new business strategies and 

developments within the organisational environment. It is often referred to as the opportunity 

to inspire a worker to try extra work that is not specifically reflected in the definition of the 

worker(Sušanj and Jakopec, 2012).The study dealt with transformative leadership, along with 

the most recent leadership hypotheses that have attracted the attention of different scholars, 

and the most relevant and successful leadership types for organisations in several sectors 

(Negussie & Demissie, 2013, as cited in Orabi, 2016). It should be remembered that many 

companies are transformed into transformational leadership in the era of worldwide 

competition(Bass, 1999).Burns-related Transformational Leadership (1978), defines the 

strategy by which a pacesetter may inspire subordinates to put their own interests to the 

interests of the company. Although Burns (1978) initially concentrated on transformative 

leadership, increasing the level of mutual understanding between the leader and thus the 

worker, he added in 1985 that the concept of transformative leadership is helpful in 

understanding the essence of the leader's interaction.and the worker who is treated in such a 

way as to help workers achieve organisational objectives and personal goals (Ghafoor et al., 

2011, as cited in Orabi, 2016). Although this basic principle of leadership has been used on 

an ongoing basis to test this approach, scholars have developed numerous methods to clarify 

the basic concepts of leadership in theory(Ghasabeh, Reaiche, & Sossay, 2015, as cited in 

Orabi, 2016). Trait, behavioural, situational, transactional, and transformational leadership 

styles are only a few of the hypotheses suggested to guard the rudiments of leadership 

behaviour and thus the basis for motivation and power (Ghasabeh et al., 2015, as cited in 

Orabi, 2016). While an understanding of the spectrum of theories of leadership provides 

insight into the evolution that has taken place in this area, an analysis of transformative 
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leadership and, A understanding of best practices of the attempts made to review the practise 

of leadership is given in its concept. Transformational leadership, as defined by Ghasabeh et 

al. (2015), focuses on fulfilling the basic and higher-order needs of the team through 

motivation to achieve desired goals. In one of a kind measurements, as Bass (1985, 1999) 

thoroughly and radiantly conceptualised TFL, explicitly romanticised effects, scholarly 

incitement, persuasive motivation and individualised thinking,innovative pioneers urge their 

subordinates to be more committed to their work (Hoon Song et al., 2012; Kelloway et al., 

2012, as refered to in Pourbarkhordari, Zhou, and Pourkarimi, 2016). For example, as the 

immature part of TFL, scholarly incitement (Rafferty and Griffin, 2004) manages difficulties 

between pioneers and subordinates in worrying about alternate points of view and thinking in 

an alternative way to the issues and wishes of representatives (Grant, 2012; Kelloway et al., 

2012; Tims et al., 2011). In this view, pioneers through offering occasion to deal with mental 

issues and business related hindrances (Kelloway et al., 2012) assist their subordinates with 

turning out to be dynamic mastermind and more sure lastly more occupied with their work 

(Tims et al., 2011). In addition, representatives need explicit and singular considerations and 

commitments (Tims et al., 2011; Tyssen et al., 2014, as refered to in Pourbarkhordari, Zhou, 

and Pourkarimi, 2016) which TFL include completely in individual thought conduct. Hence 

this administration style shows a heightening arrangement individualized against 

subordinates and exhibits regard for them to answers to their own requirements properly 

(Bass, 1985). Transformational leadership is commonly contrasted with transactional 

leadership, during which interactions form the principle of motivating followers (Kim & 

Yoon, 2015, as cited in Orabi, 2016 ). Transformational leadership varies in that it produces a 

deep inner need for motivation that is not maintained by transactions; instead, the follower's 

inspiration is supported by genuine inspiration or change through the desire to accomplish 

objectives. (Kim & Yoon, 2015, as cited in Orabi, 2016 ). Data presented on the effects of 

transformational leadership clearly shows that this technique has major repercussions for 

supporters. Collectively, workforce change can have clear repercussions for organisational 
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efficiency (Hoxha, 2015). This statement is substantiated by Trmal, Bustamam, and 

Mohamed (2015) by noting that transformational leadership is productive although it drives 

improvements in individual actions that contribute to the achievement of organisational 

objectives. Mostly as result, transformational leadership has the ability to have a direct effect 

on the organization's overall success, providing the resources required to ensure the desirable 

organisational results result. Transformational leadership upgrades responsibility and 

faithfulness among adherents more prominent than conditional authority, particularly during 

times of possibility and change inside an association (Bass, 1998,as cited in Raymer, 2014) 

proposing further relevant profundity with the impacts that this relationship has an 

authoritative structure, Pioneers may guessed to give chance, task, with correct format 

essential to adherents for assurance, which is responded by expanded degrees of 

responsibility (Wayne, Liden, and Sparrowe, 2000). Infact, an association's way of life 

extends a personality which workers could spot addresses the issues as well as corresponds to 

their role , or may estrange the individual from the association (Odom, Boxx, and Dunn, 

1990, as cited in Raymer, 2014). Different researchers have considered how this leadership 

theory impacts particular aspects of employee and organisational behaviour to influence 

results in an effort to explain the role that transformational leadership plays in the creation of 

organisational success. As an example of this,(Choudhary, Akhtar, and Zaheer 2013 , as cited 

in Orabi, 2016) Identify the impact of transformative leadership on organisational learning, 

showing that this strategy also helps to strengthen the institution's capacity to adapt and 

innovate. This will promote continued growth, suggesting good organisational efficiency. 

(Choudhary et al., 2013, as cited in Orabi, 2016). De Jong and Bruch (2013) have also found 

Transformational Leadership to have a significant effect on the organisational setting. De 

Jong and Bruch suggest that the organization's atmosphere is also reinforced by 

transformational leadership, creating an environment where the employees feel empowered 

and energised. This promotes the accomplishment of organisational objectives and thus 

enhances results. (De Jong & Bruch, 2013, as cited in Orabi, 2016). Giroux and McLarney 
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(2014). An extended review of the climate effect of transformational leadership states that 

this finding has structural consequences for staff, clients, and shareholders. In a welcoming 

environment, engaged workers provide simpler customer service, improve organisational 

efficiency and lead to financial returns for investors. (Giroux & McLarney, 2014, as cited in 

Orabi, 2016). 

The Leaders that put transformational leadership into practice may earn a good repution 

among their team members by showing them how things are prectically done. They try to 

fulfill the needs of their followers and this leads toward ethical standrads and promotes 

trustworthy enviroment in organization.When leaders keep repeating this action increase the 

rate of motivation among all the individuals in organization (Wojtara-Perry, 

2016).Transformational leadership is a perspective that is the reason of making a positive and 

precious change in the individuals and helps the followers to achieve their aim of becoming  

leaders from followers by lifting each individual and follower to a high stage of motivation 

(Schmidet, 1993). In the modern world, with each passing time, Organizations prefer to adapt 

the advance means of technology and empoyees with higher technological knowledge and 

skills to lead their organization toward success by increasing productivity with spending less 

cost of money on production.These Organizations are required to know the worth of their 

working employees, and work to motivate to work hard and guide them to perform their work 

in a better way (perry, 2016). Transformational leadership can be seen as behavior that seeks 

to expand the reach of achievement and self-development when supporting groups and 

organisations' events. Among the apprentices, the transformational leader raises a higher level 

of understanding of the main issues while growing the consciousness of the employees 

themselves, shifting their priorities from their treatment and concern to survival to greater 

accomplishment, success and self-development. It must explore and learn loads about its 

internal and external climate, considering organisations as an institution that seeks to thrive 

and continue in an environment of continuous change, in order to adapt to it and keep up with 

its course. This has made organisational learning a mandatory choice by companies to help 
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them succeed and continue, not a voluntary act.. Organizational learning is defined as 

complex because it involves not only the stage of access to information and knowledge, but 

also the dissemination of this data to staff within the organization and thus maintaining it 

within knowledge repositories (Al-Hawary , 2015;Kim, 1993). 

2.3 GROUP-FOCUSED TRANSFORMATIONAL 

LEADERSHIP AND GROUP PERFORMANCE 

Researchers explore that there are two ways of motivating the employess that are used by 

leaders i.e GFTL and the other is IFL(Bass, 1985; Kark & Shamir, 2002; Shamir et al., 1993, 

as cited in Wang & Howell, 2010).in the point of view of Hockman (1992) groups are 

considered importand as an idea for individual behaviour (Kozlowski & Bell, 2001).GFTL 

can be describe as ‘’it mainly focuses on discussing the value of the goals of groups as well  

as it motivates the individuals to fulfill these goals’’(Yammarino & Bass, 1990, as cited in 

Wang & Howell, 2010).Group-Focused Transformational leaders are responsible to deal with 

the overall task performance of a group(Ashforth & Mael, 1989; Cheek & Briggs, 1982; Kark 

& Shamir, 2002; Tajfel, 1979; Tajfel & Turner, 1985; C.-H. Wu, Liu, Kwan, & Lee,2016, as 

cited in Lorinkova & Perry, 2018). And as a result it has a positive relationship with the 

performance of a group and with the helping behaviour.The quality of group performance can 

be improved by leaders when they focus on collective identity,by establishing a group goal 

and last but not least by supporting the helping behaviour among group members (Bass et al., 

2003; Burke et al., 2006, as cited in Wang & Howell, 2010). When leaders provoke a sense of 

growth in individuals, for them, it plays a role as a motivator and leads toward performance 

commitment (Shamir, 1991, as cited in Sandell, 2012). As role models, leaders who are 

considered to have the attribute of idealised power often have more appeal to their members 

so that their followers are prepared to take on risk-taking assigned tasks and risk their self 

ambitions for the common good. (Birasnav, Rangnekar, and Dalpati, 2011; Podsakoff, 

MacKenzie, Moorman, and Fetter, 1990; van Knippenberg and van Knippenberg, 2005, as 
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cited in Yin, Ma∗ , Yu , Jia, & Liao, 2019)which is even more prominent in China where the 

collective good is often more important than individual interests. Therefore, it is expected 

that the idealized influence dimension of transformational leadership can lead employees to 

identify with their leaders and organizations, become more willing to cooperate with their 

colleagues for a common goal and feel that their own interests will not be harmed by sharing 

knowledge with their colleagues, and consequently generate a sense of group belongingness 

and cohesion (Shih, et al., 2012; Podsakoff et al., 1990; van Knippenberg and van 

Knippenberg, 2005 as cited in Yin, Ma∗ , Yu , Jia, & Liao, 2019). GFTL upgrades the nature 

of TMX, which intervenes the authority impact on group execution. Gathering centered 

TFL's admired impact part explains the group's shared objective and places that objective 

over the pioneer's very own advantages. These prosocial practices impact colleagues to 

understand the significance of the group objective and rouse them to be prosocial, which 

encourages association among individuals and constructs impression of interdependency 

(Bryman, 1992, as cited in Chen, Kirkman, Kanfer, & Allen, 2017). Moreover, the helpful 

inspiration segment of gathering centered TFL includes articulating a convincing vision of 

the group with good faith and energy. This vision encourages colleagues to discover 

importance in their work and characterizes their jobs expected to accomplish aggregate 

results through cooperation in the group (Bass, 1985; Kark and Shamir, 2002, as cited in 

Chen, Kirkman, Kanfer, & Allen, 2017). Hopefulness, energy, and significance shared by 

bunch individuals make a feeling of assimilation in a network that advances composed 

endeavors, cooperation, and complementary trades, all of which describe TMX (Wiltermuth 

and Heath, 2009). Furthermore, bunch centered TFL can enact the aggregate character of 

individuals by accentuating shared qualities and moving them through the pioneer's own 

generous conduct to rise above their own advantages for the aggregate reason (Bass, 1985). 

The preparing of an aggregate personality urges individuals to collaborate and run after an 

aggregate reason (De Cremer and Van Vugt, 1999). Gathering centered TFL can likewise 

encourage shared trust and regard among individuals by setting up certain group measures, 
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for example, an aggregate obligation to the group's shared objective and the prosperity of the 

colleagues (Morgeson, DeRue, and Karam, 2010, as cited in Chen, Kirkman, Kanfer, & 

Allen, 2017).As It  is the way to build faith and acceptance by promoting useful series of 

team activities(Morgeson, DeRue, & Karam, 2010, as cited in CHUN, CHO, & SOSIK, 

2015).The memebers related to a group considered to be more responsible and devoting to 

their work because of their fair-minded leader (Lind & Tyler, 1988; Tyler, 1997; Tyler, 

DeGoey, & Smith, 1996; Tyler & Lind, 1992; also see Platow, Reid, & Andrew, 1998,as 

cited in Hogg, 2001). Transformational Leaders have the force ,furthermore, impact to cause 

their adherents to acknowledge them as their good examples (Mittal and Dhar, 2015 as cited 

in Yin, Ma∗ , Yu , Jia, & Liao, 2019),). As a rule, pioneers with admired impact will in 

general have high good norms and cling to a moral set of principles, for example, treating 

adherents similarly, promising devotees to work together and giving up their own personal 

matters for aggregate interests. They impart a sign to adherents that the workplace is helpful 

instead of serious (Zhou and Pan, 2015 as cited in Yin, Ma∗ , Yu , Jia, & Liao, 2019),). 

Accordingly, common help and trust among representatives are cultivated inside the group, 

and workers feel their inclinations will never be hurt by other colleagues, driving an elevated 

level of mental security. Schaubroeck, Lam and Peng (2011) indicated that pioneers who are 

fit for ingraining trust among supporters help brief conditions in which individuals feel great 

to communicate their sentiments and offer their insight (Yin, J., Ma, Z., Yu, H., Jia, M., & 

Liao, G. 2019).Leaders who has strong abilities,continue to lead individuals  toward 

mtivation,provoke cognitive abilitiesand they not only modify them according to work 

conditions but also initiate group working(Bass & Avolio, 1990, as cited in Dvir, Eden, 

Avolio, & Shamir, 1991).And they motivate the individuals to consider  the need of 

organization prior to the need of ones’s own or give value to overall group performance, this 

not only demand the development of group but also needed individuals help (Shamir et 

al.,1993, as cited in Wang & Howell, 2010). They aseemble the individuals into groups and 

their next tast include to motivate the employees so that they can fulfill their organizational 
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vision (Bass, 1985, as cited in Alyusef & Zhang, 2015). Organizational effectiveness and 

EWE and has shown the way that pioneers act in groups or associations have impressive 

impact on EWE. For example, Tims et al. (2011) have contended that TFL style with having 

persuasive force and motivational idea can partner to EWE widely and Bass (1985) asserted 

that TFL mentors subordinates to be dependable and thus, supporters' mental seriousness will 

increment. Undoubtedly, TFL with thinking about adherents' requirements causes them to 

have achievement in their work and their transporter movement and set up their subordinates 

to take authority obligations and improve their latent capacity (Zhu et al., 2009, as referred to 

in Pourbarkhordari, Zhou, and Pourkarimi, 2016). Taking into account that one of the 

principle worries in this exploration is to appreciate the impact that pioneers have on their 

devotees and investigated the manner by which TFL qualities may bring about more elevated 

levels of EWE. If leaders put organization interest ahead and try to promote a sense of 

generous behaviour it can initiate a collective identity of individuals in a  group sharing same 

values and belief(Bass, 1985, as cited in Chun, Cho, & Sosik, 2015). There are many 

internally and externally problems faced by companies today. Competition is one of these 

problems, and competitiveness on a global scale is rising (Al-Hawary & AL-Hamwan, 2017 

). Diversity of labour forces, diversity and product differentiation are among the challenges 

that exist; these variables influence overall forms of organisations, people and company, 

utility or industry. Companies had to provide leadersmany who were able to complete the 

organization's contribution to the threats and challenges faced by organisations in addressing 

these issues(Al-Nady et.al, 2013), The presence of leadership who are able to build strategies 

that allow companies to fight and lead competitiveness, enabling the organisation to succeed 

in a challenging place (Al-Hawary & Hadad, 2016 ). Making the organization's optimistic 

vision, designing its plans and finding the best candidate to execute sometechniques for 

this.Its review can be a highest concern for researchers and experts alike. because leadership 

results in, awareness of ideas of leaders. In order to figure out how to enhance efficiency and 

inspire individuals or groups within the company (Luft, 2012). Many studies specialise in 
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transformative leadership, considering the multiplicity of leadership types, which specialise 

in embracing people to represent the organization's interests, that they have their own 

interests. Leadership style allows subordinates to achieve high standards of success through 

reaching a consensus between subordinates on the nature and importance of the desired 

outcomes (Bass, 1985). The explanation for the primary objective of the Transformative 

Leadership Style studies is that early leadership trends such as theories that concentrated on 

the leader's attributes but also attitudes are taken into account in this leadership style (Jiang, 

2009). Liu & Batt (2010) suggest that transformational leaders expend more time and 

resources on directing and educating their community individuals to be grow (Carter, 

Armenakis , Feild, & Kevin, 2010)As the group-focused transformational leaddership not 

only highlight the connection between group individuals but also require their commitment to 

group  by provoking and effective communication,and as a result it simultaneously promote 

mutualism and unity to achieve their common organizational goal at the end leads toward 

productive work achievement(Ashforth & Mael, 1989; G. Liet al., 2014; Rafferty & Griffin, 

2004; X.-H. Wang & Howell, 2010, as cited in Lorinkova & Perry, 2018). It depends on a 

leader’ strength,whether he can encourage his followers to work beyond higher expectations 

to meet the task performance.It is argued that, Transformational leadership helps their 

followers to make high stage of performing possible with upraise requirement of bunch of  

individuals from all aspects of interest and encorages the individuals to be committed to their 

common goal (House & Shamir, 1993; Shamir, House, & Arthur, 1993, as cited in Jung & 

Sosik, 2010). 

Hypothesis 1a: Group-focused transformational leadership is positively related to group 

performance. 
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2.4 HELPING BEHAVIOUR 

Helping behaviour is defined as, it is a act of helping other group members to resolve their 

work issues  by ones’s own free will, is a group-focused organizational act (OCB; Podsakoff, 

MacKenzie, Paine, & Bachrach, 2000, as cited in Wang & Howell, 2010).This behaviour is 

not responsible to give the quick advantage to the individual helper but it also provide a way 

to group performance whenever the task assurance is at its peak (Bachrach, Powell, Collins, 

& Richey, 2006, as cited in Wang & Howell, 2010). Logical execution alludes to self-spurred 

work practices that go past sets of expectations and backing thebroader,organizational, 

socialandpsychological climate of the work (Jawahar and Carr, 2007). Bambale (2014) 

provided examples, such as assisting new colleagues at work, improving the a process 

workflow, performing extra hours, engaging in company events, and making other 

enhancement suggestions. Transformational leaders promote inspiring inspiration by 

encouraging followers find sense of purpose (Bass & Riggio, 2006, as cited in Lucey, 2017). 

Inspirational motivation happens when creativity and innovation are encouraged in the 

workplace or in the job process by a transformational leader. The transformational leader 

working as a consultant and supporting the follower to develop is an individualised 

consideration. (Bass & Riggio, 2006, as cited in Lucey, 2017). Since the field of cordiality as 

administration , also individuals situated, so it become necessaryto contain many  

voluntaryandproactive practices to convey prevalent administrations. At the point when 

workers have same typical vision, and then perceive about any help offered by them to their 

associates, assisting themselves with occupations may likewise add to the accomplishment to 

the same objectives (Shih et al., 2012, as cited in Yin, J., Ma, Z., Yu, H., Jia, M., & Liao, G. 

2019). Idealized influence alludes to a pioneer's pro social job demonstrating practices that 

organize the aggregate objective. Moving inspiration is the degree to which a pioneer 

expresses a convincing vision of the unit with idealism and motivates devotees by assisting 

them with discovering individual significance in the aggregate reason. The shared trait of 

these two chief practices present in the accentuation within sme vision, shared objectives, as 
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well as an aggregate character which assist devotees with characterizing themselves as 

supporters of the aggregate reason (Atwater and Bass, 1994, as cited in Chun, Cho, & Sosik, 

2015). Besides, pioneers having the trait of uplifting inspiration can effectively change the 

focal point of their devotees from personal matters to an essential aggregate deal with and 

motivate all to do past obligations of them and participate in the charitable practices (e.g., 

helping collaborators) (Rubin, Munz, and Bommer, 2005, as cited in Yin, J., Ma, Z., Yu, H., 

Jia, M., & Liao, G. 2019). It is noticed that information sharing is intentional and improbable 

to happen without appropriate inspiration (Ipe, 2003, as cited in Yin, J., Ma, Z., Yu, H., Jia, 

M., & Liao, G. 2019). A few investigations have inspected the relationship between the 

administration of feelings and authority results. For instance, Gaddis et al. (2004) found later 

that pioneer bleak influence was identified with low pioneer adequacy Quality and lessen 

gathering execution. Newcombe and Ashkanasy (2002). Supportive connection has been 

found between a pioneer's positive input then displayed harmonious positive effect with 

devotees' view by  pioneer adequacy, and pioneers showing negative effect but also 

conveying positive input was  appraised as successful but least. Van Kleef et al. (2009) 

showed, the pioneer positive enthusiastic showcases brought about more certain full of 

feeling responses and ideal inductions about execution than negative presentations. In other 

investigation, by (McColl-Kennedy and Anderson 2002,as cited in Lacerda, 2015) 

dissatisfaction and positive thinking were found to have a immediate and a contrary effect on 

execution estimated as a goal person's genuine execution. At long last, Bono and Ilies (2006) 

inspected a relationship within all pioneers' positive passionate articulations with 

temperament conditions from recreated supporters.In any case, impaired of a shared vision, it 

is normal that the supporters affected by persuasive inspiration are additionally ready to 

impart their own insight to other people (Lacerda, 2015).What's more, sharing information 

would not, at this point be a discretionary yet a compulsory conduct to accomplish the 

regularly set vision, a typical conduct in collectivistic societies, for example, in China (Ohana 

and Meyer, 2010, as cited in Yin, J., Ma, Z., Yu, H., Jia, M., & Liao, G. 2019).As Bass 
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(1985) expressed, groundbreaking authority intentions representatives to work which is 

perform for betterment of association with the help of developing gathering recognization, 

therefore, Further urges them willful practices, for example, helping other people, working 

additional hours, offering types of assistance past the client's creative mind, and producing 

client centered citizenship practices and client situated prosocial practices in serving. 

Groundbreaking leadershiphelps bleeding edge laborers to participate in relevant 

performance,a resultof the impact of filling in as good examples since good examples will in 

general show ability to sacrifice their inclinations for the lodging's bene fit. In addition, 

groundbreaking administration can successfully and intellectually inspire line managers to 

question the current structure,to think imaginatively, then to recognize as well as receive 

creative methods of working, prompting highquality administrations and novel arrangements. 

By and large, groundbreaking initiative advances task execution, and empowers workers to 

show more creative and prosocial administration practices to all the more likely oblige the 

novel requirements of the client (Lorinkova & Perry, 2018). Moreover, affecting the idea of 

the effect of OCB on gathering execution, task relationship likewise should impact irrefutably 

the degree of OCB exhibited inside a gathering through its consequences for individuals' felt 

obligation (J. L. Pearce and Gregersen, 1991). In particular, OCB specialists (Anderson and 

Williams, 1996; Smith, Organ, and Near, 1983) for quite a long time have perceived,the work 

association can influence some frequency of OCB. J. L. Pearce and Gregersen showed about 

the impact as an element about expanded degrees of sense duty in more errand reliance 

settings. Predictable with the outcomes revealed by these scientists, task association has been 

appeared to build bunch part correspondence (Johnson, 1973) just as aiding and data sharing 

(Crawford and Haaland, 1972). Errand reliance additionally may impact unit individuals' 

desires for help (Thomas, 1957) just as the improvement of standards of participation (Shaw, 

1981) that make encouraging practices bound to be illustrated (Krebs, 1970), anticipated 

(Lam, Hui, and Law, 1999, as cited in Bachrach, Powell, Collins, & Richey, 2006 ), and 

esteemed (Bachrach et al., 2006; Miller and Hamblin, 1963). The task of impact was 
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relationship had anticipated (Smith et al., 1983,as cited in Bachrach, Powell, Collins, & 

Richey, 2006 ) and appeared (J. L. Pearce and Gregersen, 1991) for showing the OCB, we 

likewise expected more OCB in the high versus low undertaking association conditions in the 

current investigation (Bachrach, Powell, Collins, & Richey, 2006).As it is assured that 

helping behaviours helps in group performance when there is a presence of atleat minimum 

assurance of task completion(Bachrach, Powell, Collins, & Richey, 2006; George & Jones, 

1997; Nielsen et al., 2012; Saavedra, Earley, & van Dyne,1993, as cited in Lorinkova & 

perry, 2018).Helping Behaviour in the working environment, as a significant component of 

association citizenship conduct, alludes to people's "inclusion of deliberately helping other 

people with, or forestalling the event of business related issues" (Podsakoff, Mackenzie, 

Paine and Bachrach, 2000. p. 516). Exploration shows that helping other people in the 

working environment has an assortment of ramifications for the aide, for example, better 

execution assessment results (Park, 1986; Werner, 1994; Allen and Rush. 1998; Rotundo and 

Sackett. 2002), more advancement proposals (Park, 1986, , as cited in Hogg,2001), and 

additionally preparing openings (Park, 1986,  as cited in Hogg,2001).. Nonetheless, every one 

of these results proposed by earlier exploration are simply identified with work. Barely any 

analysts concentrated how assisting conduct with canning the aide past the work, in 

particular, family.Pioneers assume a huge part in assisting supporters with accomplishing 

their objectives, adherents give force and status on pioneers to reestablish value. Relatedly, 

adherents may attempt to review the force irregularity in gatherings by picking up close to 

home data of pioneer. It is indeed a period of identification that saturates the pioneer with 

allure and accordingly extra force (Fiske,1993; Fiske&Dépret,1996, as cited in Hogg,2001). 

 

Helping is considered as a vital  technique,and it leads group-focused leadership toward 

improvement of individuals performing in a group.Whenever leaders pay great attention to 

group performance freqently,it simultaneously increases the importance of these 
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goals.(against to individual performance goals) with the passage time,the practice of helping 

in achieving a common goal,becomes organiziational standard (Choi, 2009;Podsakoff et al., 

1990; Richardson & Vandenberg, 2005; Sparroweet al., 2006; G. Wang et al., 2011; H. 

Wang, Law, Hackett, Wang,& Chen, 2005; J. B. Wu et al., 2010; Zhu & Akhtar, 2014, as 

cited in (Lorinkova & Perry, 2018). Organizations prefer to organized individuals into team 

to perform their assign work (Devine, Clayton, Philips, Dunford, & Melner, 1999). The 

Individuals of a group who are likely to help each other are the one who better achieve their 

organizational common goal, and lead them toward better performance(LePine & Van Dyne, 

2001, as cited in (Lorinkova & Perry, 2018).Individuals that remain in positive moods, results 

in more positive activities and these individuals have high helping factor (George, 1991; 

George & Brief, 1992; Tsai, Chen, & Liu, 2007, as cited in Chi, Chung, & Tsai, 2011). 

Firstly, the helping include factor like, willingly helping the individuals or overcoming the 

issues related to work(Podsakoff, MacKenzie, Paine, & Bachrach, 2000, as cited in ZHU & 

AKHTAR, 2014).Secondly, but not less important factor is that, this study linked with 

helping behaviour (Aryee, Budhwar, & Chen, 2002, as cited in Zhu & Akhtar, 2014). 

Hypothesis 1b:Helping mediates the relationship between group-focused transformational 

leadership and group performance. 

2.5 FELTOBLIGATION 

Felt obligation as mediator of effect of Group-focused leadership on helping 

It  is known that GFTL tends to drive the helping behaviour among individuals and working 

of group is enhance with encouraging a thought of right among them (Blau, 1964; Organ, 

Podsakoff, & MacKenzie, 2006, as cited in Lorinkova & perry, 2018). If the leadership is 

more encouraging it will automatically boost employees with motivation, as well as with 

creativity. In the same way leaders feel obliged for bringing a good and effective change in 

organization (Alyusef & Zhang, 2015).The existence of felt duty may indicate that the needs 
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of employees are being met, thus contributing to fulfilment of Higher contentment. No 

evidence was found supporting politics as a justice-felt moderator (Briggs, 2017). Relation of 

duty. Felt duty applies to the reciprocity principle, which implies that workers feel obligated 

to assist the organization in responding to the organization's perceived beneficial care 

(Eisenberger, Armeli, Rexwinkel, Lynch, & Rhoades, 2001,as cited in Briggs, 2017). 

Accordingly, if a person perceives equal solution from the employer, and worker also 

expected to act in ways which will more favour all companies in return. The link between 

perceived organisational support and emotional organisational engagement, administrative 

creativity and on-the-job success has also been shown to mediate in such a way that it 

supports the corporation(Eisenberger et al.,2001). 

In addition, according to Eisenberger et al. (2001), felt obligation refers to whether the emplo

yee feels that he or she should take care of the organisation and work actively to accomplish t

he goals of the organisation on the basis of how the employee perceives the organisation to tr

eat him or her. Felt obligation denotes the worker's sense of duty to support his or her busines

s, which contributes to actions that help, rather than a sense of duty(Eisenberger et al., 1986, 

as cited in Briggs, 2017).It is found that, there are some factors responsible for bringing a 

change in felt obligation phenomena,which include personality traits of employees.Felt 

obligation is related to the norms of employees.In any organization where there is a sense of 

encouragement and hearing is percieved,simultaneously motivates the employees to give 

their best to the organization (Alyusef & Zhang, 2015).Individuals those who are having 

great association with their group are seen to be more motivated toward their workgroup, in 

the time of need and for the sake of fullfilling their responsibilities.As far as employees start 

to follow the steps of their leaders, they develop a sense of responsibilty and feel obligation 

toward their group. With the help of group association and acceptance of work group vision, 

with the time leaders mould the identities of members and  their preference so that they can 

fully devoted to their team (Organ et al., 2006, as cited in Lorinkova & Perry, 2018).It remark 

the sense of felt obligation toward group.Sequentially those individuals of a group who 



40 
 

realized a sense of obligation, are considered to grant and give back as good benefit as they 

received from their group, are likely to be a part of activities that involves increasing victory 

of a workgroup and its security( i.e., helping; Blau, 1964, as cited in Lorinkova et al., 2018). 

Hypothesis 2: Felt obligation mediates the positive relationship between group-focused 

transformational leadership and helping. 

Both the hypthsis i.e, 1 and 2 made a serial mediation model, which involves the impact of 

GFL on the performance of group by obligation and helping. 

Felt obligtion as moderator oof the effect of individual-focused leadership on 

helping 

In the same manner, GFL contributes, IFL too play its role in firmly eastablishing a relation 

or individual identity among individuals, leader focuses on the needa of its followers and deal 

with dual relationship. Individual focused leadership is not only expected on its own in 

relation to helping, the reason is that, these leaders stress on the things that encourage 

employess to know about its worth.as a fact, this type of leadership is only considered for 

helping and motivating each other, this whenever join with more level of felt obligation to its 

group members. If there is a sign of obligation, it increases the individual-focused leadership 

(C.-H. Wu et al., 2016, as cited in Lorinkova et al., 2018). In the same way if they feel less 

obligated, it will not motivate employees to give something that is not matter to them and to 

their work group, no matter if you increases  individual focused leadership or not. In these 

circumstances, helping is noticed as in small prportion as compared to self importance, and 

whenever there is a choice between chosing self prioroties or devotion to group when the 

individual’s felt obligation is not high (Kanfer & L., 1989). 

Hypothesis 3: Felt obligation moderates the relationship between  individual-focused 

leadership and helping,such that the relationship is only positive and significant when felt 

obligation is higher. 
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2.6 INDIVIDUAL-FOCUSED TRANSFORMATIONAL 

LEADERSHIP 

IFTL deal with the leadership that highlights  specific character to individuals through 

knowing their demand and their upgrowth, that’s it what motivated them the most (Li, Shang, 

Liu, & Xi, 2014). It focuses on assisting the followers to develop their potential.Leaders 

showing the behaviour of Indivdual-focused transformational leadership have the 

followers,good at performing on individual level (Wang & J., 2010).Basically,individual-

focused transformational leadership require to encourage the individuals too generate their 

own skills (Li, Mitchell,& Boyle, 2016, as cited in Dong, Bartol, Zhang, & Li, 2016). ITFL 

supports great LMX, which intercedes the administration consequences for singular 

individuals' in-job and extra-job execution. Individual-centered groundbreaking pioneers 

think about every part's remarkable individual qualities and capacities and mentally 

invigorate the part to be an autonomous mastermind (Atwater and Bass, 1994; Kark and 

Shamir, 2002). Basu and Green (1997) saw some activities like elusive, customized assets 

gave to individuals in pioneer part connections and discovered them essentially connected 

with LMX. Yukl, O'Donnell, and Taber (2008) hypothesized which change-situated pioneer 

practices (leading as a visual cue and imagining change, every one of which speaks to 

admired impact and persuasive inspiration, separately) are expected to enhance not only 

pioneer's duo trade relation or part fulfillment by pioneer yet relatively aggregate 

accomplishment.When group pioneers give every part customized notice and exceptional 

work by individual-centered TFL, that activity would take actionself in the part, its essential 

inspiration prioritizesthe pioneer's goals and prosperity and keeps a decent connection of the 

pioneer (Brewer and Gardner,1996; Kark and Shamir, 2002). Some feeling of correspondence 

within all pioneer and all part at that point comes into play,and the central part's relating 

reactions to such pioneer practices help grow great LMX. In thishigh-quality LMX, 

individuals sense committed for giving guarantee to job as well as extra-job execution (Graen 
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and Uhl-Bien,1995, as cited in Chen, Kirkman, Kanfer, & Allen, 2017).. Colleagues' 

response to top notch LMX would not be restricted to the individual advantage of the pioneer, 

to the extent that a group chief is seen to be a hierarchical agent and substitute of the group 

(Cole et al., 2002, as cited in Chen, Kirkman, Kanfer, & Allen, 2017).Authority is more than 

inactively being a prototypical gathering part; it includes effectively affecting others. One 

manner through it is consider conceivable is from social fascination measure. It is noticed 

that self-arrangement depersonalizes the premise of fascination inside gatherings, with the 

end goal that more prototypical individuals are loved more than less prototypical individuals, 

and that where there is a consensual model this has the impact of delivering consensually 

more prominent preference for prototypical individuals (e.g., Hogg, 1992, 1993, as cited in 

Hogg,2001).Undoubtedly, various examinations and meta-scientific audits have shown 

positive associationsbetween LMX and both in-job and extra-job execution (Gerstner and 

Day, 1997; Dulebohn et al., 2012; Liden, Wayne, and Sparrowe, 2000, as cited in Chen, 

Kirkman, Kanfer, & Allen, 2017). A social identity theory is depicted that sees initiative as a 

gathering cycle produced by social arrangement and model based depersonalization measures 

related with social character. Gathering distinguishing proof, as self-classification, builds an 

intragroup prototypicality slope that contributes the most prototypical part with the presence 

of having impact; the appearance emerges on the grounds that individuals intellectually and 

typically adjust to the model. The presence of impact turns into a reality through 

depersonalized social fascination measures that cause devotees to concur and consent to the 

pioneer's thoughts and proposals. Consensual social fascination additionally instills the 

pioneer with obvious status and makes a status-based underlying separation inside the 

gathering into leader(s) and supporters, which has qualities of inconsistent status intergroup 

relations. Also, a crucial attribution measure develops a charming initiative character for the 

pioneer, which further engages the pioneer and hones the pioneer adherent status differential. 

Experimental help for the hypothesis is checked on and a scope of suggestions examined, 

including intergroup measurements, vulnerability decrease and radicalism, force, and traps of 
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model based administration (Hogg, 2001).According to social identity theory, individuals are 

aware of series of recongitions that have both personal and social identity and each of them 

showsthe individuals self worth as well as its self esteem as a result it works as a motivation 

for theindividuals(Tajfel,1998,1982, as cited in Tse & Chiu, 2012, as cited in pourkarimi, 

2016).. It is significant that, as of late, initiative researchers have recognized Individual-

centered TFL from Group-centered TFL and have contended that TFL impact on both 

individual-and gathering level results (Wang and Howell, 2010; Wu, Tsui, and Kinicki, 2010, 

as cited in pourkarimi, 2016).. In reality, Individual-centered TFL expects that one chief can 

has various practices towards every devotee and individual-level point of view can 

conjectures to empower adherents to build up their capacities and improve their potential 

independently (Akinlade, 2014; Wang and Howell, 2010; Wu et al., 2010, as cited in 

pourkarimi, 2016).. In the momentum research, we considered individual-centered TFL. 

Contemporary examination on TL and information sharing has generally treated 

groundbreaking initiative as an expansive idea, instead of as a multi-dimensional develop 

(Gowen, Henagan, and McFadden, 2009; Li et al, 2014; Wong et al., 2010), and in this 

manner neglected to consider the novel effect of various elements of groundbreaking 

initiative on representative information sharing and our comprehension on why 

groundbreaking administration influence information sharing isn't satisfactory. Besides, 

research on groundbreaking initiative has infrequently considered the interceding factors 

during the time spent information sharing and in this way the system on how groundbreaking 

administration influences information sharing has likewise stayed indistinct (Le and Hui, 

2019; Li et al., 2014; Qian et al., 2019; Xiao et al., 2017, as cited in Yin, J., Ma, Z., Yu, H., 

Jia, M., & Liao, G. 2019) . (Kozlowski & Bell, 2001)At individual position, this 

transformational level of leadership continue to change the individuals through acting as a 

coach to followers and encourge creativity with innovation that continue to build powerful 

connection among bosses as well  as with followers(Wang & Howell, 2010, as cited in 

Carter, et al., 2015).Person-Focused behaviour is seen in the members of a team when they 
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are directed to their customers(Hui, C. H., Chiu, W. C. K., Yu, P. L. H., Cheng, K. and Tse, 

H. H. M. 2007, as cited in Ceri-Booms, Curseu, L., & Leon, 2017).Individual focused 

leadership is liable for enhancing team effectiveness,its productivity and learning (Burke, 

Stagl, Klien, Goodwin, Salas, & Halpin, 2006). Usally it is also noted that, individuals enjoy 

to work freely without the consent of their leader( Bandura, 1986, as cited in Ceri-Boom, 

Meltem, Curseu, L., Oerlemans, & Leon, 2017)..In a time period, when things for individuals 

seems difficult but not impossible organizational behaviour is necessary and valueable for the 

individual and as for their performance.It show efforts and supports of  individuals that they 

dedicated to their leaders (Lavelle, Rupp, & Brockner, 2017).Individuals mainly require to 

know about the overall leadership understanding, work groups and  dual relationships got no 

relevancy to it,(e.g., Rush, Thomas, & Lord, 1977; Phillips & Lord, 1981; Lord, Foti, & 

DeVader, 1984; Hall & Lord, 1995, as cited in Yammarino, Spangler, & Dubinsky, 1998). 

 

 

 

2.7 FRAMEWORK MODEL 

 

 

 

 

 

Table 1. 

Group-focused 
leadership 

Individual-
focused 
leaderahip 

  Felt Obligation 

Helping 
     Group 
performance 
(group level) 
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Serial number 

 

 

Independent Variables Direction 

 

1a 

 

Group Focused leadership Association with GP 

 

1b 

 

Helping Association with GFTL and 

GP 

2 

 

 

Felt obligation Association with GFTL and 

helping. 

3 

 

 

Felt obligation Association with IFL and 

helping 

 

Chapter 3. Research Methodology 

3.1 TYPE OF RESEARCH 

It is quantitative research approach,this study was conducted in a field, to better test the 

hypothesized connections. 

3.2 POPULATION 

We sampled female bosses and frontline representatives of education sector within the 

Bahawalpur, Pakistan. The information were collected by means of both paper-and-pencil 

surveys.The data required is collected in the supervision of each boss, which responsible for 

controlling one venture in connection to single sector group. So, the ultimate goal of whole 

group in every project was the opportune and efficient completion of the venture.The 
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members of groups were paid seperatly(on monthly basis), and they did not get any 

incentives for motivation. 

3.3 SAMPLE SIZE 

In our Study, surveys were distributed among 80 employees,and the data were collected from 

80 female employees working in educational sector, which include employees as well as their 

supervisiors.The records were deleted which include some missing data,and surveys 

including unmatching collection of data from the supervisiors alloted to employees. The 

partcipants which were final included in our research study was 70 female. Main focus of 

research was on female, so female participants were 100%. The female employess 

participated in research survey lies in the age group, include average age of supervisor as 40 

to 50 and employees age as 30 to 40. 

3.4 SAMPLING TECHNIQUE 

For this research, using tabachnick and Fidell’s(2001). Sampling technique i.e 50+8(K) the 

data is collected from 70 adults female (G.Tabachnick & Fidell, 2011) 

3.5 Origin of data 

The references for data used to compose the thesis report comprise of: 

a) Primary Data 

The primary data used is obtained using structured questionnaires. 

b) Secondary Data 

The sources of second data entail: 

1. Websites, 

2. Scholarly Articles, 

3. E-books and Journals, and 
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4. Research Papers. 

3.6 DATA COLLECTION TOOL 

In an order to overcome the common source predisposition(Podsakoff, MacKenzie, & 

Podsakoff, 2012, as cited in Lorinkova & Perry, 2018).Our survey, which were based on the 

proposed framework, and the Questionnair which were conducted from employees. By using 

diverse contents and multiples attempts to gathering the  required information. There was a 

vist to work sites to welcome representatives to total paper studies surveying their 

supervisor's authority behaviors (as well as demographic data).In our survey, which included 

the demographics variables, as Gender, Age, working hours and as well as organizational 

category and these  all things were require to measured on 5-point Likert-type (5 = strongly 

agree). 

3.7:Measures 

All items, were assessed upon Likert interval scale employing five possible responses for 

each item ranging from 1 = strongly disagreeto 5 = strongly agree, unless stated otherwise. 

Questions ofGroup Focused Leadership have been adopted fromLorinkova, N. M., & Perry, 

S. J. (2018).Whereas, questions of Individual Transformational Leadership have been 

adopted from Schmidt, J. E. (1993).However, questions of Group performancehave been 

adopted fromRaymer, S. D. (2014).Questions ofHelping Behavior have been adopted 

fromLai, L. (2019)Questions ofFelt Obligation have been adopted fromLorinkova, N. M., & 

Perry, S. J. (2018).Structured questionnaire is used as the research instrument for data 

collection, as numerous researchers have used this tool for data collection and considered it 

as an effective medium for data collection. 
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Chapter 4. Data  Analysis and Results 

4.1 Descriptive Frequencies 

Data collected from the respondents were grouped into different categories which assists in 

easy interpretation of them. Questionnaire has involved various categories including gender, 

age, education, designation and experience. Respondents were requested to share their 

specific information before answering to questions related to variables of the study. 

4.2: Reliability Analysis 

Cronbach’s Alpha test is used for assessing the reliability of structured questionnaire used 

within the study for data collection. Cronbach’s Alpha test (also known as reliability analysis) 

is used for investigating the reliability level of the questionnaire. Reliability of the 

questionnaire is high if it is having lesser variations upon repeated interval measurements. 

Reliability of the instrument is measured based on dependability of the questionnaire, 

consistency of the questions and relevancy of the questions to the research study. 

Reliability Statistics 
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Variable Cronbach's Alpha N of Items 

Group Focused Leadership .976 8 

Individual Focused Leadership .930 6 

Helping .945 4 

Group Performance .945 3 

Felt Obligation .901 2 

 

Internal consistency reliability will be considered higher if the coefficient of reliability is 
closer to 1. 

 

 

4.3:Descriptive Statistics 

Descriptive Statistics 

Variable N Mean Std. 
Deviation 

Group Focused Leadership 8 0.3295 .48162 

Individual Focused Leadership 6 0.1921 .50027 

Helping 

 

4 

 

0.2371 

 

.53162 

 

Group Performance            

 

3 
0.1961 

 

.46712 

 

Felt Obligation 2 

0.1371 .48762 
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The above table provides sufficient information to observe each variable of research study in 

terms of its mean value. On the basis of descriptive statistics, mean values of mindful 

leadership, organizational resilience and organizational performance are 

.50027,.48162,.53162,.46712,.48762.This suggests the organizational performance change as 

a result of mindful leadership by 23.71 percent. Though, no mean value is closer to +ve or -ve 

extreme. 

 

4.4 : Correlation Analysis 

 Correlation refers to the assessing of relationship amongst two or more variables. Correlation 

is recognized high in case of strong relationship occurring amongst two or more variables. 

However, correlation is recognized low in case of weak relationship occurring amongst two 

or more variables. Meanwhile, correlation is recognized as moderate when there occurs a 

moderate strength of relationship amongst two or more variables. Correlation-coefficient 

range is between -1 to +1. To assess the relationship amongst variables of the study, Pearson r 

is used. 

 

 

Correlation 

  GP         HB FO             GFL      IFL  

 Pearson Correlation      .461  1     

Group Performance Sig. (2-tailed)             .000      

 N                             3      

 

  Helping Behaviour 

 

Pearson Correlation         .461 

Sig.(2-tailed)                   .000 

N                             4 

 

1   

 

  

Felt Obligation                   

 

 

 

Pearson Correlation .461 

Sig. (2-tailed) .000 

N 2 
 

 2 

.457 

   

Group Focused Pearson Correlation         .471  .457    
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4.5 RELIABIITY 

Group-Focused Leadership 

Value of Cronbach’s alpha for GFL is .976, therefore the scale is reliable. 

Table 2. 

Reliability Statistics 

Cronbach's Alpha N of Items 

.976 8 

 

Individual-Focused Leadership 

Value of Cronbach’s alpha for the variable IFL is .930, therefore the scale is reliable. 

Table 3. 

 

 

 

Helping 

Cronbach’s alpha value for the variable helping is .945, therefore the scale is reliable. 

 

Leadership      Sig.(2-tailed)               .000 .000 

 N                             8   8   

Individual Focused 

 Leadership 

 

Pearson Correlation    

Sig.(2-tailed)               

 

.471 

.000 

6 

 

 

 

 

 

 

.000 

 

 

    

 

Reliability Statistics 

Cronbach's Alpha N of Items 

.930 6 
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Table 4. 

Reliability Statistics 

Cronbach's Alpha N of Items 

.945 4 

 

Group performance 

The value of Cronbach’s alpha for the variable helping is .945, therefore the scale is reliable. 

Table 5. 

 

 

 

Felt Obligation 

Value of Cronbach’s alpha for the variable helping is .901, therefore the scale is reliable. 

Table 6. 

 

 

 

 

Regression Analysis 

Regression refers to the relationship between dependent and independent variables and the 

extent of relationship between them. Following are the results of linear regression analysis 

                 Model Summary  

Model R R Square Adjusted R 
Square 

Std. Error of 
the Estimate 

Durbin-
Watson 

 

Reliability Statistics 

Cronbach's Alpha N of Items 

.945 3 

Reliability Statistics 

Cronbach's Alpha N of Items 

.901 2 
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1 .471a .463 .457 .50172 1.691 

 

a. Predictors: (Constant), GFL 

R-square represents the variance in dependent variable GFL) 

 caused as a result of predicting variable (helping behavior). The value of R Square in 

the model shows that mindful leadership accounted for 46.3% variance in 

organizational resilience. The acceptable range for value of Durbin Watson is 

between 0 – 4. However, 1.691 is the Durbin Watson value, which is highly 

acceptable. 

 

 

 

ANOVA 

``Model Sum of 
Squares 

Df Mean 
Square 

F Sig. 

1 

Regression 6.162 1 7.438 31.619 .000b 

Residual 73.153 128 .361   

Total 79.315 129    

a. Dependent Variable: Group Focused Leadership 

b. Predictors: (Constant), Helping Behavior 

 

Based on the findings of ANOVA, F value in the model is more than 4 and significance value 
is less than 0.05. Therefore, it has been obvious that the model is statistically significant. 

 

ANOVA 

Model Sum of 
Squares 

Df Mean 
Square 

F Sig. 
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1 

Regression 8.319 1 6.192 29.845 .000b 

Residual 81.528 123 .385   

Total 89.847 124    

a. Dependent Variable: Individual Focused Leadership 

b. Predictors: (Constant), Felt Obligation 

 

Based on the findings of ANOVA, F value in the model is more than 4 and

significance value is less than 0.05. Therefore, it has been obvious that the model 

is statistically significant. 

 

4.2 HYPOTHESIS TESTING 

Hypothesis 1a 

GFTL is positively related to group performance. 

The pearson’s significant value is (.0000)for GFTL and the value of GP is (0.006), to 

illustrate r (70) = .000, P <  0.01 & r (70) = .006, P < 0.01, respectively.Significance value is 

0.001 between GFL and GP, therefore we accept hypothesis 1. 

Hypothesis 1b 

Helping mediates the relationship between GFTL and GP. 

The pearson’s significant value is (.000)for GFTL and group performance to illustrate r (70) 

= .000, P< 0.01  respectively.Therefore we accept hypothsis 1 . 

Table 7. 

Coefficientsa 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 
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1 (Constant) .698 .356  4.979 .000 

Group Focused Leadership .463 .165 .491 2.810 .006 

Helping 0.832 .149 0.85 6.782 0.000 

a. Dependent Variable: Group Performance 

 

Morever, the beta-value for the mediational hypothesis increased renndering the previous 

beta value to the insignificant. 

Hypothesis 2 

Felt obligation mediates the positive relationship between GFTL and helping.. 

Therefore we accept hypothsis. 

Table 8. 

Coefficientsa 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) .321 .167  3.329 .000 

Group Focused Leadership .613 .112 .349 5.458 .002 

Felt Obligation .881 .315 .693 6.307 .000 

a. Dependent Variable: Group Performance 

 

Hypothesis 3 

3. Felt obligation moderates the relationship between individual-focused leadership and 

helping,such  that the relationship is only positive and significant when felt obligation is 

higher. 

Table 9. 

Coefficientsa 
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Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

T Sig. B Std. Error Beta 

1 (Constant) .283 .946  .299 .766 

Felt Obligation .927 .261 .818 3.546 .001 

Individual Group Leadership .079 .334 .056 .236 .815 

FOIFL .019 .084 .083 .227 0.015 

a. Dependent Variable: Helping 

 

The significant value for felt obligation that was previously insignificant become significant for the moderating role. Therefore, 

we accept the hypothesis. 

4.3 DISCUSSION AND RESULTS 

In our study, we contended to high hypothetical accuracy, in both substance and in level, for 

transformational leadership. In the study conducted, a multisource and multilevel field study, 

we construct on inquire about coordination SIT (Tajfel, 1979, as cited in Lorinkova & Perry, 

2018). Working with the focus on DFTL viewpoint (e.g., X.-H.Wang & Howell, 2010, as 

cited in Lorinkova & Perry, 2018). We placed GFL  as the basic component of 

transformational authority in cultivating commitment to individuals working in a group, 

helping, and group and  results of groups. Besides, utilizing modern multilevel and basic 

condition modeling techniques to try out the impacts i.e group and IFTL behaviors on results 

on each stage, SO offered  clarity about, almost how to degree predict group versus IFTL, 

counting what measurements make sense conceptually and experimentally. ). We placed GFL  

as the basic component of TL in cultivating commitment to individuals working in a group, 

helping, and group and  results of groups. . We rise on Wang and Howell's work ensuing 

Donget al.'s (2017), as cited in Lorinkova & Perry, 2018), multilevel technique, for 

conceiving GFTL as containing three groups of particular measurements which belongs to  

complete series transformational develop (having specific goal, encouraging  

acknowledgment of gather objectives, and group forming) and dual person-specific 
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measurements (indivdual back and mental incitement). Utilizing MSEM, it was confirm 

observational bolster to significance of GFL as an predecessor of helping within the 

individuals working group, and utilizing MLM, it was cleared IFL  as it were emphatically 

impact helping actions within team individuals who realize a feeling of commitment to 

bunch. Moreover, it shows up suitable to have GFLemploying a referent move toward 

working group anot only this but also notice them within- as well as between-group 

fluctuations to the form. In brief, important  finding included is that GFL and consequent felt 

obligation can be without a doubt has foremost difficult priorities to pioneers which want to 

encourage helping within individuals of any  working group. Here is finding of powerful 

mediation impacts at the inside (person) and between (group) degree of GFL utilizing 

MSEM. Our study decipher following discoveries tfor proposing, these both divided  

behavioral standards within the group and person discernments of leadership behaviors 

coordinated to the  group are imperative t (i.e., Gonzalez-Mule, DeGeest, McCormick, 

Seong, & Brown, 2014, as cited in Lorinkova & Perry, 2018). . In this way, the aim of 

pioneer behaviors (i.e., in the group) may be more vital to consider when considering their 

connections, instead of the observational stage at which the develop of GFL is examine. In 

IFL shows up to be deficiently (and indeed inconvenient) energize helping within working 

group. Hence, our approach makes a difference enlighten felt obligation as an critical 

component and as well as requirement for GFL and IFL behaviour, affecting people or their 

working groups and recommends modern roads to future investigate(e.g., Chen et al., 2007; 

Dong et al., 2017; van Knippenberg & Sitkin, 2013; J. B. Wu et al., 2010, as cited in 

Lorinkova & Perry, 2018). 
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4.4 FUTURE RESEARCH AND LIMITATIONS 

This research has a few limitations which ought to be mark (pourkarimi, 2016).An associated 

source of concern can be the reality that all the members in our research about were from 

same sector, and were all female. In spite of the fact that we utilized administrator 

evaluations to group execution as a multi subordinate component, and rest of 

factors,evaluated through representative own reporting. Since administrator evaluations of 

group execution may moreover one-sided for  possess correct, future ponders ought to 

endeavor, incorporate objective execution appraisals. We were too constrained within 

capacity for utilizing something different from agreement scales, as requirement in  providing 

study, that finds that assention scales can result in subordinates announcing the possess 

conceptualization of what the administration ought to be, instead of their real perceptions of 

supervisor's authority behaviour(Lord & Mayer, 1993, as cited in Lorinkova & Perry, 2018). 

To cure this, at whatever point conceivable, future inquire about ought to utilize recurrence 

scales and other strategies for more dispassionately evaluate  exhibit to particular leadership 

behaviors or related factors, counting helping. 

Other limitation include, our outcome about amount of positive surveys, commonsense and 

hypothetical both, and giving a diagram for time ahead inquire about. Additionally,as 

Colquitt, Baer, Long, and Halvorsen-Ganepola (2014), as cited in Lorinkova & Perry, 

2018)investigate, focusing the group-versus IFL. researchers ought to expressly look at  

interchange-correlated results of definite leader conducts, like,commitment, criticism, 

standard of association, and, commitment instead of basically accepting as we are aware of  

what happens mentally to initiate craved behaviors. Centering on the  characteristics of the 

supporter as they involved in with the leaders, too may include knowledge to this. In the end, 

proceeded attempts to sharpen our knowledge of the contrasting  influence of group- versus 

IFL conducts will help to further development of critical discussion almost how they all 

together persuade and enable groups and individuals inside. Also,we encourage analysts to 
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construct on our comes about to provide encourage hypothetical as well as experimental 

exactness around distinctive authority develops and their distinctive connections with builds 

at the group versus individuals levels (Lorinkova & Perry, 2018). 
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I am Fatima Javaid from the Department of Management Sciences,Bahria University 
Islamabad. I intend to seek your responses as part of my project due by the end of the 
semester. Your honest responses are needed. It will only take you few minutes as I have 
designed the survey to be short and easy. Your anonymous responses will stay confidential 
and will not be used for marketing or industrial purposes. However, if you are interested in 
knowing the result of the survey, kindly leave your email address on the response form. 
Thank you for your time and your opinion. 

Gratefully, 

Fatima Javaid, 

Student of MBA 

a) Demographic Profile: 

Please answer the following questions by placing a tick in the appropriate box. 

1. Please specify your gender? 
 Male      Female  

2. What is your age? 
 20-30     30-40    40-50     50 and above  

3. Which of the following categories best describe the nature of the organization you 
primarily work   in?      
 Public sector           Private Sector    Not-for profit      Any other  

4. How many hours do you work in a weak? 

                10-20      20-30      30-40     40-50     50 and above  

b) Please indicate your level of agreement with the following statements based on a scale 
of  
1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4= Agree and 5 = Strongly Agree 
 

    (1) 
 

  (2) 
 

   (3) 
 

  (4) 
 

  (5) 

1. Our supervisor fosters collaboration among  
His/her subordinates. 

     

2. Our supervisor encourages employees to be 
“team players”. 

     

3. Our supervisor develops a team attitude and 
spirit among his/her subordinates (Team- 
building). 

     

4. Our supervisor inspires us with his/her plans 
for the future. 

     

5. Our supervisor provides us with a compelling 
vision to work toward. 

     

6. Our supervisor has a clear understanding of 
where we are going (articulating a group 
vision) 

     

7. Our supervisor gets the group to work together 
for the same goal. 

     

8. Our supervisor is able to get others to commit 
to what we need to accomplish in our unit 
(fostering acceptance of group goals). 
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9.   My supervisor shows respect for personal 
feelings. 

     

10.   My supervisor behaves in a manner, which is 
thoughtful of my personal needs. 

     

11. My supervisor sees that my interests are given 
due consideration (individualized support). 

     

12.   My supervisor challenges me to think about 
old problems in new ways. 

     

13. My supervisor stimulates me to rethink some 
things that I have never questioned before. 

     

14.   My supervisor challenges me to re-examine 
some of my basic assumptions about work 
(intellectual stimulation). 

     

15. I have an obligation to do whatever I can to 
help my work crew to achieve its goals. 

     

16.   I feel personally responsible for the 
success/failure of the project. 

     

17.   I feel a sense of obligation to participate in all 
aspects of the project. 

     

18.   I have an obligation to my work crew to 
ensure that I produce high-quality work on the 
project. 

     

19.   I help my colleagues if someone falls behind 
in his work. 

     

20.   I go out of my way to help my colleagues 
with work-related problems. 

     

21.   I take on extra responsibilities in order to 
help my colleagues who have heavy 
workloads. 

     

22. This crew adequately completes work on 
the project. 

     

23. Work on this project meets all formal 
requirements of the job 

     

 
Thank you for your time. 
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