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ABSTRACT 

In modern era, it has been realized that performance of the employees has great contribution for the growth of the 
education institutions. The major objective of this research was to find out the effect of heads’ leadership styles and 
work engagement on job performance. The population of this research was public secondary school teachers 
whereas, 271 respondents were selected as sample through simple random sampling technique. For this study, 
standardized questionnaires were administered to collected the primary data through survey method. Statistical 
Package for Social Sciences (SPSS) was computed to analyze the objectives of this study. The findings of this study 
revealed that there was a moderate correlation of leadership styles and work engagement on job performance 
whereas, there was also a moderate effect of leadership styles and work engagement on job performance. This study 
is considered as stepping stone for the adaptation of the best leadership style according to the situation through 
updated strategies and techniques. 
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INTRODUCTION 

The job performance of academician is a critical factor and plays a significant role for the 
betterment of people and for the organization as a whole (Bhat & Bashir, 2016; Wolomasi et al., 
2019). Performance is a significant and central problem which can be subjected to deliberate 
debate within any organization. Employees’ performance influences the success or failure of an 
organization. Employees’ performance is a vital indicator which helps in determining the degree 
of employees’ dedication, proficiency, capability, and character. In addition, organization’s 
vision and mission could be attained by excellent performance of the employees (Dinantara, 
2019; Purwanto, 2022). Moreover, performance engrossed and obsessively in different research 
studies because it has been regarded as one of the important factors for influencing organizations 
and employees’ well-being (Shafiq et al., 2022). In an organization, performance is a crucial 
variable. Similarly, educational institution’s excellence is mostly dependent on academicians’ 
performance (Hashim & Shawkataly, 2017; Jabbar et al., 2022). Therefore, Organizational 
performance is impacted by job performance. From the context of educational setting, teacher’s 
performance has a deliberate part and is the essential factor for decisive student performance and 
for organizational performance as well (Sewang, 2016). It is important that academic staff 
members act well and recurrently to make the leaders perplexed for achieving their subordinate’s 
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performance more efficient by interpreting the achievement of higher diversity set by the 
organization (Anra & Yamin, 2017; Zafar et al., 2017).   

It is vital to know such a leadership style that is energetic enough to support human resources. 
The suitable leadership style is one of the key aspects to shape the success of leaders, persons, 
and organizations (Supermane et al., 2018; Jabbar et al., 2020). Teacher’s performance is 
meticulously shadowed due to effective leadership style. Leadership is useful to refine education 
quality among the educational organizations (Northouse, 2015). In academic life, the role of 
leadership converts into a dynamic force. It is important for the leaders to realize the duties and 
goals for making the institution successful and also being concerned about the faculty members 
and students. It is imperative for all the organizations to ensure effective performance 
management for meeting the competitive market (Money, (2017). 

 Schaufeli et al (2004) explained that work engagement is a mental condition at work which is 
optimistic, fulfilling, and gets illustrated with the help of dedication, vigor, and absorption. And 
agreed with the fact that work engagement is an optimistic concept and related to work (Bilal et 
al., 2015; Corbeanu & Iliescu, 2023). Yao et al (2022). argued that engagement yokes the employees 
regarding the work and they develop physical, cognitive, and emotional association with their 
working role. Engagement same as of Kahn’s concept as to what extent employees exert efforts 
and put energy in their job. That’s why, the physical aspect is linked to the engagement by 
energy which is put by employees for performing particular working tasks (Wang et al., 2020). 
Bouckenooghe et al (2021) described the emotional side of work engagement relates with the 
positive or negative thoughts and feelings of employees about their work and leaders. Moreover, 
cognitive engagement as the amount of attention and absorption asserted by employees while 
doing their job. The cognitive factor of job engagement reflects the beliefs of employees 
regarding work engagement and leadership within the organization (Macey et al., 2010; Lu & 
Tu, 2015). 

 

LITERATURE REVIEW 

Job Performance 

Several researchers have a mutual consent regarding the multidimensional construct of job 
performance in the field of education. On the other hand, job performance as the working 
capacity of individuals who make efforts for accomplishing the targets and fulfill the standard 
practices as formulated by the organization to achieve the objectives (Wolomasi et al., 2019). Job 
performance as a bi-dimensional construct as it combines employee behavior with the working 
requirements as given by organizations. Non-task performance which could also be referred as 
contextual performance also backs this bi-dimensional model (Borman & Motowidlo, 1993; 
1997). One of the scholars accredited that contextual job performance is a mix of different things 
including loyalty and will power. According to the performance theory, performance could be 
described as a synonym of behavior which includes the witnessed activities accomplished by 
people (Yousaf et al., 2015).  
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In general, contextual and task performance are not taken as same set of behaviors and make 
separate contributions for achieving better workplace outcomes in the organization. Motowidlo 
et al (2014) explained that a set of central activities and behavior as mentioned by the 
organization in job is the task performance. Deeba et al (2021) also described task performance 
as the inputs which aid in output conversion. Some examples of task performance are finished 
products, employees’ supervision, strategic planning, etc. Such kind of behavior is to help 
directly in producing goods or services or to support indirectly in organizational activities for 
performing the crucial processes.  

The set of employees’ behavior, skills, and knowledge which aids them in getting socially 
engaged for performing core responsibilities is called contextual performance. It also includes 
the behaviors which contribute towards developing the working climate and commitment with 
the organization. According to Motowidlo et al (1997), persistent enthusiasm, tasks’ 
volunteering, assisting and conjoining with colleagues and helping or protecting the 
performance. Kappagoda (2018) cited that contextual performance impacts the success of 
organization with the help of efficient organizational core in which psychological and social 
factors are included. In addition, based on research conducted in various sectors. It revealed that 
contextual performance constitutes of extra role behaviors and behaviors as a citizen. Bilal et al 
(2015) mentioned that tasks volunteering, providing help to fellows, and being defensive and 
supportive for the organization are also some examples of contextual performance.  

Leadership Styles 

Transformational leadership has gained much attention and its major contributor was Burns 
(1978). Moreover, Bass (1985) made further extension in definition of transformational 
leadership. Transformational leadership begins with formulating an idea for the organizational 
and employees, in these way leaders tried to gain their trust and define a way towards 
achievement of a common goal. According to the Bass theory’s initial version, four factors of 
transformational leadership were identified which are named as 4I’s and include Idealized 
influence, Inspirational motivation, Intellectual stimulation, and Individualized consideration 
(Northouse, 2015). These four factors are undertaken by the transformational leaders in varying 
degrees as an attempt of influencing the employees and attaining the organizational goals. From 
the aspect of education, the academic leaders who follow transformational style of leadership are 
more attentive towards the concerns and requirements of staff members and work for increasing 
their level of creativity (Litz & Blaik-Hourani, 2020). Such academic supervisors assist the 
workers in studying their problems from different aspects and then try to resolve them which will 
enhance their responsibility and make them confident for making a big different in the 
development of higher education sector (Jameel & Ahmad, 2019).  

Burns (1978) developed a model and observed that transactional leadership occurs when an 
initiative is taken by a person to make contacts with other people with the aim of exchanging 
valued things so that both the parties could make transactions of profit or service with one 
another. Then, Bass (1985) came forward and clarified Burns’ work by developing a model for 
transactional leadership. According to Bass and Avolio (2004) three dimensions are used by 
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transactional leaders which are: Contingent reward, management by Exception – active and 
management by Exception – passive. A clearly defined operational procedures’ set if followed 
by transactional leaders and their followers. It is a term utilized for examining the association 
between a leader and a follower who accepts or complies with the leader in exchange for 
admiration, recompenses and possessions or simply avoiding any kind of disciplinary actions 
(Bass et al., 2003). Further Bass (1985) added that targets or tasks are mutually organized so that 
to have rewards not the penalties. Some of the rewards might include increasing the pay, giving 
advancement opportunities or praising. On the other hand, punishment is given when acceptable 
level of performance is not reached by the employee and results in withholding of bonuses, 
decreased salary or assigning extra work. 

Second, management by exception active, Northouse (2010) asserted that under this style, 
leaders closely monitor the work errors and try to find gaps in performance and different tasks 
proactively. The leader’s main role is to ensure that things are going right on track so that any 
error might not occur. It helps in establishing leadership, whereas, academic supervisors continue 
their inspection and monitoring of faculty’s performance for making changes and delivering the 
results.  

Work Engagement 

Much attention is paid to job performance when studying about the well-being of employees 
(Dalal et al., 2012; Demerouti et al., 2014; Wang & Chen, 2020).  and it has given a typical 
submissive experience ranging from low to moderate level of activation. Considering these 
benefits, organizations would make attempts for developing and initiating such programs which 
are suitable for workers and thus encouraging work engagement. Resultantly, rate of retention 
and job performance of workers might enhance (Corbeanu & Iliescu, 2023) and a more energized 
form known as job engagement acts in complement with this type of well-being. The engaged 
workers have a mind state which is satisfied, have more practical approach for various situations, 
and are ready to do vigorous work on the assigned tasks (Alessandri, et al., 2014). Therefore, 
engagement can be described as well-being related to work which gives an affective, satisfying, 
motivational, and acceptable state (Bakker 2009). Bakker, Albrecht, and Leiter (2011) reviewed 
and defined it with respect to higher participation level in work and higher level of potency. 
Based on previous studies, it has been found that there is a vital role of work engagement in 
different results related to job including performance and learning activity (Sittar 2020). Despite 
the popularity of relationship between work engagement and job performance within 
organizations, there is a shortage of empirical research regarding the engagement level of 
academic employees and their job performance (Alessandri et al., 2014; Jabbar et al., 2022).  

Social Exchange Theory 

Social exchange theory is an influential concept to understand the behavior at workplace. Its 
origin can be tracked back to 1920s. It is one of the prominent theoretical paradigms to 
comprehend the relationships and employees’ attitude at the workplace (DeConinck, 2010). This 
theory portrays the nature of working relationship between employers and their employees. The 
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founder of this theory was George Homans who formulated this theory in 1958 and other 
theorists developed it further. The major concern of Homans was regarding the individual’s 
behavior in social interactions and how social structures including power, conformity, status, 
leadership, communication and justice are crucial to understand these social associations. The 
term “social exchange” is a term which is implied widely and is usually used for describing the 
group processes and inter-group links that get developed among the individuals working in any 
organization (Settoon etal., 1996). Relationship between employee and employer is a traditional 
example which involves several exchanges of time and efforts required from employees to do 
their work with the help of sources provided by employers. The leaders who do employees’ 
dealing on regular basis are the facilitators of social exchange which is often regarded as a 
sequence of interactions that lead to producing personal obligations, gratefulness, and trust 
(Tremblay & Simard, 2018). Moreover, according to social exchange theory, social interactions 
involve the associations which are retained only if people are satisfied with that relationship after 
establishing the trust so that both the parties could continue to reciprocate the efforts (Homans, 
1958). The organizations where leaders are honest and truthful, and delegate tasks to other 
actively help in developing strong and trustworthy relations within the organizations (Whitener 
et al., 1998). This theory can also be utilized as a framework in which employees have high level 
of job performance and this thing can be used as process of giving response to every kind of 
support and good treatment which is usually given by the organizations (Cook et al., 2013).   

Objectives of the Study 

1. To find out the relationship between leadership styles and job performance.  
2. To find out the relationship between work engagement and job performance.  
3. To find out the effect of leadership styles on job performance.  
4. To investigate the effect of work engagement on job performance.  

METHODOLOGY 

This study is quantitative based on correlational research design based. It is the most applicable 
process to identify the research problem and research questions (Peter Kokol et al., 2012). 
Creswell (2014) stated that research design is a strategy and procedures that makes the decisions 
from comprehensive assumptions towards detailed methods for data collection and analysis. The 
teaching faculty of public secondary schools in Lahore was constituted as the population for the 
study while 271 secondary school teachers were selected as sample of this research through 
simple random sampling technique. Therefore, three structured questionnaires were used 
according to the variables of this study.  whereas, the questionnaire was categorized into four 
sections. In first section Multifactor leadership styles questionnaire (MFLQ) was adopted from 
(Bass & Avolio, 1995). In second section, Utrech Work Engagement Scale (UWES-9S) was 
adopted from (Schaufeli et al., 2006). In third section, Teacher Job Performance Scale (TJPS) 
was adopted from (Goodman & Svyantek, 1999). While, fourth section of the scale entailed 
demographic information of participants. Moreover, reliability of the instrument was checked by 
applied Cronbach’s Alpha coefficient which was greater than threshold value .07 (Cronbach, 
1951; Gray, 2014). The content and face validity were also measured with the help of experts. 
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The five points scale 1. SDA to 5. SA format was administered for collecting the data from 
participants by using questionnaire through survey method. To assess the objectives of the study 
descriptive and inferential statistics were applied by using Statistical Package for Social Science 
(SPSS-25).   

 

DATA ANALYSIS 

Table 1: Descriptive Analysis  

Variables M SD 

Transformational Leadership 3.35 .95 

Transactional Leadership 3.16 .99 

Leadership Styles 3.25 .97 

Vigor 3.26 .97 

Dedication 3.14 .98 

Absorption 2.96 1.04 

Work Engagement 3.12 .99 

Contextual Performance 3.29 .97 

Task Performance 3.34 .94 

Job Performance 3.31 .95 

In order to investigate the existing level of the respondents regarding the variables of this study, 
descriptive analysis was carried out. The statistical values show that mean of the dimensions 
about leadership styles was between 3.16 to 3.35 and cumulative mean was M= 3.25, SD= .97. 
While, the mean of the dimensions about work engagement was between 2.96 to 3.26 and overall 
M= 3.12, SD= .99. Whereas, mean of the dimensions about job performance was between 3.29 
to 3.34 and collectively M= 3.25, SD= .97. It indicated that respondents were agreed with all the 
variables of the study.  

Table 2: Relationship between Leadership Styles and Job Performance 

Variables 1 2 3 

Transformational Leadership 1   

Transactional Leadership .344(**) 1  

Job Performance .415(**) .365(**) 1 

** Correlation is significant at the 0.01 level (2-tailed) 
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To examine the relationship of leadership styles and job performance, Pearson Correlation was 
administered. The statistical results found that there were moderate association of both the 
factors of leadership styles with job performance of the respondents, the r values were .415 and 
.365 respectively.  

 

Table 3: Relationship between Work Engagement and Job Performance 

Variables 1 2 3 4 

Vigor 1    

Dedication .325(**) 1   

Absorption .374(**) .397(**) 1  

Job Performance .348(**) .381(**) .293(**) 1 

** Correlation is significant at the 0.01 level (2-tailed) 

To examine the relationship of work engagement and job performance, Pearson Correlation was 
administered. The statistical results found that there were moderate association of all the 
dimensions of work engagement with job performance the r values were .348, 381 and .293 
respectively.   

Table 4: Relationship of leadership styles and work engagement with job performance 

Variables 1 2 3 

Leadership styles 1   

Work engagement .388(**) 1  

Job Performance .409(**) .348(**) 1 

** Correlation is significant at the 0.01 level (2-tailed) 

To examine the correlation of leadership styles and work engagement with job performance, 
Pearson Correlation was administered. The statistical results found that there was moderate 
association of leadership styles and work engagement with job performance of the teachers, the r 
values were .409 and .348 respectively.   

Table 5: Effect of Leadership Styles on job performance 

DV Variables S. Er B t Sig 

Job performance Constant     

 Transformational Leadership .075 .471  6.22 .00* 

 Transactional Leadership .062 .347 5.52 .00* 
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To determine the effect of all the dimensions of leadership styles on job performance of the 
respondents, it was carried out the Multiple Regression Analysis. The results show that 
transformational leadership had moderate effect on job performance with beta value .471. There 
was also moderate effect of transactional leadership on job performance with beta value of .347 
which shows the moderate effect of leadership styles on job performance.  

Table 6: Effect of work engagement on job performance 

DV Variables S. Er B t Sig 

Job performance Constant     

  Vigor .055 .428 7.91 .00* 

 Dedication .071 .457  6.34 .00* 

  Absorption .051 .250 4.87 .00* 

To determine the effect of all the dimensions of work engagement on job performance, it was 
carried out the Multiple Regression Analysis. The results show that absorption had weak effect 
on job performance rest of dimensions of work engagement had moderate effect on job 
performance with beta value of .428, .457 and .250 respectively.   

Table 7: Effect of leadership styles and work engagement on job performance 

DV Constructs  Std. Error Beta t Sig 

Job performance (Constant)     

  Leadership styles .069 .409 5.78 .00* 

  Work engagement .057 .378 6.37 .00* 

To investigate the effect of leadership styles and work engagement on job performance of 
teachers, it was carried out the Multiple Regression Analysis. The results show that leadership 
styles and work engagement had moderate effect on job performance with beta value of .409 and 
.378 respectively which indicated that leadership styles and work engagement were predictor of 
job performance.  

 

Conclusions 

It concluded that respondents were agreed about the variables of this study such as; leadership 
styles, work engagement and job performance. Additionally, entire factors of leadership styles 
and work engagement indicated the moderate correlation with job performance. Furthermore, 
entire factors of leadership styles had moderate effect on job performance and rest of absorption 
all the factors of work engagement had moderate effect on job performance. Overall, there was a 
moderate correlation of leadership styles and work engagement on job performance whereas, 
there was also a moderate effect of leadership styles and work engagement on job performance.  
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Discussion and Recommendations 

It is phenomena of the new age that like other business institutions the education institutions also 
emphasized of the performance of their employees. The previous researches described that the 
leadership styles and work engagement boost the performance of the academic faculty. 
Moreover, social exchange theory also endorsed that these variables play an integral contribution 
for the elevation of employees’ performance. Findings of this research are expected to be a 
substantial importance to secondary Education, management, headship, teachers, academic and 
non-academic staff, intellectuals and for many more capitals units. The finding may valuable to 
secondary education predominantly for appreciative the work place, institutional commitment 
that brings the improvement in teachers job performance. The conclusions from this research are 
expected to be assisted to school management body in setting up continuous management 
seminars for academic and non-academic staff to fulfil the institutional goals and objectives.  

As education has close relations with future, its educational, financial, political and social 
harmony and profitability all of this plays an important in policy making. This study is related 
for those who has always the positive thinking for the stability of a nation. purpose of this study 
was to find basic foundations of educational institution through new techniques and practices in 
education that facilitates momentum to empower the world nation not only at terrestrial fronts 
across the nation as developing nation that is working hard for its better survival. On the behalf 
of findings of this research that leadership styles have major contribution for the enhancement of 
job performance of secondary school teachers. Moreover, the transform leaders engage 
themselves with the workers for the enhancement of employees’ performance for achieving the 
institutional objectives. effectively. This study is beneficial for the new researches who want to 
conduct further study in same area and field. Moreover, it is considered as stepping stone for the 
adaptation of the best leadership style according to the situation through updated strategies and 
techniques. Therefore, it is recommended that future research should be conducted with other 
variables which enhance the job performance of academic faculty.  
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