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Abstract:  

To capacity building and sustenance of competitive advantage in both public and private 

businesses, the need for effective leadership has remained critical. However, leadership 

effectiveness has persisted a multi-dimensional construct, and not many efforts have 

been finished to conceptualise models in this extent. In view of the case of Abu Dhabi 

National Oil Company (ADNOC), the major objective of the current study was to update 

and empirically support the traditional Contingency Model of Leadership Effectiveness 

to attain a more reliable model that is suitable for modern organisations. It was detected 

that leader characteristics and hierarchy structure are not decent factors of leadership 

behaviour in the organisation. A final effort was made to validate the Contingency Model 

of Leadership Effectiveness through the assistance of data collected in the current study. 

Data validates the traditional model of leadership to a large degree; this is particularly 

factual for task-oriented leadership behaviour as contrasting to relationship-oriented 

leadership behaviour. It is suggested that future researchers consider activity-based 

constructs for the measurement of variables to find more significant and validate critical 

relationships in the model. It is also suggested that ADNOC and other corporations in 

the region stretch equal attention to male and female employees and leaders. Females 

would predominantly endeavour in positions where leader-subordinate relationships are 

critical for complete organisational accomplishment. 
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1. Introduction 

 

To specific organizational contexts, the multi-dimensional nature of leadership permits 

specific leadership formats recommendable. The topic of leadership effectiveness and its 

measurement is dependent on multiple independent factors, inhibiting a clear consensus 

on any single widely accepted leadership effectiveness model. To establish any robust 

model of leadership effectiveness, the consideration of leadership contribution to 

performance has been deemed paramount. According to McFarlane & Cooper (2014), 

leadership effectiveness is reflected in team and organizational performance and requires 

the right combination of strategies that allow the understanding of team needs and 

processes. Schermerhorn et al., (2012) add that there is the need to focus on team and 

organizational performance that arise as a result of leadership, in order to assess 

leadership effectiveness. Developing high performance organizations through effective 

leadership is critical to ensure that the challenges and problems that are associated with 

the 21st century business development are solved. Well-managed followers have the 

capability to convert a general sense of purpose into desired performance objectives 

(Erkutlu, 2008). The need for effective leadership has remained critical to capacity 

building and sustenance of competitive advantage in both public and private businesses 

(Belias & Koustelios, 2014; Caligiuri & Tarque, 2012; Wallis & McLoughlin, 2007). The 

global economy has taken a competitive landscape, increased in complexity and become 

more dynamic and ambiguous to manage (Caligiuri & Tarque, 2012). Bridging the gap 

towards improved performance on the global platform has become more challenging 

(Caligiuri & Tarque, 2012). The Global financial crisis, increasing economic turbulence, 

unending scandals involving leaders around the globe, has among others triggered the 

need to pay attention to leadership effectiveness (De Cremer et al., 2011). Aside from the 

established need to associate leadership with performance in effective leadership models, 

Schermerhorn et al., (2012) assert that the correct blend of skill in the areas of technical, 

decision making, problem solving as well as inter-personal skills are all critical to guide 

followers’ attitudes and behaviours towards the achievement of organizational goals. 

Yukl (2006) agree with this assertion that leadership effectiveness closely depends on the 

outcomes and consequences of the leaders’ actions and activities within the group and 

organizational environment. These environmental considerations are equally important 

as situational factors (Kabanoff, 1981). Leadership plays a fundamental role in 

overcoming institutional and national financial challenges and complications. 

 The leadership of UAE has put in place measures to ensure that the business 

community remains highly attractive and that key sectors are protected according to UAE 

Interact (2016). Other national economic decisions such as pegging of the United Arab 

Emirates Dirham (AED) against the United States Dollar (USD), the removal of taxes from 

imports and personal income, among others have altogether contributed to the 
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establishment of a lucrative environment for business success (ORYX World, 2013; 

Khamis et al., 2010). The UAE remains an active member of the World Trade 

Organization (WTO), General Agreement on Tariffs and Trade (GATT) and the Greater 

Arab Free-Trade Area (GAFTA). Despite these resilient measures which have been 

adapted to nurture the UAE economic environment over the last several decades, the 

country has remains largely oil dependent (Mills, 2016). The download slope of global oil 

prices has taken a significant toll on economies in the Gulf Corporation Council (GCC) 

and other oil dependent countries including UAE. Even though the oil producing 

communities have taken several stands for mega producers like Iran and the Kingdom of 

Saudi Arabia to control production, no stringent enforcement measures exist, and these 

stands have been largely unsuccessful (McDonald 2016). Others, including Raval (2016), 

have highlighted that disagreements among oil producers exist as some producers agree 

to tighten production only after other countries make initial moves in this direction. 

Moving from the national level to the institutional level, there has been the need for 

effective leadership to drive institutional development and organizational performance 

in oil companies. Mills (2016) argued for instance on the introduction of radical measures 

and leadership change in oil institutions in order to tackle and reduce the negative impact 

of the economic trends. Subjects such as gender equality in leadership have been 

considered by ADNOC and other establishments in the sector to ensure that all forms of 

expertise are welcomed to lead such institutions (Al Hilal Publishing & Marketing Group, 

2016). According to McAuley (2016), the company has considered the need for women in 

various roles as chief executive officers. 

 To the assumption of key strategic paths that can benefit the institution and UAE 

as a whole, the necessity of modelling effective leadership in ADNOC is critical. There is 

no doubt that the area of leadership has received tremendous attention in literature, yet 

serious gaps remain on leadership effectiveness models. a model of leadership 

effectiveness that considers performance and ley ingredients as key elements has been 

left unattended and misappropriated in literature. This remains the main research gap of 

the present study. Beside this the study considering building on the Contingency Model 

of Leadership Effectiveness to meet contemporary business needs. Ultimately, the search 

for a contemporary concept of leadership effectiveness and not just leadership models 

but leadership effectiveness models proved rare at the commencement of the present 

study. Fiedler’s (1978) Contingency Model of leadership effectiveness was considered 

because it has gained dominance as a leadership effectiveness model; however, to 

criticize or evaluate the model, it is only backed by outdated literature and studies which 

have attempted. 

 

2. Review of the Literature 

 

Main concepts and perceptions that lie beneath the study are discussed in this section 

through a review of secondary literature. In this section, attention is paid to 
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disagreements in literature regarding concepts that have been tackled from different 

perspectives by different scholars. 

 

2.1 Theoretical Background 

Risk can be quantified and that it is “susceptible to measurement” which is argued by Nehari 

Talet et al., (2014). Even though risk involves a high level of uncertainty, it may be 

considered that risk is a measurable uncertainty. Looking into literature concerning 

project management, it can be found that Knight’s argument is widely supported by other 

scholars in this area as established by Nehari Talet et al., (2014). Sicotte & Bourgault (2008) 

agreed with Nehari Talet et al., (2014) and mention that even though risk is uncertain, it 

is identifiable. On this note, a number of definitions of risk have been offered. Schneider 

& Levin (1997) for instance define risk as an event that poses a threat to the fortune of an 

entity if it happens. According to Richardson (2010), risk management of IT projects is 

not a simple concept as it seems in other aspect of business management; rather, it 

involves a combination of anticipation, planning, and monitoring of activities in order to 

be able to minimize the impact of potential unwanted events. 

 It may nearly be accepted that a one-size fit all definition may be non-existent by 

taking a critical look at the concept of leadership from varied perspectives. The concept 

is ultimately dynamic in nature; the inconsistency in definitions and conceptualizations 

reveals this dynamism. Moreover, leadership involves a very wide range of skills, 

attitudes, behaviours or even accommodating situations. Leadership has therefore 

attracted a lot of attention as a role played by individuals, group and business processes. 

In this same way, leadership has evolved as function of individuals. From another 

perspective on the dynamic nature of leadership, Aydogdu & Basikjil (2011) considers 

leadership as a purpose and a part. 

  

2.2 Leadership 

Discussions involving the concept of leadership reveal several theories and concepts 

according to Dartey-Baah (2015). Some of these theories include the quite old “Great man 

theory” and behaviour theory, and the more recent and quite popular theories like the 

transactional and transformational leadership theories. In a similar scope as varied 

definitions, a number of theories of leadership have been proposed. One important 

starting point is the trait leadership theory. According to Jago (1982) and more recently 

by Bass (1990) and Zaccaro (2007), this line of theory emphasizes that leadership are borne 

and not made. Leadership were therefore believed to have certain traits originally 

inherent within and cannot be transferred or thought through training and development. 

Bass & Bass (2008) identified some of the key traits that come with leaders originally as 

including persistence, integrity, adaptability and esteemed socio-economic status. 

Theorist in this area have not been consistent; Whetten & Cameron (1991), Kirkpatrick & 

Locke (1991), Lord et al, (1986), Mann (1959) and Zaccaro (2007) among several others 

propose unique and different traits or categorization based on which leadership traits. 
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Originating from Jago (1982), the trait theory of leadership was founded on the notion 

that leaders are not trained, but rather, they are born as influential. 

 As per Judge & Piccolo (2004), the trait theory of leadership remains the most 

honoured leadership research tradition where the individuals who are considered as 

leaders possess the above-mentioned attributes and qualities. It may be noted that, even 

in recent times, the trait theory of leadership has been given great regard, this is because, 

other theories of leadership when classifying leadership (with other forms of 

classification) tend to include some of these traits. According to Marturano & Gosling 

(2008), presents behaviour theory of leadership this line of theory is in an attempt to 

explain the different empirical explanations behind how leaders behaved and the 

categorization of key traits to that effect. Ghsabeh presents situational theory of 

leadership, the situational theory of leadership style is the third type of leadership theory 

and is based on the assertion that situational factors dictate leadership success and 

success is not based on traits or any other set of behaviour exhibited by the leader but 

this theory emerged as a result of the increasing significant being gained by situational 

factors (Ghsabeh et al., 2015). 

 Referring to Zhu et al. (2012), scholars in the field of organizational research have 

discovered that the organizational identification and work group identification of 

employees play strong roles in how well they perform assigned tasks (Walumbwa et al., 

2008), their citizenship behaviour (O’Reilly III & Chatman, 1986), job satisfaction and 

other work outcomes as shown in Riketta (2005). Brouer (2012) points out that even 

though there has been research into collective identification with organizations and work 

units (Riketta, 2005; Riketta & van Dick, 2005), there is rather a lack of adequate research 

with regards to the personal identification of followers with leaders. Brouer (2012) argue 

that, in contrast to the concept of collective identification with the organization or the 

work unit, personal identification has more to do with the followers identifying with a 

single person (the leader) instead of the entire group. In contribution to this, Hobman et 

al., (2011) describe personal identification with the leader as a process of self-

categorization in which the individual (follower) defines him or herself based on the 

attributes of the leader. Here, individuals pay a lot of attention to individual 

achievements for the leader and maintain a very strong relationship with the leader. 

 

2.3 Situational Theory of Leadership 

The situational theory of leadership style is the type of leadership theory and is based on 

the assertion that situational factors dictate leadership success and success is not based 

on traits or any other set of behaviour exhibited by the leader (Ghsabeh et al., 2015). The 

situational theory of leadership argue that leadership depends on any given situation and 

these two are inseparable. Aside from these theories, several others have sprung up and 

these include the charismatic, ideological and pragmatic leadership styles (Mumford, 

2006; Bedell-Avers et al., 2009), the transformation and transactional leadership styles 

(Bedell-Avers et al., 2009; Conger & Kanungo 1998; Shamir et al., 1993; Dartey-Baah, 2015; 

Ngadiman et al. 2013; Voon, et al., 2011). 
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2.4 Organizational Performance 

Every organization aims to sustain performance, and this is because organizations are 

only able to grow through sustained performance; emphasized by Gavrea et al. (2011). 

This suggests that organizational performance is considered as one of the most important 

variables in management research and leadership. It must however mention that, even 

though organizational performance is very popular in academic literature, it has been 

given several meanings by different researchers and this makes it difficult to arrive at a 

simple definition for it. This means that there is no single definition for the concept of 

organizational performance that is universally accepted. Georgopoulos & Tannenbaum 

(1957) viewed organizations as social systems and defined organizational performance 

in the 50s as the degree to which organizations achieve their goals. In more recent 

developments, Gavrea et al. (2011) add that the focus of performance evaluation during 

this period was on work, people and the structure of organizations. Another dimension 

of the concept worth noting is that performance is subject to individual or situational 

interpretation (Kaplan & Norton, 1992). The subjective nature of performance here 

stipulates that it is possible that different people understand the performance of an 

organization differently. For instance, the performance of an organization maybe 

interpreted differently by individuals within the organization and individuals outside 

the organization. It is necessary to identify the elements characteristic to every area of 

responsibility and situational elements in order to adequately define organizational 

performance. 

 It is argued by Lebans & Euske (2006) that the ability to quantify the results 

achieved by an organization is necessary to report its level of performance. Observing the 

global economic conditions over the past few years, many organizations were affected 

worldwide (Fox, 2016). It is necessary for organizations to be have the ability to adapt 

and survive in the current business environment where challenges keep increasing day 

in day out (Gavrea et al., 2011). According to Gavrea et al. (2011), performance indicators 

are developed for the purpose of reporting the quality of the activities performed in an 

organization, they also provide support for the timely achievement of objectives within 

the constraints of a predetermined budget. However, Gavrea et al. (2011) argues that in 

order to effectively use these performance indicators, it is important to fully understand 

the role they play. 

 

2.5 Internal and External Factors of Leadership 

With the appreciation to innovative employees on their innovative performance, 

recognition leadership behavior is linked, and, if, employee will not work accordingly 

then he will be punished. On the other side, providing vision leadership behavior is 

connected with providing directions for future actions, communication of preferred types 

of innovation, and communication of explicit vision. Same as, in transactional leadership 

style, the role of supervisor, group performance and organizational performance is 

focused, and it is based on system of punishments and rewards. In business, employees 

are rewarded when they are successful, and they are punished when they fail (Akram, 
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2012). (Zhu et al, 2005) suggest that visionary leadership will result in high levels of 

cohesion, commitment, trust, motivation, and hence performance in the organisational 

environments. According to (Mehra et al 2006), when some organizations seek efficient 

ways to enable them to outperform others, a long’ standing approach is to focus on the 

effects of leadership. This is because team leaders are believed to play a pivotal role in 

shaping collective norms, helping teams cope with their environments and coordinating 

collective action. These leaders centered perspective has provided valuable insights into 

the relationship between leadership and team performance. (Avery 2008). 

 From the above discussion 3 variables have been extracted with sub variables: 

• External Factor- subordinate characteristics, groups' factors, and organizational 

factors; 

• Situational leadership; 

• Organizational performance. 

 

3. Methodology of the Research 

 

This part will present a comprehensive detail on the research design and methodology 

that is used in this study. 

 

3.1 Conceptual Framework 

The developments in literature point in the direction that the situational component of 

Fiedler’s (1964; 1967) contingency model of leadership has been the main draw-back in 

event of its validity and its ease of implementation. The conceptual framework of the 

study is presented in Figure 3.1. The present study builds on the Contingency Model of 

Leadership Effectiveness by drawing on contemporary theories and existing criticisms 

and examining how the contemporary model of effective leadership can be used to 

improve performance in an organizational context. 

 

 
Figure 3.1: The Conceptual Framework 

 

3.2 Hypothesis of the Research 

In Figure 3.1, based on the inter-relationships between the components and variables of 

the study presented in the conceptual framework of the study, key hypotheses are 

established. The hypotheses are backed by theoretical literature in this section of the 

study. After all the hypotheses, the validity of the model is tested empirically by setting 

extreme scenarios of a favourable and an unfavourable leadership situation. 
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H(x) Hypothesis 

H1 Leader’s external environment has a significant effect on leadership situational scope. 

H2 Leadership situational scope has a significant effect on organizational performance. 

 

3.3 Research Design 

Three main types are included in the Research design namely descriptive, explorative 

and experimental. The current study is using the descriptive design as the most 

appropriate study design for this kind of study. According to Sekaran and Bougie (2010), 

“descriptive study is undertaken in order to ascertain and be able to describe the characteristics of 

the variables of interest in a situation” (p.105). This type of study is a guide for making 

observations to proper documentation of phenomenon of interest based on scientific 

method and therefore it is more reliable than doing casual observation which is 

conducted by untrained people. 

 Research design is a framework or blueprint for conducting the research. It refers 

to the logical structure of the inquiry by engaging with the logical problem not logistical 

issues (Malhotra, 2004). Basically, research design articulates what data is required, from 

whom and how it will answer the research question. Above all, research design affects 

the extent to which causal claims can be made about the impact of the intervention. The 

deductive approach is more associated with the quantitative approach as conducted in 

the present investigation. As mentioned by Gill & Johnson (2002), the deductive approach 

stems from theory to empirical assessment, usually guiding the establishment of evidence 

with the help of a conceptual framework. The deductive approach permits a structural 

approach (Saunders et al., 2012) and falls in line with the present investigation. 

 The present research design is predominantly quantitative in nature. Aside from 

the assertions that the quantitative method is in congruence with the positivist 

ontological stance and the deductive reasoning to research, this design is justified based 

on the underlying beliefs for objectiveness. The quantitative approach is again justified 

as it helps collect core and structural data towards answering the set research questions 

(Hair et al, 2003; Creswell 2009). Ultimately, the quantitative approach is more concerned 

for generalizability and representativeness which are considered as part of the need for 

objectivity and credibility in empirical assessment. 

 

3.4 Population of the Research 

As reported by Reuters (2016) as at May 2016, a headcount of all employees under 

ADNOC reveals a total of 55,000. This population of employees are however spread 

across the GCC and UAE. Considering this population size, the present study adopts the 

appropriate sampling technique and sampling size to arrive at most authentic and 

reputable sampling approach for the current study. 

 

3.5 Sampling Size and Technique 

Mostly, the sampling design is of either probability sampling or non-probability 

sampling. Of which, the non-probability sampling emphasizes that the elements in the 

population do not have an opportunity or probability of being selected as a subject in the 
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sample whereas, in the probability sampling, the elements have an opportunity or 

probability of being selected as a subject in the sample (Sekaran & Bougie, 2014).In an 

attempt to ensure generalizability of findings to the population of ADNOC, the adequacy 

of sample is critical. Adoption of the appropriate sampling technique also ensures a 

representative sample to the defined population. 

 

3.6 Sample Size 

The sample size is influenced by the number of factors such as the purpose of the study 

(Kelso, 2008; Sekaran & Bougie, 2014), size of the population (Kelso, 2008; Chailee, 2008), 

non-responsive error, and accuracy of the study (Kelso, 2008; Sekaran & Bougie, 2014). 

According to Saunders et al., (2007), the population of between 10,000 and 100,000 would 

need a minimum sample of 383 to be generalizable at 95% confidence interval or 5% error 

margin. For the right sample size, it is important to factor in a response rate in order to 

give room for non-response error. The minimum sample size was however first adjusted 

to the exact population size using the following formula as provided by Saunders et al., 

(2007): 

 

𝑛2 =  𝑛1/(1 + (
𝑛1

population
)) 

 

 Here, 𝑛2 is the adjusted sample size and 𝑛1 is the minimum sample size of 383. 

Factoring the available minimum sample size and the actual population into the 

equation, the following is arrived: 

 

𝑛2 =  363/(1 + (
383

55,000
)) 

𝑛2 =  363/(1.00696) 
𝑛2 =  360 

 

 A response rate of 80% is considered as the overall valid responses. This rate is 

factored into the main equation provided below to arrive at the actual sample size: 

 

𝑛3 =
𝑛2 ∗ 100

re%
 

 

 Where, 𝑛3 is the actual sample size considered for the present study and 𝑛2 is the 

adjusted sample size estimated in the previous equation. The following is arrived: 

 

𝑛3 =  
360 ∗ 100

80%
 

𝑛3 =  𝟒𝟓𝟎 
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 Using this sample size (n3=450) would ensure that more authoritative results are 

achieved. This actual sample size considers the possibility of non-response and is larger 

than the minimum sample size. 

 

3.7 Sampling Technique 

To ensure representativeness of the sample to the population of interest, sampling 

technique is critical. A sampling frame of all ADNOC employees in UAE is considered. 

Considering ADNOC is present in all the Emirates but Dubai, and is based in Abu Dhabi, 

a stratified proportional sampling technique is used. All employees in Abu Dhabi are 

considered in a single stratum whereas all other employees in the Northern Emirates are 

considered in a second stratum. The exact proportion of sample per strata was obtained 

prior to actual data collection. The proportions were obtained by requesting a list of all 

ADNOC employees in UAE region, the sampling frame. 

 

3.8 Data Sources 

In view of the primary and secondary sources of data known as the two main sources of 

data present for any investigation, the primary source of data is used to answer all 

research questions in the present investigation. Primary data is gathered in the direction 

of set hypotheses without reliance on data originally collected by someone else on a 

different set of independent research objectives. Saunders et al., (2007, p. 256) refer to 

secondary data as reanalysis of data that have already been collected for another purpose 

and this study does not consider such data. 

 Despite the secondary data comes in handy, it may not fit the main purpose of the 

study since it was not collected with the main study in mind. Moreover, secondary data 

may be very difficult to access, aggregations and definitions may be unsuitable to the 

investigation, no control over data quality exists and other limitations exist. Using 

primary data may be time consuming but overcomes all of these limitations. 

 

3.9 Data Collection Instrument and Measurement 

According to Sekaran & Bougie (2014), a survey instrument is consisting of a set of 

questions, to which the respondents provide their answers and an efficient data gathering 

technique when the researcher knows precisely what is necessary. The questionnaire, is 

often called the survey instrument, can be placed in to three categories based on the 

nature of the administering, personally administered, mail and electronically 

administered questionnaires. Data is collected with the help of the survey questionnaire. 

Hence, the present study is to be used questionnaire rather than other two methods 

namely interviewing and observing People and phenomena, because of it descriptive in 

nature. Of which personally administered, and mail questionnaires are more appropriate 

for the present study where the nature of the respondents is concerned. The instrument 

was separated into three main sections: (1) situational factors and its antecedents, (2) 

leaders’ behaviour and its antecedents and (3) organizational performance. It may be 

noted that the exploratory section is section one of the questionnaire (Appendix C). The 
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indicators and items for measurement of the variables are presented in Table 3.2, Table 

3.3 and Table 3.4. All items on the questionnaire aside from demographics and leader 

behavioural orientation were measured with the five-point Likert Scale. Key 

demographic collected include age, gender, level of education and level of management. 

 

3.10 Data Collection Administration 

To ADNOC headquarters in Abu Dhabi to be granted access, a formal letter was 

submitted to required data in the organization. A copy of the approved letter was then 

attached to all the emails of selected respondents after a random selection has been done 

in the two main strata under consideration. It was important to ensure that the 

respondents selected from each stratum are proportional to the size of the strata in 

relation to the overall size of ADNOC employees in UAE. 

 On Survey Monkey Online Data Collection Platform, the questionnaire was placed 

and sent to the participants for completion. The questionnaire was then delivered to the 

respondents or participants in the form of an email. The participants or respondents were 

required to read the information sheet in their respective emails and proceed to offer 

consent on the first page of the online questionnaire. After offering consent, the survey 

proceeds to the next sections. 

 To the data collection, a period of 8-10 weeks was allocated. After every two 

weeks, reminders were sent to the participants and this helped increase response rate. As 

discussed in the previous sections, a single questionnaire was used. Data from this 

questionnaire was used for both the exploratory and conclusive aspects of the study and 

proved quite lengthy. An attempt was made to reduce the number of questions asked in 

order to facilitate response. 

 

3.11 Data Analysis 

To analyse and arrive at key factors that determine the variables of leader member 

relations, task structures and leader positions in contemporary times of leadership 

administration, factor analysis was used. Factor analysis can either be exploratory (EFA) 

or confirmatory (CFA). Whereas the former has to do with the deducing of latent themes 

from a pool of indicators or variables, the latter has to do with the use of structural 

equation modelling to establish exploratory inter-relationships. It may be noted that the 

factor analysis in the present study is in an attempt to explore patterns (latent variables) 

among indicators. Factor analysis is therefore EFA and applies to the first research 

question of the study. This research question informs the research hypothesis and 

involves identification of key situational elements in the contingency model of 

leadership, as exists in contemporary leadership environments. The first, second, third 

and fourth research hypotheses were analysed with the help of regression analysis. These 

hypotheses sought the impact of key independent variables on other dependent 

variables; specifically, these hypotheses constitute the (1) the impact of leader’s internal 

environment on leadership behaviour, (2) the impact of leader’s external factors on the 

leadership situational scope, (3) the effect behaviour on organizational performance, and 
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(4) what is the effect of contemporary leadership situational factors on organizational 

performance. In all these analyses, a single dependent variable was matched against a 

group of independent variables in a linear equation modelling where: 

 
𝑦 = 𝑏 + 𝑎1(𝑥1) + 𝑎2(𝑥2) + 𝑎3(𝑥3) + 𝑎4(𝑥4) + ⋯ + 𝑎𝑛(𝑥𝑛) (1) 

 

Here, 

𝑦 = dependent variable, 

𝑎1~𝑎𝑛 = the coefficient of the independent variables, 

𝑥1~𝑥𝑛 = the independent variables, 

and 𝑐 = the y-intercept. 

Same form of analysis will be conducted for all research hypotheses. 
 

4. Results and Analysis 

 

This section represents the outcomes of primary data collection. These results are 

analysed in this section towards achieving the study’s objectives. First, the demographics 

of respondents are presented, followed by a careful analysis of the data observations in 

order to remove all inconsistencies bias responses. Descriptive statistics are then 

presented to summarize all collected data, followed by critical reliability and data 

validity assessments. Main analyses in this section are done in the form of hypothesis 

testing in order to either accept or reject the established hypotheses of the study. Testing 

the hypotheses in this section also play a key part in answering the research questions of 

the study. All analytical methods used are mentioned in this section alongside their 

respective studies. 

 

4.1 Demographic Statistics 

In Table 4.1, key demographics are presented. Out of the 382 valid responses,223 (58.4%) 

were males and remaining 159 (41.6%) were females. Most of the participants belonged 

to the age range of 25 to 34; 106 respondents representing 27.7% of the total sample. About 

23% of the sample (88 respondents) were aged between 35 to 44 years and this was closely 

followed by those aged between 15 to 24 years (21.2%) and 45 to 54 years (18.1%). In 

addition to this, 52% of the respondents had successfully completed University or first 

degree; this category numbered 200 out of the total of 382 respondents. High School and 

Diploma leavers formed 33% and a small percentage of respondents had post graduate 

degrees or above (14.7%). 

 To these demographics, an unconscious attempt was made to ensure that the 

departments in the organization spread equally among the sample as observed in a 

simple random sampling attempt. the study considered two main strata of all employees 

in Abu Dhabi in a single stratum and the rest in the other Emirates in another stratum. 

This registered nearly equal proportions of respondents in the various levels of the 

organization as presented in Table 4.1. Most of the respondents were in the middle level 
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of the organization (39.0%) followed by operational level employees (34.3%) and top 

management level employees (26.7%). 

 
Table 4.1: Summary of Demographic Statistics 

Item Categories Frequency Percentage 

Gender Male 223 58.4 

Female 159 41.6 

Age 15-24 81 21.2 

25-34 106 27.7 

35-44 88 23.0 

45-54 69 18.1 

55 and above 38 9.9 

Education High School or less 126 33.0 

University of 1st Degree 200 52.2 

Postgraduate or above 56 14.7 

Level Operational level 131 34.3 

Middle level management 149 39.0 

Top level management 102 26.7  
Total 382 100 

 

4.2 Descriptive Statistics 

The descriptive statistics of collected primary data are presented in this section. It must 

be noted that the minimum and maximum values of 1 and 5 respectively run through for 

all items as a five-point Likert Scale was used. The descriptive statistics presented in this 

section include mean, standard deviation and variance for all factors. 

 
Table 4.4: Descriptive Statistics – Leader’s External Environment  

Mean SD Var. Skewness 

Statistic Statistic Statistic Statistic 

Age 3.46 1.270 1.614 -.512 

Gender 3.47 1.293 1.672 -.529 

Subordinate Characteristics (mean = 3.46) 

Size 3.63 1.135 1.288 -.707 

Viscidity 3.71 1.088 1.184 -.761 

Homogeneity 3.73 1.106 1.222 -.699 

Flexibility 3.84 .945 .892 -.798 

Stability 4.11 .925 .856 -.825 

Group Factors (mean = 3.7885) 

Decision Making Practice 3.76 1.074 1.154 -.823 

Communication Flow 3.95 1.008 1.016 -1.095 

Goal Emphasis 3.97 1.080 1.167 -.985 

HRM Emphasis 3.52 1.174 1.379 -.560 

Organizational Factors (mean = 3.87) 

Note: n = 382, Std. Error = .125 

 

With regards to the exploratory elements of leadership situational factors, a total of 15 

main indicators were observed (Table 4.4). The descriptive statistics indicate that task 
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structures are the most common situational elements in ADNOC (mean = 3.58). Key 

elements within this situational dimension include managing logistics (3.86), clear 

agenda (3.77), and punctuality of tasks (3.92), task reviews (3.91) and communication 

(3.79). The least applicable situational dimension was leaders’ position power; an overall 

mean value of 3.59 was obtained. 

 
Table 4.4: Descriptive Statistics – Situational and Performance  

Mean SD Var. Skewness 

Perceived Similarity 3.90 .854 .729 -.789 

Self-Promotion 3.69 .945 .893 -.442 

Assertiveness 3.79 1.007 1.015 -.737 

Leader trust 3.76 .960 .921 -.606 

Inclusiveness 3.71 .957 .916 -.503 

Leader Member Relationship (mean = 3.77) 

Managing Logistics 3.86 .919 .844 -.619 

Clear Agenda 3.77 .923 .851 -.469 

Punctuality of tasks 3.92 .889 .789 -.708 

Task reviews 3.91 .882 .777 -.454 

Communication 3.79 .909 .826 -.655 

Task Structures (mean = 3.8518) 

Formal Power 3.62 1.072 1.150 -.578 

Informal position power 3.44 1.191 1.417 -.530 

Leader’s ability to influence 3.58 1.056 1.115 -.558 

Formulating policies 3.55 1.012 1.025 -.578 

Formulating Procedures 3.78 .919 .845 -.604 

Leader Position Power (mean = 3.59) 

Pleasant & Unpleasant 4.43 2.136 4.561 -.005 

Friendly & Unfriendly 5.09 1.802 3.249 -.162 

Rejecting & Accepting 4.94 1.860 3.461 -.220 

Tense & Relaxed  5.05 1.975 3.900 -.232 

Distant & Close  4.70 1.875 3.516 -.024 

Organizational Performance (mean = 3.580) 

Note: n = 382 

 

4.3 Data Reliability 

The data was tested for reliability. Cronbach Alpha was used as a test for internal 

consistency. Reliability results are presented in Table 4.5. All reliability statistics were 

above .5 even though an alpha value greater than .5 and less than .6 may be considered a 

poor internal consistency (George & Mallery, 2003). Even though generally results of 

internal consistency may be considered acceptable but poor, alpha value above .7 may be 

considered more acceptable. Some of the constructs and sub-constructs had mixed 

results. Leader’s internal environment for instance had an overall poor level of internal 

consistency even though the individual groups of leader’s characteristics and leader 

hierarchy had alpha values above .8. Analysis of these may therefore be considered under 

separate multiple regression models in the subsequent sections. 
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Table 4.5: Reliability Statistics 

Construct Sub-Construct n Alpha 

Leaders’ External Environment (.894) Subordinate Characteristics 2 0.772 

Group Factors 5 0.828 

Organizational Factors 4 0.859 

Situational Factors (.665) Leader-Member Relationship 5 0.725 

Task Structures 5 0.787 

Leader Position Power 5 0.853 

Organizational Performance 4 0.849 

Total 30 
 

 

Pertaining to leader’s external environment, subordinate characteristics (.77), group 

factors (.828) and organizational factors (.852) had alpha values above .7; moreover, the 

overall internal consistency of the construct proved highly satisfactory at .894. Situational 

factors, to be explored later in the analysis, had a lower score of internal consistency (.765) 

compared with the individual sub-constructs; this construct will be explored later to 

observe latent sub-constructs applicable to contemporary contingency leadership 

situations. Final check for internal consistency includes leader’s behaviour and 

organizational performance. Behaviour had a questionable score of 0.759 and 

performance had a good internal consistency score of 0.849 respectively. 

 

4.4 Exploratory Factor Analysis (EFA) 

Without foisting a predetermined structure on the outcome, Exploratory Factor Analysis 

(EFA) explores the possible underlying factor structure of a set of variables (Child, 1990). 

In Exploratory Factor Analysis (EFA), there are few steps to be looked into. Firstly, the 

variables to be investigated has to be identified which has been done in Section 2. 

Extensive and in-depth review of literatures by previous scholars worldwide has been 

done. The variables involved this study is implored both in Section 2 and Section 3. 

Simultaneously, descriptive information of the data collected is to be extracted, which 

should be more detailed. The Univariate descriptive, Initial solution, Coefficient R-

matrix, Significance levels, Determinant Test for multicollinearity or singularity, KMO 

and Bartlett’s tests, inverse of the correlation matrix, model’s Correlation matrix and 

Anti-image of the covariance and correlation is calculated. To test this assertion, the pool 

of indicators in the leadership situational scope was explored for key patterns. First, KMO 

and Bartlett’s Test for adequacy was observed as statistically significant (Table 4.6). 

 

Table 4.6: Hypothesis 1: KMO and Bartlett’s Test 

KMO and Bartlett’s Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .802 

Bartlett’s Test of Sphericity Approx. Chi-Square 1465.852 

Df 105 

Sig. .000* 

Note: * Significant at 0.01 significance level 
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Hypothesis 1: Effect of Leader’s External Environment on Situational Factors 

The first hypothesis stated that: 

 H1: Leader’s external environment has a significant effect on leadership 

situational scope. 

 Main components of the external environment include subordinate characteristics, 

groups factors, and organizational factors. Nonetheless, the main elements of situational 

scope were observed to be internally inconsistent even though a good level of construct 

validity exists within each sub-construct. These dependent variables are therefore 

considered in three separate multiple regression assessments. For the first situational 

factor, that is leader-member relations, results are presented in Table 4.12, Table 4.13 and 

Table 4.14. 

 

Table 4.12: Hypothesis 1(a): Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .179a .032 .024 .645 

Note: a. Predictors: (Constant), Subordinate, Organizational, individual and Group Factors 

 

Table 4.13: Hypothesis 1(a): ANOVA 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 5.205 3 1.735 4.176 .006*b 

Residual 157.031 378 .415   

Total 162.235 381    

Note: a. Dependent Variable: Leader-Member Relationship. b. Predictors: (Constant), Subordinate, 

Organizational, individual and Group Factors. * Significant at P < 0.05. 

 

Table 4.14: Hypothesis 1(a): Coefficients 

Model Unstandardized Coefficients Std. Coeff. t Sig. 

B Std. Error Beta   

1 (Constant) 4.271 .166  25.722 .000 

Subordinate Characteristics -.073 .032 -.129 -2.239 .026* 

Group Factors -.048 .061 -.059 -.786 .432 

Organizational Factors -.018 .055 -.025 -.321 .748 

Note: a. Dependent Variable: Leader-Member Relationship. Significant results highlighted. * significant at 

p<0.05 

 

As observed in the first category of results for the second hypothesis, results indicate that 

subordinate characteristics may be a good predictor of effective leader-member 

relationship processes. This holds even though the variance explained by the model is 

small to be considered substantial. The ANOVA test for difference between means 

however indicate that this is significant at p < 0.05. The second hypothesis may therefore 

be accepted for this unique relationship that  

 H2a: Subordinate characteristics have a significant negative effect on leader-

member relationship; this hypothesis is accepted. 
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 The second set of inter-relationships was observed considering Task Structures as 

the main dependent variable. Results for this relationship are presented in Table 15, Table 

16 and Table 17.  

 
Table 15: Hypothesis 1(b): Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .041a .002 -.006 .60436 

Note: a. Predictors: (Constant), Subordinate, Organizational, individual and Group Factors 

 
Table 16: Hypothesis 1(b): ANOVA 

Model Sum of Squares df Mean Square F Sig. 

1 Regression .229 3 .076 .209 .890b 

Residual 138.065 378 .365   

Total 138.294 381    

Note: a. Dependent Variable: Task Structures. b. Predictors: (Constant), Subordinate, Organizational, 

individual and Group Factors.  

 

For this situational element, largely insignificant results were obtained. The R-Statistics 

were very low, and ANOVA was not significant as well. None of the independent 

variables established a significant predictive effect on Task structures. 

 

Table 4.17: Hypothesis 1(b): Coefficients 

Model Unstandardized Coefficients Std. Coeff. t Sig. 

B Std. Error Beta 

1 (Constant) 3.868 .156  24.842 .000 

Subordinate Characteristics .016 .030 .030 .513 .608 

Group Factors -.037 .057 -.050 -.649 .516 

Organizational Factors .019 .052 .028 .361 .718 

Note: a. Dependent Variable: Task Structures 

 

Considering these results, the second hypothesis which partly assert that,  

H3b: Subordinate characteristics have a significant negative effect on Task Structures; 

may be rejecting on grounds of insignificant results.  

 The last aspect of the second hypothesis was observed considering leader position 

power as the main dependent variable. Results for this aspect of the second hypothesis 

are presented in Table 4.18, Table 4.19 and Table 4.20. Results indicate that Subordinate 

characteristics, group factors and organizational factors are not good predictors of leader 

position power. The R-Statistics are very low, ANOVA results were observed as 

insignificant and none of the predictors established a significant coefficient in the 

multiple regression models. 

Table 4.18: Hypothesis 1(c): Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .037a .001 -.007 .839 

Note: a. Predictors: (Constant), Subordinate, Organizational, individual and Group Factors 
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Table 4.19: Hypothesis 1(c): ANOVA 

Model Sum of Squares df Mean Square F Sig. 

1 Regression .357 3 .119 .169 .917b 

Residual 266.390 378 .705   

Total 266.747 381    

Note: a. Dependent Variable: Leader Position Power. b. Predictors: (Constant), Subordinate, 

Organizational, individual and Group Factors. 

 
Table 4.20: Hypothesis 1(c): Coefficients 

Model Unstandardized Coefficients Std. Coeff. t Sig. 

B Std. Error Beta 

1 (Constant) 3.717 .216  17.188 .000 

Subordinate Characteristics -.022 .042 -.030 -.510 .611 

Group Factors -.012 .080 -.011 -.145 .884 

Organizational Factors -.001 .072 -.001 -.016 .987 

Note: a. Dependent Variable: Leader Position Power. 

 

Based on these findings, the last aspect of the second hypothesis which stipulates that 

 H2c: Subordinate characteristics have a significant negative effect on Leader-

Position Power; may be rejected.  

 In total, nearly all areas of the second hypothesis were not effective. Nonetheless, 

for the first aspect of this hypothesis, subordinate characteristics may be accepted as a 

good predictor of Leader-Member Relationship. The overall hypothesis that: 

 H2: Leader’s external environment has a significant effect on leadership 

situational scope. 

 This hypothesis may however be rejected for all other components of the model. 

 

Hypothesis 2: Effect of Situational Factors on Organizational Performance 

The second hypothesis sought to examine the effect of situational factors on 

organizational performance. The main hypothesis stated that: 

 H2: Contemporary leadership situational factors have a significant impact on 

organizational performance. 

 Main independent variables include; leader-member relationship, task structures, 

and leader position power, as independent variables. Results for these predictors of 

organizational performance are presented in Table 24, Table 25, Table 26. 

 
Table 24: Hypothesis 2: Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .147a .021 .014 1.01192 

Note: a. Predictors: (Constant), Leader Position Power, Leader Member Relationship, Task Structures 
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Table 25: Hypothesis 2: ANOVA 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 8.497 3 2.832 2.766 .042b 

Residual 387.068 378 1.024   

Total 395.565 381    

Note: a. Dependent Variable: Organizational Performance, b. Predictors: (Constant), Leader Position 

Power, Leader-Member Relationship, and Task Structures. Significant at p < 0.05. 

 
Table 26: Hypothesis 2: Coefficients 

Model Unstandardized Coefficients Std Coeff. t Sig. 

B Std. Error Beta   

1 (Constant) 4.061 .491  8.276 .000 

Leader-Member Relationship -.215 .081 -.138 -2.668 .008* 

Task Structures .029 .088 .017 .327 .744 

Leader Position Power .061 .062 .050 .980 .328 

Note: a. Dependent Variable: Organizational Performance. * Significant at p < 0.01 significance level. 

 

On the other hand, examination of model summary in Table 27 shows that a rather low 

R-Squared Statistics were obtained. ANOVA results for this statistic was significant at p 

< 0.05. Of all the situational elements considered, leader-member relationship proved 

statistically significant as a predictor of organizational performance, with a negative Beta 

value of -.138 (p < .01). These results indicate that the fourth hypothesis is accepted for 

the main variable of leader-member relationship as a good but negative predictor of 

organizational performance. 

 
Table 4.27: Summary of the Hypotheses 

H(x) Hypothesis Finding 

H1 
Leader’s external environment has a significant effect on leadership situational 

scope. 
Rejected 

H2 
Contemporary leadership situational factors have a significant impact on 

organizational performance. 
Accepted 

 

5. Discussion, Recommendations and Conclusion 

 

A general discussion of findings is presented first followed by observation of the 

implications of the findings of the study. This section discusses several things, such as 

summary of situational leadership exploration, conclusive phase and validity phase. The 

necessary explanation has been presented as follows. 

 

5.1 Discussion 

In the exploratory attempt, the traditional elements of leadership situational factors 

including (1) leader-member relationship, (2) task structures and (3) leader position 

power were observed as still relevant to situational leadership effectiveness in today’s 

businesses. The questions surrounding this area in the questionnaire particularly sought 

to observe the extent to which important constructs led to the achievement of specific 
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atmosphere needed for effective leadership. Upon an exploration of important indicators, 

the indicators originally employed to explore these factors cleanly grouped into their 

respective dimensions. Ultimately, these dimensions are still relevant to today’s 

leadership environment and must therefore be acknowledged. Even though all three 

factors neatly converged, leader position power had strongest factor loadings or 

convergence; this was followed by leader-member relationship and task structures. 

 The On the conclusive phase of the study, two main hypotheses were examined. 

Mainly, only one relationship remained statistically significant. These relationships did 

not constitute the main hypothesis under observation but only a portion of these 

assertions. The second hypothesis for instance sought to observe the effect of leader’s 

external environment on leadership situational factors. The three situational factors were 

considered under separate multiple regression estimations. The observation of the 

predictive effect of leader’s external factors on leader-member relationship revealed 

subordinate characteristics as a statistically significant negative predictor (t [-2.239] = .032, 

p < 0.05). 

 The second hypothesis also revealed that leader-member relationship is a good 

predictor of organizational performance (t [-2.668] = .021, p < 0.01). Both H1 and H2 may 

have observed some amount of significance but at rather low R-squared values. Both 

were also negative predictors in their respective multiple regression models. Even 

though the negative predictive effect or subordinate’s characteristics is explained in real 

organizational terms and is backed by pertinent literature on the area, the negative 

predictive effect of leader member relationship on organizational performance rather has 

rare literature support. 

 

5.2 Practical Implications of Findings 

To achieve competitive advantage, the necessity of effective leadership development has 

remained central to the desire (Caligiuri & Tarque, 2012; Wallis & McLoughlin, 2007). The 

case of ADNOC was highlighted at the onset of the present study as important context 

within which the study was conducted. This context was considered as essential for the 

study as the country and ADNOC, in the not-so-distant past, suffered from the decline in 

global oil market prices (Khamis et al., 2010). Reduction in market prices followed one of 

the greatest global economic recessions and the UAE, KSA and surrounding countries 

have had to re-strategize institutions like ADNOC to operate successfully (McDonald 

2016; Raval, 2016).  

 Illustrating into salience the necessity of effective institutional leadership 

effectiveness in the oil sector, the need to manage effectively in an age of sustained and 

not-so-attractive low oil and gas market, the need for radical measures and sustainable 

institutional considerations in the oil sector has been highlighted by Mills (2016) and Al 

Hilal Publishing & Marketing Group (2016). As part of the practical rational of focusing 

on ADNOC as a main case study of the present study was to validate and empirically 

establish a leadership effectiveness model for private and public institutions in the 

region. Important but few practical implications may be highlighted considering most of 
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the relationships in the research model were not significant. Generally, two main areas 

may be highlighted. ADNOC must note that as employees’ age, this puts a stain on 

leader-member relationships. Moreover, female may be more responsible at managing 

leader-follower relationships than their male counterparts. In addition, leader-member 

relationship may be considered a negative predictor of performance. Ultimately, the 

composite score of perceived similarity, self-promotion, assertiveness, leader trust and 

inclusiveness were observed as a negative predictor of performance in ADNOC. These 

elements would rather be considered more rational considering a positive association 

exists with performance. Nonetheless, further insight may be required to better 

understand this inter-relationship between leader-member relationships and 

organizational performance in ADNOC. Further investigation into ADNOC may explain 

these inconsistencies and recommend avenues for improvement and alignment of leader-

member relationships. 

 

5.3 Recommendations to Future Researchers 

The current research has a vast theoretical significance. From the two main research gaps 

to the validation of the contingency model of effective leadership, further 

recommendations may be proposed for future research activities. Mainly, the present 

study observed many insignificant relationships pertaining to the data gathered from 

ADNOC. It is recommended that future researchers consider a more general sample that 

involves multiple institutions and does not consider participants from only a single 

institution. Diversity in participants may support evidence of these inter-relationships 

and such findings may be considered more authoritative in nature due to a large or broad 

sample base. 

 Major recommendations are offered to ADNOC and other public and private 

institutions in the UAE and surrounding regions. It is recommended that ADNOC and 

other organizations in the region pay attention to the inverse relationship between age, 

gender and leader-subordinate relationship. Ultimately, in no attempt to discriminate 

against older employees, these organizations must employ training sessions and other 

employee development programs to reduce the negative effects of age in leader-follower 

relationships. 

 

5.4 Conclusion 

For the first research objective, it is concluded that the constituents of the situational 

factors in the contingency model of leadership effectiveness have not changed and 

remain relevant to contemporary business management. The traditional factors of leader-

member relationship, task structures and leader power position may still be considered 

as relevant to the Contingency Model of Leadership Effectiveness. With regards to the 

first objective, it originally sought to observe the impact of leader’s external environment 

on leadership situational scope. Here, it is concluded that subordinate characteristics is a 

good and negative determinant of leader-member relationship. Specifically, it is 

concluded that as age of subordinate’s increases and as more males increase among 
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followers, the leader-member relationship deteriorates. It is concluded that females and 

young followers will ensure better leader-member relationships in ADNOC. The second 

objective sought to observe the effect of leadership situational factors on organizational 

performance. It is concluded that no predictive relationship exists between situational 

scope of the leadership model and organizational performance. The situations within 

which leaders operate may not essentially have any predictive effect on performance with 

the exception of a negative relationship between leader-member relationship and 

organizational performance. 

 

 

References 

 

Abu Dhabi E-Government Gateway (2016). Government Structure and System. 

[Accessed: April 04, 2016] Available at: 

https://www.abudhabi.ae/portal/public/en/abu_dhabi_emirate/government/gove

rnment_structure_and_system?_adf.ctrl-

state=10lezvc6ge_4&_afrLoop=5196641672360861#!  

Abu Dhabi International Petroleum Exhibition and Conference (ADIPEC) (2016). Oil and 

gas industry must take a coordinated and streamlined approach to security, urge 

experts. [Accessed: February 10, 2017] Available at: 

https://www.adipec.com/news-home/2016/september/oil-gas-industry-must-

take-a-coordinated-and-streamlined-approach-to-security-urge-experts/  

Ackoff, R. L. (1999), Re-creating the Organisation, Oxford University Press, New York, NY 

Adair J. (1973) Action-Centred Leadership. McGraw-Hill, New York, NY 

Adsit, J. D. London, M. Crom, S. & Jones, D. (1997). Cross-cultural differences in upward 

ratings in a multinational company. The International Journal of Human Resource 

Management. 8(4): 385-401. 

Al Hilal Publishing and Marketing Group (2016). Breaking the glass ceiling in energy: Oil 

and gas sector struggling with gender equality. [Accessed: February 20, 2017] 

Available at: http://www.albawaba.com/business/breaking-glass-ceiling-energy-

oil-and-gas-sector-struggling-gender-equality-878112  

Amabile, T. M., Conti, R., Coon, H., Lazenby, J., & Herron, M. (1996). Assessing the work 

environment for creativity. Academy of management journal, 39(5), 1154-1184. 

Antonakis, J. (2004). On why “emotional intelligence” will not predict leadership 

effectiveness beyond IQ or the “big five”: An extension and rejoinder. Organizational 

Analysis, 12(2), 171-182. 

Armstrong, M. (2000), Performance Management: Key Strategies and Practical Guidelines, 

Kogan Page, London. 

Asencio, H., & Mujkic, E. (2016). Leadership Behaviors and Trust in Leaders: Evidence 

from the US Federal Government. Public Administration Quarterly, 40(1), 156. 

https://oapub.org/soc/index.php/EJHRMS/index
https://www.abudhabi.ae/portal/public/en/abu_dhabi_emirate/government/government_structure_and_system?_adf.ctrl-state=10lezvc6ge_4&_afrLoop=5196641672360861
https://www.abudhabi.ae/portal/public/en/abu_dhabi_emirate/government/government_structure_and_system?_adf.ctrl-state=10lezvc6ge_4&_afrLoop=5196641672360861
https://www.abudhabi.ae/portal/public/en/abu_dhabi_emirate/government/government_structure_and_system?_adf.ctrl-state=10lezvc6ge_4&_afrLoop=5196641672360861
https://www.adipec.com/news-home/2016/september/oil-gas-industry-must-take-a-coordinated-and-streamlined-approach-to-security-urge-experts/
https://www.adipec.com/news-home/2016/september/oil-gas-industry-must-take-a-coordinated-and-streamlined-approach-to-security-urge-experts/
http://www.albawaba.com/business/breaking-glass-ceiling-energy-oil-and-gas-sector-struggling-gender-equality-878112
http://www.albawaba.com/business/breaking-glass-ceiling-energy-oil-and-gas-sector-struggling-gender-equality-878112


Yousef Hasan Jasem Hasan Alhammadi, Jacquline Tham, S. M. Ferdous Azam 

LEADERS’ BEHAVIOUR AND SITUATIONAL FACTORS TOWARD ORGANIZATIONAL  

PERFORMANCE AT ABU DHABI NATIONAL OIL COMPANY (ADNOC) 

 

European Journal of Human Resource Management Studies - Volume 4 │ Issue 1 │ 2020                                               140 

Augier, M. & Teece, D. (2007). Dynamic Capabilities and Multinational Enterprise. 

Penrosean Insights and Omissions. Management International Review 47 (2), 175-

192 

Avolio, B. J. & Bass, B. M. (2004). Multifactor Leadership Questionnaire, Manual and Sampler 

Set (3rd Ed.). Mind Garden, Inc. 

Aydogdu, S. & Basikjil, B. (2011). The Effect of Transformational Leadership Behaviour 

on Organizational Culture: An Application in Pharmaceutical Industry. 

International Review of Management and Marketing, 1(4), 65-73. 

Bachmann, R., & Akbar, Z. (2006). Handbook of trust research. Northampton, MA: Edward 

Elgar Publishing. 

Barney, J. (1991). Firm resources and sustained competitive advantage. Journal of 

management, 17(1), 99-120. 

Bass, B. M. (1997). Transformational Leadership: Industrial, Military, and Educational Impact. 

New York: Psychology Press. 

Bass, B. M., & Avoilio, B. J. (1994). Improving organizational effectiveness through 

transformational leadership. Thousand Oaks, CA: Sage Publications. 

Bass, B. M., & Avoilio, B. J. (2003). The multifactor leadership questionnaire report. Palo 

Alto, CA: Mind Garden. 

Bass, B. M., & Avolio, B. J. (1990). Developing transformational leadership: 1992 and 

beyond. Journal of European Industrial Training, 14, 21-27. 

Bass, B. M., (1985). Leadership and performance beyond expectations. New York: Free Press. 

Bass, B. M. & Bass, R. (2008). The Bass handbook of leadership: Theory, research, and managerial 

applications (4th ed.). Free Press. New York, NY. 

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

the vision. Organizational Dynamics, 18, 19-31. 

Bass, B. M. (1995). Transformational leadership redux. Leadership Quarterly, 6, 463-478. 

Bass, B. M. and Steidlmeier, P. (1999). Ethics, character, and authentic transformational 

leadership behaviour. Leadership Quarterly,10(2), 181-217. 

Bateman, T. (1986). The escalation of commitment in sequential decision-making. Decision 

Sciences, 17, 33-49. 

Bedell-Aversa, K., Hunter, S. T., Angie, A. D., Eubanks, D. L., & Mumford, M. D. (2009). 

Charismatic, ideological, and pragmatic leaders: An examination of leader-leader 

interactions. The Leadership Quarterly, 20(93), 299-315. 

Belbin, R. M. (1993) Team Roles at Work. Oxford: Butterworth-Heinemann 

Belias, D. & Koustelios, A. (2014). The Impact of Leadership and Change Management 

Strategy on Organizational Culture. European Scientific Journal, 10(7), 451-470. 

Bennis, W., & Nanus, B. (1985). Leaders: The strategies for taking charge. New York, NY: 

Harper and Row. 

Blaikie, N. (2000). Designing Social Research, 1st ed. Cambridge: Polity Press. 

Blake, R. R. & McCanse, A. A. (1991). Leadership Dilemmas—Grid Solutions. Houston: 

Gulf Publishing 

https://oapub.org/soc/index.php/EJHRMS/index


Yousef Hasan Jasem Hasan Alhammadi, Jacquline Tham, S. M. Ferdous Azam 

LEADERS’ BEHAVIOUR AND SITUATIONAL FACTORS TOWARD ORGANIZATIONAL  

PERFORMANCE AT ABU DHABI NATIONAL OIL COMPANY (ADNOC) 

 

European Journal of Human Resource Management Studies - Volume 4 │ Issue 1 │ 2020                                               141 

Blake, R.; Mouton, J. (1964). The Managerial Grid: The Key to Leadership Excellence. Houston: 

Gulf Publishing Co. 

Bolden, R., Gosling, J., Marturano, A., & Dennison, P. (2003). A Review of Leadership Theory 

and Competency Framework. Exeter, Centre for Leadership Studies, University of 

Exeter, UK 

Borman, W. C., & Motowidlo, S. J. (1993). Expanding the criterion domain to include 

elements of contextual performance. In N. Schmidt, W. C. Borman, A. Howard, A. 

Kraut, D. Ilgen, B. Schneider, & S. Zedeck (Eds.), Personnel selection in 

organizations (pp. 71-98). San Francisco, CA: Jossey-Bass. 

Boundless (2016a). Boundless Management. [Accessed: November 10, 2016] Available at: 

https://www.boundless.com/management/textbooks/boundless-management-

textbook/leadership-9/behavioral-approach-70/leadership-model-the-ohio-state-

university-350-3483/ 

Boundless (2016b). Boundless Management. [Accessed: November 10, 2016] Available at: 

https://www.boundless.com/management/textbooks/boundless-management-

textbook/leadership-9/behavioral-approach-70/leadership-model-university-of-

michigan-349-4022/ 

Bowman, C. & Ambrossini, V. (2003). How the resource-based and the dynamic 

capability views of the firm inform corporate-level strategy. British Journal of 

Management, 14, 289-303 

Boxall, P. and Gilbert, M. (2007). Management of managers. International Journal of 

Management Review, 9(2), 100-110. 

Bradberry, T., & Tatum, B. (2002). Seeking justice in organizations: The time is now. 

Symposium presented at the Second Biannual International Conference on 

Personal Meaning: Freedom, Responsibility, and Justice. Vancouver, British 

Columbia. 

Brouer, R. L. (2012). Leader Political Skill, Relationship Quality, and Leadership 

Effectiveness: A Two-Study Model Test and Constructive Replication. A journal of 

Leadership and Organizational Studies, 20(2), 185-198. 

Brown, M. E., & Trevino, L. K. (2006). Ethical leadership: A review and future directions. 

The Leadership Quarterly, 17, 595-616 

Brown, M. E., Trevino, L. K., and Harrison, D. A. (2005). Ethical leadership: A social 

learning theory perspective for construct development. Organizational Behavior and 

Human Decision Processes, 97 (2), 117-134 

Bruno L. F. C., & Lay, G. E. (2006). Personal values and leadership effectiveness. 

[Accessed: November 2, 2012] Available at: 

http://www.gcasa.com/download/Bruno_Personal_Values_Leadership.pdf  

Burke, C. S., Stagl, K. C., Klein, C., Goodwin, G. F., Salas, E., & Halpin, S. M. (2006). What 

types of leadership behaviors are functional in teams? A meta-analysis. The 

Leadership Quarterly, 17, 288–307 

Caligiuri, P. & Tarque, I. (2012). Dynamic cross-cultural competencies and global 

leadership effectiveness. Journal of World Business, 47(4), 612-622 

https://oapub.org/soc/index.php/EJHRMS/index
https://www.boundless.com/management/textbooks/boundless-management-textbook/leadership-9/behavioral-approach-70/leadership-model-the-ohio-state-university-350-3483/
https://www.boundless.com/management/textbooks/boundless-management-textbook/leadership-9/behavioral-approach-70/leadership-model-the-ohio-state-university-350-3483/
https://www.boundless.com/management/textbooks/boundless-management-textbook/leadership-9/behavioral-approach-70/leadership-model-the-ohio-state-university-350-3483/
https://www.boundless.com/management/textbooks/boundless-management-textbook/leadership-9/behavioral-approach-70/leadership-model-university-of-michigan-349-4022/
https://www.boundless.com/management/textbooks/boundless-management-textbook/leadership-9/behavioral-approach-70/leadership-model-university-of-michigan-349-4022/
https://www.boundless.com/management/textbooks/boundless-management-textbook/leadership-9/behavioral-approach-70/leadership-model-university-of-michigan-349-4022/
http://www.gcasa.com/download/Bruno_Personal_Values_Leadership.pdf


Yousef Hasan Jasem Hasan Alhammadi, Jacquline Tham, S. M. Ferdous Azam 

LEADERS’ BEHAVIOUR AND SITUATIONAL FACTORS TOWARD ORGANIZATIONAL  

PERFORMANCE AT ABU DHABI NATIONAL OIL COMPANY (ADNOC) 

 

European Journal of Human Resource Management Studies - Volume 4 │ Issue 1 │ 2020                                               142 

Chelladurai, P. (1993). Leadership. In R. Singer, M. Murphey, & L. K. Tennant (Eds.), 

Handbook of research on sport psychology (pp. 647–671). New York: Macmillan 

Chemers, M. M. (2002). Meta-cognitive, social, and emotional intelligence of 

transformational leadership: Efficacy and Effectiveness. In R. E. Riggio, S. E. 

Murphy, F. J. Pirozzolo (Eds.), Multiple Intelligences and Leadership, Mahwah, 

NJ: Erlbaum. pp. 91-104. 

Collis, J. & Hussey, R., (2003). Business Research: a practical guide to undergraduate and 

postgraduate students. 2nd ed. Basingstoke: Palgrave Macmillan. 

Conger, J. A. & Kanungo, R. N. (1988) The empowerment process: Integrating theory and 

practice. Academy of Management Review, 13,471–182. 

Cook, J., & Wall, T. (1980). New work attitude measures of trust, organizational 

commitment and personal need non-fulfilment. Journal of Occupational Psychology, 

53, 39-52. 

Copeland, M. K. (2014). The emerging significance of values-based leadership: A 

literature review, International Journal of Leadership Studies, Vol. 8 No. 2, pp. 105-

135. 

Creswell, J.W. (2009). Research design: qualitative and quantitative approaches, U.S.A: 

Sage Publications. 

Crotty, M. (1998). The foundations of social research: Meaning and Perspective in the 

Research Process. California: Sage Publications 

Curwin, J. and Slater, R. (2007). Quantitative Methods: A Short Course. London: 

Thomson Learning EMEA. 

Daft, R. L. (2005), The leadership experience, Third Edition, South-Western, Canada. 

Dancey, C. P. & Reidy, J. (2008) Statistics Without Maths for Psychology: Using SPSS for 

Windows (4th edn). Harlow: Prentice Hall. 

Dartey-Baah, K. (2015). Resilient leadership: a transformational-transactional leadership 

mix. Journal of Global Responsibility, 6(1), 99 – 112. 

Davis, M. (2008). Philosophy of Leadership Statement. Retrieved from 

https://www.msu.edu/~phamxuan/Leadership%20philosophy.html  

Day, D. V., & Lord, R. G. (1988). Executive leadership and organizational performance: 

Suggestions for a new theory and methodology. Journal of management, 14(3), 453-

464. 

De Cremer, D., Van Dick, R., Tenbrunsel, A., Pillutla, M. and Murnighan, J.K. (2011), 

Understanding ethical behavior and decision making in management: a 

behavioural business ethics approach, British Journal of Management, 22, 1-4 

Dean, K. W. (2008). Values‑based leadership: How our personal values impact the 

workplace. The Journal of Values Based Leadership, 1(1), 59-66. 

Den Hartog, D. N. & De Hoogh, A. H. B. (2009). Empowering behavior and leader fairness 

and integrity: studying perceptions of ethical leader behavior from a levels-of-

analysis perspective. European Journal of Work and Organizational Psychology, 18, 

199-230. 

https://oapub.org/soc/index.php/EJHRMS/index
https://www.msu.edu/~phamxuan/Leadership%20philosophy.html


Yousef Hasan Jasem Hasan Alhammadi, Jacquline Tham, S. M. Ferdous Azam 

LEADERS’ BEHAVIOUR AND SITUATIONAL FACTORS TOWARD ORGANIZATIONAL  

PERFORMANCE AT ABU DHABI NATIONAL OIL COMPANY (ADNOC) 

 

European Journal of Human Resource Management Studies - Volume 4 │ Issue 1 │ 2020                                               143 

Den Hartog, D. N., Van Muijen, J. J. & Koopman, P. L. (1997). Transactional versus 

transformational leadership: an analysis of the MLQ. Journal of Occupational and 

Organizational Psychology, 70(1), 19-34. 

DeRue, D. S., Nahrgang, J. D., Wellman, N. & Humphrey, S. E. (2011). Trait and 

behavioral theories of leadership: An integration and meta-analytic test of their 

relative validity. Personnel Psychology, 64, 7-52. 

Dionne, S. D., Yammarino, F. J., Atwater, L. E. & Spangler, W. D. (2004). Transformational 

leadership and team performance. Journal of Organizational Change Management, 

17(2), 177-193.  

Dirks, K., & Ferrin, D. (2002). Trust in leaders: Meta-analytic findings and implications 

for research and practice. Journal of Applied Psychology, 87, 611-628.  

Drucker, P. F. (1993). Management, tasks, responsibilities and practices. New York: Harper 

Business.  

DuBrin, A. J. (2009). Political behavior in organizations. Thousand Oaks, CA: Sage. 

Duda, J. L. (2001). Achievement goal research in sport: Pushing the boundaries and 

clarifying some misunderstandings. In G. Roberts (Ed.), Advances in motivation in 

sport and exercise (pp. 129–182). Champaign, IL: Human Kinetics. 

Dulebohn, James H.; Bommer, William H.; Liden, Robert C.; Brouer, Robyn L.; Ferris, 

Gerald R. (2012). A Meta-Analysis of Antecedents and Consequences of Leader-

Member Exchange Integrating the Past with an Eye Toward the Future. Journal of 

Management. 38(6), 1715–1759. 

Easterby-Smith, M., Thorpe, R. & Lowe, A., (2002). Management research: an introduction. 

2nd ed. London: Sage. 

Egbu, C. O. (2004). Managing knowledge and intellectual capital for improved 

organisational innovation. Engineering, Construction and Architectural Management, 

11(5), 301-19. 

Eisenhardt, K. M. & Martin, J. A. (2000). Dynamic capabilities: what are they? Strategic 

Management Journal, 21, 1105-21. 

Ellyson, L. M., Gibson, J. H., Nichols, M., & Doerr, A. (2012, January). A Study of Fiedler’s 

Contingency Theory Among Military Leaders. In Allied Academies International 

Conference. Academy of Strategic Management. Proceedings (Vol. 11, No. 1, p. 7). 

Jordan Whitney Enterprises, Inc. 

Erkutlu, H. (2008). The impact of transformational leadership on organizational and 

leadership effectiveness the Turkish case. Journal of Management Development, 

27(7), 708-726. 

Fernandez, C. F. & Vecchio, R. P. (1997). Situational leadership theory revisited: A test of 

an across-jobs perspective. Leadership Quarterly, 8(1), 67. 

Ferris, G. R., Davidson, S. L., & Perrewé, P. L. (2005). Political skill at work. Palo Alto, 

CA: Davies-Black. 

Ferris, G. R., Treadway, D. C., Brouer, R. L., & Munyon, T. P. (2012). Political skill in the 

organizational sciences. In G. R. Ferris & D. C. Treadway (Eds.), Politics in 

https://oapub.org/soc/index.php/EJHRMS/index


Yousef Hasan Jasem Hasan Alhammadi, Jacquline Tham, S. M. Ferdous Azam 

LEADERS’ BEHAVIOUR AND SITUATIONAL FACTORS TOWARD ORGANIZATIONAL  

PERFORMANCE AT ABU DHABI NATIONAL OIL COMPANY (ADNOC) 

 

European Journal of Human Resource Management Studies - Volume 4 │ Issue 1 │ 2020                                               144 

organizations: Theory and research considerations (pp. 487-528). New York, NY: 

Routledge. 

Ferris, G. R., Treadway, D. C., Perrewé, P., Brouer, R. L., Douglas, C., & Lux, S. P. (2007). 

Political skill in organizations. Journal of Management, 33, 290-320 

Fiedler, F. E. (1964). A contingency model of leadership effectiveness. In L. Berkowitz 

(Ed.), Advances in experimental social psychology. New York: Academic Press 

Fiedler, F. E. (1967). A theory of leadership effectiveness. New York: McGraw-Hill 

Fiedler, F. E. (1978). The contingency model and the dynamics of the leadership process. 

In L. Berkowitz (Ed.), Advances in experimental social psychology, vol. II. New 

York: Academic Press.  

Fiol, M., & Lyles, M. A. (1985). Organizational learning. Academy of Management Review, 

10, 803-813.  

Fletcher, C. and Williams, R. (1996). Performance management, job satisfaction and 

organisational commitment, British Journal of Management, Vol. 7, pp. 169-79. 

Fox, J. (2016). Economy: Eight Story Lines Explain the Global Economic Crisis/ [Accessed: 

November 2, 2016] Available at: https://www.bloomberg.com/view/articles/2016-

03-10/eight-story-lines-explain-the-global-economic-crisis  

Gallego, I. and Rodriguez, L. (2005). Situation of intangible assets in Spanish firms: an 

empirical analysis, Journal of Intellectual Capital, Vol. 6 No. 1, pp. 105-20 

García‑Morales, V. J., Lloréns‑Montes, F. J., & Verdú‑Jover, A. J. (2008). The effects of 

transformational leadership on organizational performance through knowledge 

and innovation. British journal of management, 19(4), 299-319. 

Gastil, J. (1994). A definition and illustration of democratic leadership. Human Relations, 

47, 954-971. 

Gavrea, C., Ilies, L., & Stegerean, R. (2011). Determinants of organizational performance: 

The case of Romania. Management & Marketing, 6(2), 285. 

George, B. (2003). Authentic leadership: Rediscovering the secrets to creating lasting value. 

Jossey-Bass, San Francisco. 

George, D., & Mallery, P. (2003). SPSS for Windows step by step: A simple guide and reference. 

11.0 update (4th ed.). Boston: Allyn & Bacon. 

Georgopoulos, B., Tannenbaum, A. (1957). A Study of Organizational Effectiveness. 

American Sociological Review, 22, 534-40. 

Ghasabeh, M. S., Soosay, C. & Reaiche, C. (2015). The Emerging Role of Transformational 

Leadership. The Journal of Developing Areas, 49(6) (Special Issue), 459-467. 

Gilbert, G. R., Collins, R. W., & Brenner, R. (1990). Age and leadership effectiveness: From 

the perceptions of the follower. Human Resource Management, 29(2), 187-196. 

Gill, J. & Johnson, P. (2002). Research methods for managers. 3rd ed. London: Sage 

Publications Ltd. 

Gillespie, N., & Mann, L. (2004). Transformational leadership and shared values: The 

building blocks of trust. Journal of Managerial Psychology, 19, 588-607.  

Government.ae (2016). The Official Portal of UAE government. [Accessed: April 04, 2016] 

Available at: http://www.government.ae/  

https://oapub.org/soc/index.php/EJHRMS/index
https://www.bloomberg.com/view/articles/2016-03-10/eight-story-lines-explain-the-global-economic-crisis
https://www.bloomberg.com/view/articles/2016-03-10/eight-story-lines-explain-the-global-economic-crisis
http://www.government.ae/


Yousef Hasan Jasem Hasan Alhammadi, Jacquline Tham, S. M. Ferdous Azam 

LEADERS’ BEHAVIOUR AND SITUATIONAL FACTORS TOWARD ORGANIZATIONAL  

PERFORMANCE AT ABU DHABI NATIONAL OIL COMPANY (ADNOC) 

 

European Journal of Human Resource Management Studies - Volume 4 │ Issue 1 │ 2020                                               145 

Graen, G., Orris, J. E., & Alvarez, K. M. (1971) Contingency model of leadership 

effectiveness: Some experimental results. Journal of Applied Psychology,55, 196-

201. 

Grant, R. M. (2002). Contemporary Strategy Analysis. Blackwell, London. 

Green, A. & Ryan J. C. H. (2005). A framework of intangible valuation areas (FIVA): 

aligning business strategy. Journal of Intellectual Capital, 6(1), 43-67. 

Griffeth, R. W., Hom, P. W. & Gaertner, S. (2000). A meta-analysis of antecedents and 

correlates of employee turnover: Update, moderator tests, and research 

implications for the next millennium. Journal of Management, 26, 463-488.  

Haddaway, A. (2015). How To Build Positive Workplace Relationships. [Accessed: 

November 2, 2016] Available at: https://www.workitdaily.com/workplace-

relationships/  

Hair, J. F., Babin, B., Money, A. H., & Samouel, P. (2003). Essentials of business research 

methods. New York: Wiley. 

Hansen, G. S. & Wernerfelt, B. (1989). Determinants of Firm Performance: The Relative 

Importance of Economic and Organizational Factors. Strategic Management Journal, 

10(5), 399-411. 

Hater, J. J., & Bass, B. M. (1988). Superiors’ evaluations and subordinates’ perceptions of 

transformational and transactional leadership. Journal of Applied Psychology, 73(4), 

695- 702. 

Helmrich, B. (2015). 30 ways to define leadership. [Accessed: March 10, 2016] Available 

at: http://www.businessnewsdaily.com/3647-leadership-definition.html 

Hemphill J. K. (1949). Situational Factors in Leadership. Columbus: Ohio State University. 

Hersey, P. & Blanchard, K. H. (1996). Great Ideas: Revisiting the Life-Cycle Theory of 

Leadership, Training & Development (January), pp. 42-47 

Hobman, E., Jackson, C. J., Jimmieson, N., & Martin, R. (2011). The effects of 

transformational leadership behaviors on follower outcomes: An identity-based 

analysis. European Journal of Work and Organizational Psychology, 20, 553-580. 

Hogg, M. A., Martin, R., Epitropaki, O., Mankad, A., Svensson, A., & Weeden, K. (2005). 

Effective leadership in salient group: Revisiting leader-member exchange theory 

from the perspective of the social identity theory of leadership. Personality and 

Social Psychology Bulletin, 13(7), 991-1004. 

Hollander, E. P., Park, J., Boyd, B., Elman, B. & Ignagni, E. (2008). Inclusive Leadership and 

Leader-Follower Relations: Concepts, Research, and Applications. Baruch College and 

Graduate Center, City University of New York (CUNY) 

Hopkins, E. & Scott, S. G. (2016). Values-Based Leadership Effectiveness in Culturally 

Diverse Workplaces. Cross Cultural & Strategic Management, 23(2), 1-40. 

House, R. J. & Aditya, R. N. (1997). The social scientific study of leadership: Quo vadis? 

Journal of Management, 23(3), 409–473. 

House, R. J., Hanges, P. J. Ruiz-Quintanilla, S. A., et al. (1999). Cultural Influences on 

Leadership and Organizations: Project Globe. [Accessed: March 10, 2016] 

https://oapub.org/soc/index.php/EJHRMS/index
https://www.workitdaily.com/workplace-relationships/
https://www.workitdaily.com/workplace-relationships/
http://www.businessnewsdaily.com/3647-leadership-definition.html


Yousef Hasan Jasem Hasan Alhammadi, Jacquline Tham, S. M. Ferdous Azam 

LEADERS’ BEHAVIOUR AND SITUATIONAL FACTORS TOWARD ORGANIZATIONAL  

PERFORMANCE AT ABU DHABI NATIONAL OIL COMPANY (ADNOC) 

 

European Journal of Human Resource Management Studies - Volume 4 │ Issue 1 │ 2020                                               146 

Available at: http://www.inspireimagineinnovate.com/pdf/globesummary-by-

michael-h-hoppe.pdf  

Howell, J. M., & Avolio, B. J. (1993). Transformational leadership, transactional 

leadership, locus of control, innovation: Key predictors of consolidated-business-

unit performance. Journal of Applied Psychology, 78(6), 891-902.  

Huang, X., Iun, J., Liu, A., & Gong, Y. (2010). Does participative leadership enhance work 

performance by inducing empowerment or trust? The differential effects on 

managerial and non-managerial subordinates. Journal of Organizational Behavior, 

31(1), 122–143.  

Hunter, J. E., & Schmidt, F. L. (2004). Methods of meta-analysis: Correcting error and bias in 

research findings. 2nd ed. New York, NY: Academic Press. 

Hur, Y. H., Van den Berg, P. T., & Wilderom, C. P.M. (2011). Transformational leadership 

as a mediator between emotional intelligence and team outcomes. The Leadership 

Quarterly, 22(2011), 591-603. 

Hussey, J. & Hussey, R., (1997). Business research: a practical guide for undergraduate 

and postgraduate students. Basingstoke: Macmillan Business. 

Icebreakerideas (2016). 10 Leadership Styles. Which one to choose? [Accessed: November 

10, 2016] Available at: http://icebreakerideas.com/leadership-styles/  

Jago, A. G. (1982), Leadership: Perspectives in Theory and Research, Management 

Science, 28, 315-336. 

Jankowicz, A. D. (2005). Business research projects. 4th ed. London: Thomson.  

Jensen, M. & Meckling, W. (1976). Theory of the firm: managerial behaviour, agency costs, 

and ownership structure. Journal of Financial Economics, 3, 305-60. 

Jing, F. F., & Avery, G. C. (2011). Missing links in understanding the relationship between 

leadership and organizational performance. International Business & Economics 

Research Journal (IBER), 7(5). 

Judge, T. A., & Piccolo, R. F. (2004). Transformational and transactional leadership: A 

meta-analytic test of their relative validity. Journal of Applied Psychology, 89, 755–

768. 

Jugdev, K. & Mathur, G. (2006). Project management as strategic elements: preliminary 

findings. Management Research News, 29(10), 604-17. 

Jung, D., Chow, C., & Wu, A. (2003). The role of transformational leadership in enhancing 

innovation: Hypotheses and some preliminary findings. The Leadership Quarterly, 

14, 525-544. 

Kabanoff, B. (1981). The potential influence index as a measure of situational 

favourability in the contingency model of leadership. Australian Journal of 

Psychology, 33(1), 47-59. 

Kagaari, J. R. (2011). Performance management practices and managed performance: the 

moderating influence of organisational culture and climate in public universities 

in Uganda. Measuring Business Excellence, 15(4), 36-49. 

https://oapub.org/soc/index.php/EJHRMS/index
http://www.inspireimagineinnovate.com/pdf/globesummary-by-michael-h-hoppe.pdf
http://www.inspireimagineinnovate.com/pdf/globesummary-by-michael-h-hoppe.pdf
http://icebreakerideas.com/leadership-styles/


Yousef Hasan Jasem Hasan Alhammadi, Jacquline Tham, S. M. Ferdous Azam 

LEADERS’ BEHAVIOUR AND SITUATIONAL FACTORS TOWARD ORGANIZATIONAL  

PERFORMANCE AT ABU DHABI NATIONAL OIL COMPANY (ADNOC) 

 

European Journal of Human Resource Management Studies - Volume 4 │ Issue 1 │ 2020                                               147 

Kagaari, J., Munene, J. C., & Mpeera Ntayi, J. (2010). Performance management practices, 

employee attitudes and managed performance. International Journal of 

Educational Management, 24(6), 507-530. 

Kaplan, R. S. & Norton, D. P. (1993). Putting the Balanced Scorecard to Work. Harvard 

Business Review, 134-147. 

Kark, R., & Shamir, B. (2002). The dual effect of transformational leadership: Priming 

relational and collective selves and further effects on followers. In B. Avolio & F. 

Yammarino (Eds.), Transformational leadership: The road ahead (pp. 67-91). 

Stamford, CT: JAI. 

Kark, R., Shamir, B., & Chen, G. (2003). The two faces of transformational leadership: 

Empowerment and dependency. Journal of Applied Psychology, 88, 246-255.  

Kerns, C. D. (2005). The positive approach to goal management: Applying positive 

psychology to goal management increases effectiveness. Available at 

https://grb.pepperdine.edu/ (accessed 04 April 2015). 

Khamis, M., Senhadji, A., Charap, J & Cevik, S. (2010). Impact of the Global Financial Crisis 

on the Gulf Cooperation Council Countries and Challenges Ahead: An Update. 

Washington, D.C: International Monetary Fund, Publication Services. 

Kim, W. G. & Brymer, R.A. (2011). The effects of ethical leadership on manager job 

satisfaction, commitment, behavioral outcomes, and firm performance. 

International Journal of Hospitality Management, 30, 1020-6. 

Kinnear, P. R. & Gray, C. D. (2007). SPSS 15 Made Simple. Hove: Psychology Press. 

Kirkpatrick, S. A., & Locke, E. A. (1996). Direct and indirect effects of three core 

charismatic leadership components on performance and attitudes. Journal of 

Applied Psychology, 81, 36-51. 

Konczak, L. J., Stelly, D. J. & Trusty, M. L. (2000). Defining and measuring empowering 

leader behaviors: development of an upward feedback instrument. Educational and 

Psychological Measurement, 60, 301-13. 

Lai, A. (2011). Transformational-transactional leadership theory, AHS Capstone Projects 

Paper No. 17. 

Larson, A. (1968). The President Nobody Knew, New York, NY: Popular Library 

Lebans, M., Euske, K. (2006). A conceptual and operational delineation of performance. 

Business Performance Measurement, Cambridge University Press. 

Lewin, K.; Lippitt, R.; White, R. K. (1939). Patterns of aggressive behavior in 

experimentally created social climates. Journal of Social Psychology, 10: 271–301. 

Lieberson, S. and O’Connor, J. F. (1972). Leadership and organizational performance: A 

study of large corporations. American Sociological Review, 37(2), 117-130.  

Ligon, G. M., Hunter, S. T., & Mumford, M. D. (2008). Development of outstanding 

leadership: A life narrative approach. The Leadership Quarterly, 19, 312–334. 

Likert, R. L. (1961), New Patterns of Management, McGraw-Hill, New York, NY. 

Locke, E. A. and Latham, G. P. (1990). A Theory of Goal Setting and Task Performance. 

Prentice Hall, Englewood Cliffs, NJ. 

https://oapub.org/soc/index.php/EJHRMS/index
https://grb.pepperdine.edu/


Yousef Hasan Jasem Hasan Alhammadi, Jacquline Tham, S. M. Ferdous Azam 

LEADERS’ BEHAVIOUR AND SITUATIONAL FACTORS TOWARD ORGANIZATIONAL  

PERFORMANCE AT ABU DHABI NATIONAL OIL COMPANY (ADNOC) 

 

European Journal of Human Resource Management Studies - Volume 4 │ Issue 1 │ 2020                                               148 

Lord, R. G., De Vader, C. L., & Alliger, G. M. (1986). A meta-analysis of the relation 

between personality traits and leader perceptions: An application of validity 

generalization procedures. Journal of Applied Psychology, 71, 402-410. 

Luhmann, N. (1982). Trust and power. New York, NY: John Wiley & Sons Inc.  

Lunenburg, F. C. (2012). Power and Leadership: An Influence Process. International 

Journal of Management, Business, and Administration, 15(1), 1-9. 

Lusthaus, C., Adrien, M.-H. (1998), Organizational assessment: A review of experience, 

Universalia, 31 

Luthans, F., & Avolio, B. J. (2003). Authentic leadership: A positive developmental 

approach. In Cameron, K.S., Dutton, J.E. and Quinn, R.E. (Eds.), Positive 

organizational scholarship. Barrett-Koehler, San Francisco, pp. 241–261. 

Mamdani, M. (2007), Scholars in the Marketplace. Fountain Publishers, Kampala. 

Mann, R. D. (1959). A review of the relationship between personality and performance in 

small groups. Psychological Bulletin, 56, 241-270. 

March, J. G. & Simon, H. A. (1958). Organisations. Wiley, New York, NY. 

Marturano, A & Gosling, J. (2008). Leadership, Routledge, London. Mills, DQ 2005, 

Leadership: How to Lead, How to Live, Mind Edge Press, Waltham, MA. 

Mayer, R. C., & Gavin, M. B. (2005). Trust in management and performance: Who minds 

the shop while the employees watch the boss? Academy of Management Journal, 48, 

874-888.  

McAuley, A. (2016). Adnoc commits to putting women in chief executive role at operating 

company and other top jobs. [Accessed: February 10, 2017]. Available at: 

http://www.thenational.ae/business/energy/adnoc-commits-to-putting-women-

in-chief-executive-role-at-operating-company-and-other-top-jobs  

McClelland, D. C., & Boyatzis, R. E. (1982). Leadership motive pattern and long-term 

success in management. Journal of Applied psychology, 67(6), 737. 

McCloskey, M. W. (2015). What is Transformational Leadership? People Bethel Education 

[Accessed: March 10, 2016] Available at: 

http://people.bethel.edu/pferris/otcommon/TransformationalLeadership.pdf 

McDonald, M. (2016). Iran’s Oil Production is Slowing Fast. [Accessed: February 10, 2017] 

Available at: http://oilprice.com/Energy/Energy-General/Irans-Oil-Production-Is-

Slowing-Fast.html  

McFarlane, D. A & Cooper, T. V. (2014). Brief Synthesis of Team Leadership Effectiveness 

and Performance. Management and Administrative Sciences Review 3(2), 221-225 

McKee, R. & Carlson, B. (1999). The Power to Change. Austin, Texas: Grid International 

Inc. 

Meyer, J. P., Stanley, D. J., Herscovitch, L. & Topolnytsky, L. (2002). Affective, 

continuance, and normative commitment to the organization: a meta-analysis of 

antecedents, correlates, and consequences. Journal of Vocational Behavior, Vol. 61, 

pp. 20-52. 

Mills, R. (2016). Robin Mills: Three key challenges for successors of the Ali Al Naimi oil 

era. [Accessed: February 10, 2017] Available at: 

https://oapub.org/soc/index.php/EJHRMS/index
http://www.thenational.ae/business/energy/adnoc-commits-to-putting-women-in-chief-executive-role-at-operating-company-and-other-top-jobs
http://www.thenational.ae/business/energy/adnoc-commits-to-putting-women-in-chief-executive-role-at-operating-company-and-other-top-jobs
http://people.bethel.edu/pferris/otcommon/TransformationalLeadership.pdf
http://oilprice.com/Energy/Energy-General/Irans-Oil-Production-Is-Slowing-Fast.html
http://oilprice.com/Energy/Energy-General/Irans-Oil-Production-Is-Slowing-Fast.html


Yousef Hasan Jasem Hasan Alhammadi, Jacquline Tham, S. M. Ferdous Azam 

LEADERS’ BEHAVIOUR AND SITUATIONAL FACTORS TOWARD ORGANIZATIONAL  

PERFORMANCE AT ABU DHABI NATIONAL OIL COMPANY (ADNOC) 

 

European Journal of Human Resource Management Studies - Volume 4 │ Issue 1 │ 2020                                               149 

http://www.thenational.ae/business/energy/robin-mills-three-key-challenges-for-

successors-of-the-ali-al-naimi-oil-era  

Morris, C. (2003) Quantitative Approaches in Business Studies (6th edn). Harlow: 

Financial Times Prentice Hall. 

Mosakowski, E. (1993). A resource-based perspective on the dynamic strategy-

performance relationship: an empirical examination of the focus and 

differentiation strategies in entrepreneurial firms. Journal of Management, 19, 819-

39. 

Mumford, M. D. (Ed.). (2006). Pathways to outstanding leadership: A comparative 

analysis of charismatic, ideological, and pragmatic leadership. Mahwah, NJ: 

Erlbaum Press. 

Mumford, M. D., & Van Doorn, J. R. (2001). The leadership in pragmatism: Reconsidering 

Franklin in the age of charisma. Leadership Quarterly, 12, 279−309. 

Munene, J. C., Nansubuga, F., Kamuhanda, R., Matovu, V., Bakwega, A. and Machunsky, 

M. (2003), A Process Centred Three-factor Framework for Analysing, Predicting and 

Prescribing Organisational Climates in NNGo in Africa, Makerere University, 

Kampala. 

Murphy, S. E., & Ensher, E. A. (1999). The Effects of Leader and Subordinate 

Characteristics in the Development of Leader–Member Exchange Quality. Journal 

of Applied Social Psychology, 29(7), 1371-1394. 

Ngadiman, Eliyana, A. & Ratmawati, D. (2013). Influence of transformational leadership 

and organisation climate to the work satisfaction, organisational commitment and 

organisational citizenship behaviour on the educational personnel of Sebelas 

Maret University, Surakarta. Educational Research International, 1(1), 41-66. 

Nikezi´c, S., Puri´c, S. & Puri´c, J. (2012). Transactional and transformational leadership: 

development through changes. International Journal for Quality Research, 6(3); 285-

296. 

Northouse, P. G. (2013). Leadership: Theory and practice (4th ed.). Thousand Oaks, CA: 

Sage. 

O’Reilly III, C. & Chatman, J. (1986). Organizational commitment and psychological 

attachment: The effects of compliance, identification, and internalization on 

prosocial behavior. Journal of Applied Psychology, 71, 492-499. 

O’Toole, J. (1996). Leading change: The argument for values-based leadership. Jossey-Bass Inc., 

Publishers, San Francisco.  

ORYX World (2013). Why choose to set up your business in Dubai? [Accessed: February 10, 

2017] Available at: http://www.oryxworldbusinesscentre.com/news/why-choose-

to-set-up-your-business-in-dubai 

Park, S. M. (2012). Toward the trusted public organization: Untangling the leadership, 

motivation, and trust relationship in U.S. federal agencies. The American Review of 

Public Administration, 42, 562-590 

Patterson, M., West, M., Lawthom, R. & Nickell, S. (1997). Impact of people. management 

practices on business performance, London: Institute of Personnel and Development 

https://oapub.org/soc/index.php/EJHRMS/index
http://www.thenational.ae/business/energy/robin-mills-three-key-challenges-for-successors-of-the-ali-al-naimi-oil-era
http://www.thenational.ae/business/energy/robin-mills-three-key-challenges-for-successors-of-the-ali-al-naimi-oil-era
http://www.oryxworldbusinesscentre.com/news/why-choose-to-set-up-your-business-in-dubai
http://www.oryxworldbusinesscentre.com/news/why-choose-to-set-up-your-business-in-dubai


Yousef Hasan Jasem Hasan Alhammadi, Jacquline Tham, S. M. Ferdous Azam 

LEADERS’ BEHAVIOUR AND SITUATIONAL FACTORS TOWARD ORGANIZATIONAL  

PERFORMANCE AT ABU DHABI NATIONAL OIL COMPANY (ADNOC) 

 

European Journal of Human Resource Management Studies - Volume 4 │ Issue 1 │ 2020                                               150 

Peterson R. S., Smith, D. B., Martorana, P.V. & Owens, P.D. (2003). The Impact of Chief 

Executive Officer Personality on Top Management Team Dynamics: One 

Mechanism by Which Leadership Affects Organizational Performance. Journal of 

Applied Psychology, 88(5), 795–808. 

Punnett, B. J., Corbin, E. & Greenidge, D. (2007). Assigned goals and task performance in 

a Caribbean context: extending management research to an emerging economy. 

International Journal of Emerging Markets, 2(3), 215-35. 

Rank, J., Nelson, N. E., Allen, T. D., & Xu, X. (2009). Leadership predictors of innovation 

and task performance: Subordinates’ self-esteem and self-presentation as 

moderators. Journal of Occupational and Organizational Psychology, 82, 465-489. 

Raval, A. (2016). Saudi Arabia backs oil production cut if Iran freezes. [Accessed: 

February 10, 2017] Available at: https://www.ft.com/content/703a3957-f69c-31c3-

8535-ddebe5115512  

Reilly, A. H. & Ehlinger, S. (2007). Choosing a values-based leader: An experiential 

exercise. Journal of Management Education, 3(2), 245-262. 

Reuters (2016). Abu Dhabi’s ADNOC cutting 5000 jobs. [Accessed: January 20, 2017] 

Available at: http://www.arabianbusiness.com/abu-dhabi-s-adnoc-cutting-5-000-

jobs-report-631697.html  

Rice, W. R. & Kastenbaum, D. R. (1983). The contingency model of leadership: Some 

current issues. Basic and Applied Social Psychology, 4(4), 373-392 

Riketta, M. & van Dick, R. (2005). Foci of attachment in organizations: A metaanalytic 

comparison of the strength and correlates of workgroup versus organizational 

identification and commitment. Journal of Vocational Behavior, 67, 490-510. 

Riketta, M. (2005). Organizational identification: A meta-analysis. Journal of Vocational 

Behavior, 66, 358-384. 

Roberts, J., McNulty, T. & Stiles, P. (2005). Beyond agency conceptions of the work of the 

non-executive director: creating accountability in the boardroom. British Journal of 

Management, 16, 5-26. 

Rousseau, D. M., Sitkin, S. B., Burt, R. S., & Camerer, C. (1998). Not so different after all: 

A cross-discipline view of trust. Academy of Management Review, 23(3), 393–404. 

Rowold, J. & Schlotz, W. (2009). Transformational and transactional leadership and 

followers’ chronic stress. Leadership Review, 9, 35-48.  

Sadaeghi, A. & Pihie, Z. A. (2012). Transformational Leadership and its Predictive Effects 

on Leadership Effectiveness. International Journal of Business and Social Science, 3(7), 

186-197 

Sadeghi, A. & Pihie, Z. A. L. (2012). Transformational Leadership and Its Predictive 

Effects on Leadership Effectiveness. International Journal of Business and Social 

Science, 3(7), 186-197. 

Saunders, M. N. K., Lewis, L. & Thornhill, A., (2007). Research methods for business 

Students. 4th ed. Harlow: Financial Times Prentice Hall. 

Saunders, M. N. K., Lewis, L. & Thornhill, A., (2012). Research methods for business 

Students. 6th ed. Harlow: Financial Times Prentice Hall. 

https://oapub.org/soc/index.php/EJHRMS/index
https://www.ft.com/content/703a3957-f69c-31c3-8535-ddebe5115512
https://www.ft.com/content/703a3957-f69c-31c3-8535-ddebe5115512
http://www.arabianbusiness.com/abu-dhabi-s-adnoc-cutting-5-000-jobs-report-631697.html
http://www.arabianbusiness.com/abu-dhabi-s-adnoc-cutting-5-000-jobs-report-631697.html


Yousef Hasan Jasem Hasan Alhammadi, Jacquline Tham, S. M. Ferdous Azam 

LEADERS’ BEHAVIOUR AND SITUATIONAL FACTORS TOWARD ORGANIZATIONAL  

PERFORMANCE AT ABU DHABI NATIONAL OIL COMPANY (ADNOC) 

 

European Journal of Human Resource Management Studies - Volume 4 │ Issue 1 │ 2020                                               151 

Scandura, T. A., & Williams, E. A. (2004). Mentoring and transformational leadership: 

The role of supervisory career mentoring. Journal of Vocational Behavior, 65(3), 

448-468. 

Schermerhorn, J. R., Osborn, R. N., Uhl-Bien, M., & Hunt, J.G. (2012). Organizational 

Behavior (12th Ed). New Jersey: John Wiley & Sons 

Schoemaker, P. J. (1992). How to link strategic vision to core capabilities. Sloan 

Management Review, 34, 67-81 

Shamir, B., House, R. J. & Arthur, M. B. (1993). The motivational effects of charismatic 

leadership: a self-concept based theory. Organizational Science, 4(4), 577-594. 

Shanock, S. & Eisenberger, R. (2006). When supervisors feel supported: Relationships 

with subordinates’ perceived supervisor support, perceived organizational 

support, and performance. Journal of Applied Psychology, 91, 689-695. 

Shapiro, J., Shore, L. M., Taylor, S. and Tetrick, L. E. (2004). The Employment Relationship; 

Examining Psychological and Contextual Perspectives, Oxford University Press, 

Oxford 

Shaw, R. B. (1997). Trust in the balance: Building successful organizations on results, integrity, 

and concern. San Francisco, CA: Jossey-Bass.  

Shore, L. M., Porter, L. W. & Zahra, S. A. (2004). Employer-oriented strategic approaches 

to the employee-organisation relationship (EOR). In Shapiro, L. M., Shore, S., 

Taylor, L. E. and Tetrick, L. E. (Eds). The Employment Relationship: Examining 

Psychological and Contextual Perspectives. Oxford University Press, Oxford, pp. 136-

60. 

Smith, A. & Rupp, W. (2002). Communication and loyalty among knowledge workers: a 

resource of the firm theory view. Journal of Knowledge Management, 6(3), 250-61.  

Smith, R. E., Smoll, F., & Curtis, B. (1978). Coaching behaviors in Little League baseball. 

In F. L. Smoll and R. E. Smith (Eds), Psychological perspectives on youth sports (pp. 

173–201). Washington, DC: Hemisphere. 

Staw, B. M. (1976). Knee deep in the big muddy, a study of escalating commitment to a 

chosen course of action. Organisational Behaviour and Human Performance, 16, 27-44. 

Stogdill, R. M., & Coons, A. E. (1957). Leader behavior: Its description and measurement. 

Columbus, OH: Ohio State University Press for Bureau of Business Research. 

Stogdill, R. M. (1948). Personal factors associated with leadership: A survey of the 

literature. Journal of Psychology, 25, 35-71. 

Stogdill, R. M. (1974). Handbook of leadership: A survey of theory and research. New York: 

Free Press. 

Strange, J. M., & Mumford, M. D. (2002). The origins of vision: Charismatic versus 

ideological leadership. The Leadership Quarterly, 13, 343−377. 

Thompson, C. A., Jahn, E. W., Kopelman, R. E. & Prottas, D. J. (2004). Perceived 

organisational family support: a longitudinal and multilevel analysis. Journal of 

Managerial Issues, 16(4), 545-65.  

Thomson Reuters (2016). Oil & Gas Industry Must Take a “Coordinated and 

Streamlined” Approach to Security, urge Experts. [Accessed: February 10, 2017] 

https://oapub.org/soc/index.php/EJHRMS/index


Yousef Hasan Jasem Hasan Alhammadi, Jacquline Tham, S. M. Ferdous Azam 

LEADERS’ BEHAVIOUR AND SITUATIONAL FACTORS TOWARD ORGANIZATIONAL  

PERFORMANCE AT ABU DHABI NATIONAL OIL COMPANY (ADNOC) 

 

European Journal of Human Resource Management Studies - Volume 4 │ Issue 1 │ 2020                                               152 

Available at: 

https://www.zawya.com/mena/en/story/UAE_companies_keen_to_invest_in_Ind

ias_oil_and_gas_sector-GN_25082016_260843/ 

Tornow, W. W. & Wiley, J. W. (1991). Service quality and management practices: a look 

at employee attitudes, customer satisfaction, and bottom-line consequences. 

Human Resource Planning, 14(2), 105-11.  

Tracey, J. B. & Hinkin, T. R. (1998). Transformational leadership or effective management 

practices? Group and Organization Management, 23, 220-236.  

UAE Interact (2016). Political System. [Online:] UAE interact [Accessed: February 10, 2017] 

Available at: http://www.uaeinteract.com/government/political_system.asp  

Verboncu, I. & Purcaru, I. (2009). A managerial modernization model in crises condition. 

Management & Marketing, 4(3), 65-76. 

Verkerk, P. J. (1990). Fiedler’s contingency model of leadership effectiveness: background 

and recent developments. North Brabant: Eindhoven University of Technology 

Vidic, Z. & Burton, D. (2011). Developing Effective Leaders: Motivational Correlates of 

Leadership Styles. Journal of Applied Sport Psychology, 23:3, 277-291 

Von Krogh, G., Ichizo, K. & Nonaka, I. (2000). Enabling knowledge creation: How to unlock 

the mystery of tacit knowledge and release the power of innovation. Oxford: Oxford 

University Press.  

Voon, M. L., Lo, M. C., Ngui, K. S. & Ayob, N. B. (2011). The influence of leadership styles 

on employees’ job satisfaction in public sector organisations in Malaysia. 

International Journal of Business, Management and Social Sciences, 2(1), 24-32. 

Vroom, V. H., & Jago, A. G. (2007). The role of the situation in leadership. American 

psychologist, 62(1), 17. 

Vroom, V. H., & Yetton, P. W. (1973). Leadership and decision making. Pittsburgh, Pa.: 

University of Pittsburgh Press. 

Wager, L. W. (1965). Leadership style, hierarchical influence, and supervisory role 

obligations. Administrative Science Quarterly, 391-420.  

Wallis, J. & McLoughlin, L. (2007). A diagnosis of leadership effectiveness in the Irish in 

the Irish public sector. Public Management Review, 9(3), 327-351. 

Wallis, J. & McLoughlin, L. (2007). A diagnosis of leadership effectiveness in the Irish 

public sector. Public Management Review, 9(3), 327-351. 

Walls, J. L. & Triandis, H. C. (2014). Universal truths: can universally held cultural values 

inform the modern corporation? Cross Cultural Management: An International 

Journal, 21(3), 345-356. 

Walters, M. (1995). Performance Management Handbook. Institute of Personnel and 

Development, London. 

Walumbwa, F. O. & Hartnell, C. A. (2011). Understanding transformational leadership-

employee performance links: The role of relational identification and self-efficacy. 

Journal of Occupational and Organizational Psychology, 84, 153-172. 

https://oapub.org/soc/index.php/EJHRMS/index
https://www.zawya.com/mena/en/story/UAE_companies_keen_to_invest_in_Indias_oil_and_gas_sector-GN_25082016_260843/
https://www.zawya.com/mena/en/story/UAE_companies_keen_to_invest_in_Indias_oil_and_gas_sector-GN_25082016_260843/
http://www.uaeinteract.com/government/political_system.asp


Yousef Hasan Jasem Hasan Alhammadi, Jacquline Tham, S. M. Ferdous Azam 

LEADERS’ BEHAVIOUR AND SITUATIONAL FACTORS TOWARD ORGANIZATIONAL  

PERFORMANCE AT ABU DHABI NATIONAL OIL COMPANY (ADNOC) 

 

European Journal of Human Resource Management Studies - Volume 4 │ Issue 1 │ 2020                                               153 

Walumbwa, F. O., Avolio, B. J. & Zhu, W. (2008). How transformational leadership 

weaves its influence on individual job performance: The role of identification and 

efficacy beliefs. Personnel Psychology, 61, 793-825. 

Wang, G., In-Sue, O., Courtright, S. H. & Colbert, A. E. (2011). Transformational 

leadership and performance across criteria and levels: a meta-analytic review of 

25 years of research. Group and Organizational Management, 36(2), 223-270.  

Wang, P. & Rode, J. C. (2010). Transformational leadership and follower creativity: The 

moderating effects of identification with leader and organizational climate. Human 

Relations, 63, 1105-1128. 

Washburn, N. T. & Hunsaker, B. T. (2011). Finding great ideas in emerging markets. 

Harvard Business Review, 89(9), 115-120. 

Whetten, D. A. & Cameron, K. S. (1991). Developing management skills, New York: 

Harper Collins. 

Woodruffe, C. (2000). Development and Assessment Centres: Identifying and Assessing. 

Competences, CIPD, London. 

Xenikou, A., & Simosi, M. (2006). Organizational culture and transformational leadership 

as predictors of business unit performance. Journal of managerial psychology, 21(6), 

566-579. 

Yarmohammadian, M. H. & Shatalebi, B. (2011). Value based leadership paradigm. 

Procedia –Social and Behavioral Sciences, 15, 3703-3707. 

Yuchtman, E. & Seashore, S. (1967), Factorial Analysis of Organizational Performance, 

Administrative Science Quarterly, 12(3), pp. 377-95. 

Yukl, G. (2006). Leadership in organizations (6th ed.). Upper Saddle River, NJ: Pearson-

Prentice Hall. 

Yunker, G. W. & Hunt, J. G. (1976). An empirical comparison of the Michigan four-factor 

and Ohio state LBDQ leadership scales. Organizational Behaviour and Human 

Performance, 17(1), 45-65. 

Yvette, P. & Khan, O. (2016). Leadership Lesson: Tools for effective Team Meetings - How 

I Learned to Stop Worrying and Love my Team. [Accessed: November 2, 2016] 

Available at: 

https://www.aamc.org/members/gfa/faculty_vitae/148582/team_meetings.html 

Zaccaro, S. J. (2007). Trait-based perspectives of leadership. American Psychologist, 62, 6-

16. 

Zaidatol Akmalih, L. P., Sdeghi, A., & Habibah E. (2011). Analysis of heads of 

departments leadership styles: Implication for improving Research University 

management practice. Procedia – Social and Behavioral Sciences, 29(2011), 1081-

1090. 

Zhu, W., Wang, G., Zheng, X., Liu, T., & Miao, Q. (2013). Examining the Role of Personal 

Identification with the Leader in Leadership Effectiveness A Partial Nomological 

Network. Group & Organization Management, 38(1), 36-67. 

https://oapub.org/soc/index.php/EJHRMS/index
https://www.aamc.org/members/gfa/faculty_vitae/148582/team_meetings.html


Yousef Hasan Jasem Hasan Alhammadi, Jacquline Tham, S. M. Ferdous Azam 

LEADERS’ BEHAVIOUR AND SITUATIONAL FACTORS TOWARD ORGANIZATIONAL  

PERFORMANCE AT ABU DHABI NATIONAL OIL COMPANY (ADNOC) 

 

European Journal of Human Resource Management Studies - Volume 4 │ Issue 1 │ 2020                                               154 

Zimmerman, R. D., & Darnold, T. C. (2009). The impact of job performance on employee 

turnover intentions and the voluntary turnover process: A meta-analysis and path 

model. Personnel Review, 38, 142-158. 

 
 
 
 

 
 
 
 

 
 
 
 
 

 
 
 
 
 

 
 
 
 
 

 
 
 
 
 

 
 
 
 
 

 
 
 
 
 

 
 
 
 
 

 
 
 
 

 
 

 
 
 

 
 
 
 
 

 
 

 
 

 
 
 
Creative Commons licensing terms 
Authors will retain copyright to their published articles agreeing that a Creative Commons Attribution 4.0 International License (CC BY 4.0) terms will be 

applied to their work. Under the terms of this license, no permission is required from the author(s) or publisher for members of the community to copy, 
distribute, transmit or adapt the article content, providing a proper, prominent and unambiguous attribution to the authors in a manner that makes clear 
that the materials are being reused under permission of a Creative Commons License. Views, opinions and conclusions expressed in this research article 
are views, opinions and conclusions of the author(s).Open Access Publishing Group and European Journal of Management and Marketing Studies shall 
not be responsible or answerable for any loss, damage or liability caused in relation to/arising out of conflict of interests, copyright violations and 

inappropriate or inaccurate use of any kind content related or integrated on the research work. All the published works are meeting the Open Access 
Publishing requirements and can be freely accessed, shared, modified, distributed and used in educational, commercial and non-commercial purposes 
under a Creative Commons Attribution 4.0 International License (CC BY 4.0). 

https://oapub.org/soc/index.php/EJHRMS/index
https://creativecommons.org/licenses/by/4.0/

