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Abstract 

Employees performance 

serve as a means for 

producing goods and 

service that ensure the 

attainment of 

organizational 

objectives. Employees' 

performance has a 

multiplier effect on 

organizational 

sustainability and 

growth as it determines 

success in the dynamic 

and competitive 
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INTRODUCTION  

  Employees 

performance serve as a 

means for producing 

goods and service that 

ensure the attainment 

of organizational 

objectives. Employees 

‘performance has been 

identified as the 

significant key for 

organizations to gain 

the competitive 

advantage and superior 

productivity required 

(Bahmani, Muzafari, & 

Mowlaie, 2016). 

Employee performance 

is defined as a job 

related activity carried 

out by employees of an 

organization and how 

well the employees 

execute the activities 

(Gyamfi, 2015) or the 

effort given by 

employees on the job 

(Seng & Arumugam, 

2017). Employee 

performance is then 

seen in terms of 

employee productivity 

and output, which 

affects or helps the 

organization to be  
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business environment. 

This study proposed a 

model that suggests 

significant interaction 

between four leadership 

styles (transformational, 

transactional, servant 

and authentic) and 

employees performance. 

The interaction among 

leadership styles and 

performance with the 

moderation of job 

crafting has been 

incorporated in the 

model. The model will 

contribute to a better 

understanding of an 

interaction between 

leadership styles and 

employees' performance 

in Nigeria and other 

developing nations. 

 

efficient and effective in achieving its goals (Asiedu & Darko, 2017). The most 

important function of any organization is to enhance it employee's performance 

so that it could compete and succeed in highly competitive atmosphere (Naeem 

& Khanzada, 2018; Mislim, 2015). Jude, Muo and Chukwuemeka (2018); 

Abimbola; Omowumi & Dele (2017) explained that Public services and 

institutions in Nigeria have over the years acquired the reputation of poor 

performance. Hlengane and Bayat (2013) explained that poor employees' 

performance tarnishes the image of the organizations.   

Comparatively, in many emerging economies, labour productivity (output in USD 

per hour worked) appears much higher. For instance, Turkey recorded 28.9 

USD/hour, Russia, 24 USD and Brazil 10.7 USD/hour; these are much higher than 

Nigeria's equivalent of 3.5 USD/hour (NBS, 2017). Consistently, World Bank's 

Human Capital Index (HCI) 2018, ranked Nigeria among the worst-performing 

countries in the world, positioning it at 152 out of 157 countries in terms of how 

much countries lose in economic productivity by under investing in their people 

to achieved better productive performance. The Computer and Enterprise 

Investigations Conference (CEIC) 2018 reported that Nigeria's Labor 

Productivity dropped by 1.14 % Year over Year in Sep 2018. The times higher 

education world university rankings 2019 featured only three Nigeria 

universities (Covenant University, University of Ibadan and University of Nigeria 

Nsukka) in the category of 601-800 and 1001plus respectively while other 

countries like Algeria, South Africa and Brazil were having 6 universities, 9 

universities and 36 universities in their countries reflecting on the ranking list.  

This ranking may not be too far from the position of Abimbola; Omowumi and 

Dele (2017) who explained that Nigerian university performance is not 

encouraging.   

Leadership problems have rocked almost all the public higher institutions in 

Adamawa State starting from Adamawa State University Mubi were the Vice 

chancellor was sacked by the state government following failed attempt to 
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reconcile issues concerning financial, ethnical, religious, and tribal feuds with the 

leadership and the entire community of the University (pulse.ng 2015; 

premiumtimesng.com 2015). The federal polytechnic Mubi, Adamawa State 

Polytechnic, Adamawa State College of education Hong, Modibbo Adama 

University of Technology, Yola leadership problems ranges from lack of staff 

promotion, staff victimization, wrong appointment of heads of departments, 

undue interference in union activities, inability to pay summer allowances, 

imposition of Deans based on personal affiliation, unnecessary conversion and 

transfer among non-academic staff, lack of job specification between cleaners 

and mail dispatchers, performance appraisal problem, staff discrimination in 

earn allowance payment and many more which posed as a thread to high 

employees performance.  

However, Naeem and Khanzada, (2018) explained that job performance is mostly 

dependent upon leadership styles. According to Asiedu (2017) effective 

leadership is essential for organizations that are interested in improving 

employee performance. Leadership style is considered a key determinant of the 

success or failure of any organization (Abimbola; Omowumi& Dele, 2017). 

Mintzberg (2010) explained leadership as the key of trust that comes from the 

respect of others. Leadership style is the manner and approach of providing 

direction, implementing plans, and motivating people to achieve desired results. 

There is also a need for employees to be proactive and take their own 

responsibility to stay connected to their jobs and changing work environments 

(Bacaksiz, Tuna & Seren, 2017). As organizations are pressured to adapt to 

global, economic and technological developments, teachers are concerned with 

adapting themselves to the changes in the learning and teaching environment 

(PARI, 2016). Job crafting is a promising job redesign intervention strategy that 

individual employees can use to improve their well-being and job performance 

(Gordon, Demeroutia, Blanca, Bakker, Bippc& Marc, 2018). Organization's 

success depends on employees' performance and institutions need highly 

performing employees in order to achieve their goals, to deliver the products and 

services and have competitive advantage. Therefore, the thrust of this study is to 

examine the moderating effect of job crafting on the relationship between 

leadership styles and employees performance in Adamawa State Public Higher 

Institutions. 

 

Problem 

Management inability to appreciate it leadership influence on employees' 

performance constitute a problem for poor performance in many organization 
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(Timothy, Andy, Victoria, &Idowu, 2011). The dissatisfactions of employees and 

lack of effective leadership are serious problems in many organizations which 

resulted to poor employee performance (Ukaidi, 2016; Khan,Qureshi & Ahmad, 

2010). Despite several studies (Aunga & Masare 2017; Joiceswarnalatha & 

MuraliKrishna 2017; Aunga & Masare, 2017; Desderio, Piason & Bhebhe, 2017; 

Almutairi 2016; Sarwar, Mumtaz, Batool&Ikram 2016) on leadership styles, 

literatures indicated that very few studies have looked at the combine effects of 

different leadership styles. Also, there are a number of studies conducted in 

relation to Transformational, Transactional, Authentic and Servant leadership on 

employee's performance which reported inconsistent findings. Among the 

studies that reported a positive associations between the constructs includes; 

Rasool, Arfeen, Mohti, and Aslam (2017), Nazarian, Soares and Lottermoser 

(2017); Asiedu and Darko (2017); Mohiuddin, (2017); Salman, Khan, Javaid, and 

Naeem u din (2016); Babalola (2016); Khuong and Khanh (2016); Abdullah, 

Islam and Al-Homayan (2016); Desderio, Piason and Bhebhe (2016); Almutairi 

(2016); Ukaidi (2016); Babatunde&Emem (2015); Iqbal, Anwar and Haider 

(2015); Brahim, Ridic and Jukic (2015); Rahmisyari (2015); Chandra and 

Priyono (2015); Anyango, (2015); Ahmadi, Noorbakhsh and Khodayari (2015); 

Suwuh (2015); Mohammed, Yusuf, Sanni, Ifeyinwa, Bature and Kazeem (2014); 

Wanjala, (2014); Cavazotte, Moreno and Bernardo (2013); Awan, Qureshi and 

Arif (2012); Paracha, Qamar, Mirza, Waqas (2012); Jimoh, Adebayo, Olayide and 

Saheed (2012); Ghafoor, Qureshi, Khan and Hijazi (2011); Walumbwa, Luthans, 

Avey and Oke (2011). 

Other studies that reported a negative associations between the leadership styles 

and employees performance includes; Hayward, Amos and Baxter (2008); Ispas 

(2012); Chinelo (2012); Shafie, Baghersalimi and Barghi (2013); Shahab and 

Nisa (2014); Rathore, Abdul Khaliq and Aslam (2017); Timothy et'al, (2011); 

Ojokukuet'al, (2012). To resolve these issues of studies inconsistency findings 

Baron and Kenny (1986); Preacher, Rucker and Hayes (2007); Wong and 

Laschinger, (2013); Memona, Cheahb, Tingd, Chuahe and Chamf (2019) 

explained that moderator variables are typically introduced when there is an 

unexpectedly weak or inconsistent relation between a predictor and a criterion 

variable.   

However, following Rejas, Ponce, Almonte, and Ponce, (2006) observation which 

indicated the dominance of the transactional leadership style over 

transformational styles and other researchers differences on which type of 

leadership styles is better, more studies are needed to better understand the 

effects of leadership style on workers performance by examining their 
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relationship in a different context as suggested by other researchers (Rathore, 

Khaliq, & Aslam, 2017; Dine, 2017; Salman, Khan, Javaid & Naeemudin 2016; 

Brahim , Ridic & Jukic, 2015; Platisa, Reklitisb, & Zimerasc, 2015; Soomo, Soomro 

& Memon 2015; Trivellasa, Kakkos, Blanas, Santouridis, 2015; Gunawan & 

Amalia, 2015; Shahab & Nisa, 2014; Khan, Asghar & Zaheer 2014; Akbar et'al. 

2014; Wong &Laschinger, 2013; Iqbal, Ahmad, Haider, Batool&Qurat-ul-ain 

2013; Cavazotte, Moreno & Bernardo 2013; Paracha et'al 2012; Thamrin, 2012; 

Belonio, 2010; Hayward , Amos & Baxter 2008; Fernandes & Awamleh, 2004). 

Methodologically, a review of the literature on employees' performance indicates 

that the construct has been assessed mainly using measures such as (Chi- square, 

Descriptive statistics, Regression & Correlation analysis) in the previous studies 

(Jalal-Eddeen, 2015; Nyangahu & Bula, 2015; Iqbal, Anwar, & Haider 2015; 

Rasool, Arfeen, Mohti & Aslam 2017; Salman, Khan, Javaid & Naeemudin 2016; 

Soomo, Soomro & Memon 2015; Ijosiga & Odubuker, 2016; Yongxing, Hongfei, 

Baoguo & Lei 2017). Lowry and Gaskin, (2014) observed that these measures 

offer limited modelling capabilities, have difficulty in detecting moderation 

effects, and are ill suited to modelling latent variables, indirect effects 

(mediation).  Only few studies (Dajani, 2015, Hussain & Ali, 2012; Rahmisyari, 

2015; Tims, Bakker & Derks, 2015; Inuwa, 2016) that used CB SEM in relation to 

the endogenous variable. Qureshi & Compeau (2009) reported that PLS is better 

than CBSEM when data were normally distributed, with a small sample size and 

correlated exogenous variables. The PLS factors are orthogonal, hence 

multicollinearity is not a problem in PLS. This is a major reason why PLS models 

may be selected over OLS regression models or CBSEM structural equation 

modelling (Gorondutse, 2019). Hair, Ringle and Sarstedt (2011) explained that 

PLS-SEM is an attractive alternative to CB-SEM and often more appropriate. 

However, there has been a paucity of research on the use of PLS SEM. To fill this 

gap, the present study will adopt PLS SEM using Smart PLS 3 to assess employees' 

performance with other related constructs of the study. Compared to other path 

modelling software Smart PLS software help users create a moderating effect or 

path models with interaction effects (Kura, 2017). 

To fill the gap for the need of moderating variable, the present study will 

introduce job crafting as a moderator in the relationship between four (4) 

leadership styles and employee job performance as suggested by Baron and 

Kenny (1986); Preacher, Rucker and Hayes (2007); Wong and Laschinger, 

(2013); Memona, Cheahb, Tingd, Chuahe and Chamf  (2019). Additionally, the 

study will answer the call by Wingerden and Poell (2017); Langeveld (2017); 

Peng, (2018) for the use of job crafting as a moderator in the relationship 
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between leadership style and employees performance. However, despite studies 

that have investigated effect of job Crafting on employees performance, most of 

them were conducted mainly in Asia, Germany, United States of America (USA), 

and Netherlands (Naami, 2014; Lichtenthaler & Fischbach, 2018; Holcombe 

2016; Wingerden & Poell, 2017, Gordon, Demerouti, Blanc & Bipp 2015) paying 

less attention to the African continent, particularly in Nigeria. Hence, Job crafting 

behaviour deserves further investigation in Nigeria because the findings of the 

previous studies may not be generalizable to the Nigerian context due to cultural 

and contextual differences. 

Precisely, this study attempt to fill two main gaps on employees' performance (1) 

investigating the moderating effects of job crafting on the relationship between 

leadership styles and employees' performance. (2) Investigating the combine 

influence of Transformational, Transactional, Servant and Authentic leadership 

styles on performance and job crafting among employees. Presently the 

researcher did not come across any study in the literature regarding the 

moderating effect of job crafting on the relationship between leadership styles 

and employees performance as well as the combine influence of 

Transformational, Transactional, Servant and Authentic leadership styles on 

performance.  Hence the need for empirical study on the moderating effect of job 

crafting on the relationship between leadership styles and employees 

performance in Adamawa State Public Higher Institutions. 

 

Literature Review 

Employee Performance 

Employee performance is associated with the employees possessing the requisite 

knowledge, objectives and capabilities to meet the work standard by the 

organization (Al-Harthy&Yusof, 2016) or performing defined responsibility, 

accomplishing targets, employee competency, effectiveness and efficiency in 

doing work (Iqbal, Anwar &Haider, 2016; Khuong,et'al, 2016). Maharani, Troena 

and Noermijati (2013); Asiedu and Darko (2017) further explain employee 

performance as the results achieved by one's effort with his ability in certain 

circumstances. Asiedu and Darko (2017) and Viswesvaran, (2005) explained 

that employee performance is interchangeably used with job performance.   

  Previous Studies (Babalola, 2016; Al-Harfhyef 'al, 2016; Saboor, Mukhtar, 

&Sadiq, 2015; Saeed, Mussawar&Lodhi, 2013; Devonish&Greenidge, 2010; 

Pradhan and Jena, 2017; David and Eguzoikpe 2014; Robbins and Judge, 2017) 

have classified employees performances in different ways to include; task 

performance and contextual performance; task, contextual and adaptive 
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performance; task performance and dispositional performance; task 

performance, citizenship and counter productivity behaviors among others. For 

the purpose of this study task performance and contextual performance will be 

adopted. Task performance means performing assigned responsibilities to 

achieve organizational goals (Pradhan & Jena, 2017; David &Eguzoikpe, 2014) 

and contextual performance means voluntary actions aimed at helping co-

workers (Saboor et'al, 2015).   

 

Job Crafting 

Job crafting is a concept recently developed in the organizational literature 

(Naami, 2014) and was observed as a hot topic in the field of organizational 

behaviour researches and human resource management (Peng, 2018). Job 

crafting was viewed as behavior that is directed towards expanding specific job 

aspects (Bahmani, Muzafari & Mowlaie, 2016). Mislim (2015) observed that one 

way individual job performance can be increase is through job crafting. Sen & 

Dulara, (2017) posit that employees who engage in the acts of job crafting are 

more likely to perform better. Similarly, Bacaksiz, Tuna and Seren (2017) 

explained that job crafting is closely associated with employee performance. 

Petrou, Demerouti and Schaufeli (2018) explained job crafting as a potential 

strategy employees use to react to and deal with organizational change. Irvin 

(2017) observed that job crafting (JC) involves employees changing certain 

aspects of the way they operate, interact with other employees, and how they 

think about their job.  Job crafting improves the fit between the person and the 

job and is positively related to job performance (Demerouti, 2014; Rudolph, Katz, 

Lavinge&Zacher, 2017; Abdul Razak (2014); Bacaksiz, Tuna and Seren (2017). 

Job crafting, can help employee cope with uncertainty and changes, and can adapt 

to challenges and constrains caused by their job (Berg, Wrzesniewski, & Dutton, 

2010).   

Similarly, job crafting emphasizes bottom-up behaviors, however, does not 

reduce the importance of organizational design (top-down), on the contrary, it 

complements organizational design and enhances employee adaptability (Peng, 

2018). With the way technology is reshaping work environment including 

teaching, learning, dispatch, customer relationship and team work there is a need 

for employees to be proactive and take their own responsibility to stay connected 

to their jobs.   Despite job crafting being a promising basis for workplace 

interventions, it has received surprisingly little research attention (Slemp and 

Vella-Brodrick, 2013, Naami, 2014; Hetland et al., 2018). 

 



 

INTERNATIONAL JOURNAL OF MGT. SCIENCE & ENTREPRENEURSHIP 

(VOL. 11 NO.7) DECEMBER, 2019 EDITIONS 

 

 

 

 
318 

Transformational Leadership and Employee Performance 

Several studies on transformational leadership style and employees performance 

have been reported from different countries and organization around the world. 

Recently Manzoor, Wei, Nurunnabi, Subhan, Shah and Fallatah (2019) 

investigated on the impact of transformational leadership on the employees' job 

performance with the mediating mechanism of CSR in SMEs. The result of the 

study reveals that transformational leadership positively and completely 

predicts job performance. One significant aspect of this study is that it expands 

the knowledge in understanding the interrelation between leadership style and 

employees' job performance within the context of SMEs in Pakistan. Naeem and 

Khanzada (2018) investigated 152 doctors, health nutrition officers, medical 

technicians and other supportive staff of hospitals working in health sector 

located in Lahore, Islamabad and Rawalpindi with the aim of finding the impact 

of transformational leadership on employee performance with job satisfaction as 

a mediator. The result demonstrates that transformational leadership style 

positively influences employee performance in the health sector of Pakistan. This 

study has provided additional insights about the impact of transformational 

leadership on employee performance with job satisfaction as a mediator in a 

newer culture, and setting. Jiang, Zhao and Ni (2017) conducted study on the 

impact of Transformational Leadership on Employee Performance: The 

Mediating Role of Organizational Citizenship Behavior on project team members 

and project managers in Shanghai, Jiangsu, Zhejiang, Guangdong, Hubei, and 

Shandong areas of China with a sample size of 500. The study findings reveal that 

employee performance is positively influenced by transformational leadership 

and more than half of that influence is mediated by their organizational 

citizenship behavior. The significant aspect of this study is that the study has 

provided additional insights about the relationship between transformational 

leadership and employee's performance in Chinese context.    

 

Transactional Leadership and Employee Performance 

Mamza, Innocent and Elkanah (2019) conducted research on a sample of 230 

employees working at Nigeria Institute for Trypanosomiasis Research, Kaduna 

State. The aim of the study was to determine the impact of transactional and 

transformational leadership styles on employee performance. A structured 

questionnaire was used to sample respondents using simple random sampling 

technique. The result showed that transactional leadership styles have a 

significant and positive impact on employee performance. Kalsoom, Khan and 

Zubair (2018) conducted a study among 350 employees of seven different FMCG 
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companies of Pakistan. The study explores the existence of a relationship 

between transactional and transformational leadership styles and employee 

performance. The results showed that transactional leadership style has strongly 

positive correlation with the employee's performance. The study help extend the 

transactional leadership and employees performance studies to Pakistan context 

but considering it small sample size of 350 employees and FMCG 7 companies it 

can be little less to generalized the result. 

 Inconsistently, Awamleh, Evans and Mahate (2005) conducted research on a test 

of transformational and transactional leadership styles on employees' 

satisfaction and performance in the UAE Banking Sector using a sample of 194 

employees. Result reveals that transactional style of leadership of bank 

managers/supervisors is not significantly related to either bank employees' self-

perceived performance or to their satisfaction. Abimbola; Omowumi and Dele 

(2017) in a study among 500 employees across private universities in South 

West, Nigeria including AfeBabalola, Covenant, Fountain, Atlantic, Babcock, 

Achievers etc found that transactional leadership style have no significant 

influence on employees' performance. Inderyas, Khattak, Raza, Hassan and 

Mohammad (2015) investigated on the Moderating role of power distance on the 

relationship between leadership styles and employees job performance on public 

health care sector of Pakistan. The Data was collected from 315 nurses of public 

sector hospitals located in twin cities of Rawalpindi and Islamabad in a non-

contrived environment. The study Regression analysis reveals that transactional 

leadership is insignificantly associated with employee job performance. 

 

Authentic Leadership Style and Employees Performance 

Ribeiro, Gomes and Kurian (2018) examine the relationship between authentic 

leadership (AL), affective commitment and individual performance. The study 

focus on Two hundred and twelve Portuguese employees drawn from small and 

medium sized companies in which online survey design was adopted. The study 

finding reveals that authentic leadership is positively and significantly associated 

with job performance. It was suggested that future studies can replicate the study 

to confirm or refute the findings using a larger sample size in alternative 

organizational contexts. Donachie (2017) investigates the influence of authentic 

leadership on employees' motivation and performance. The research findings 

indicates that authentic leadership has a positive influence on employee 

motivation and performance. This particular study is a qualitative study, as such 

the findings cannot be generalized to the greater public as the research does not 

have statistical controls and the study was limited to the analysis of a single 
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organization which makes it impossible for large data gathering and 

generalization. 

Roncesvalles and Sevilla (2015) conducted study among a sample of 300 college 

teachers from a reputable university in the Philippines. The objective of this 

study was to examine the impact of authentic leadership on subordinates' trust 

and work performance in an educational organization. The result of the study 

indicated that authentic leadership has a positive effect on subordinates' work 

performance directly and indirectly through its effect of subordinates' trust. The 

contribution of this study is that it has extended the significance of authentic 

leadership in the academic environment.   

 

Servant Leadership Style and Employees Performance 

Mohamed, Datche and Kisingu (2018) investigated on the effect of leadership 

styles on employee performance in the Somali National Civil service commission 

using a sample size of 44 respondents. The study result reveals that servant 

leadership has a statistically significant effect on employee performance in the 

Somali National Civil Service Commission. Though the study of leadership style 

was extended to Somali context but the sample size is too small to ensure 

generalizability. Bozorginezhad, Razmjooei, Gharbi, Managheb and Zarei (2018) 

investigated on 160 Shiraz nursing faculty members. The aim of the study was to 

explain the relationship between servant leadership and job performance by 

considering the mediating role of organizational culture. Pearson correlation and 

hierarchical regression analysis using Baron and Kenny method were used for 

analyzing the data. The study results showed that there is a direct and meaningful 

relationship between servant leadership and job performance. Muhtasom, Mus, 

Bijang and Latief (2017) investigated among 317 employees working in a 

selected 3, 4 and 5 star hotels located in Makassar, Indonesia. Questionnaire was 

used in collecting the data for the study and Structural Equation Model using 

AMOS 18 was adopted for the analysis. The results of the study found that servant 

leadership has a positive and significant impact on employee performance. 

Setyaningrum and Surachman (2017) investigated on Organizational 

commitments are Mediation of relationships between Servant leadership and 

employee Performance. The results of this study showed that servant leadership 

has relevance to organizational commitment, and employee performance.  

 

Strength and Weaknesses of Leadership Styles under Considerations 

A transformational leader is a person who stimulates and inspires followers to 

achieve extraordinary performance. The weaknesses of this style of leadership 
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include lack of identifying the essential influence processes more clearly, how 

leaders influence these group processes is not explained very well by the 

transformational leadership theories. There is no clear description of what the 

leader actually says or does to influence the cognitive processes or behaviour of 

subordinates (McCleskey, 2014), the theory does not explicitly identify any 

situation where transformational leadership is detrimental and transformational 

leadership theory assumes the heroic leadership stereotype this called for other 

styles of leadership to emerge such as transactional leadership style. 

Transactional leaders use reward and punishments to gain compliance from their 

followers. However, it eliminates individuality from the production process due 

to strict adherence to set of rules and regulations (Gaille, 2018). It limits the 

amount of innovation that is achievable because structured policies dictate 

actions instead of common sense interactions with the regulations, it creates 

more followers than leaders because its puts all leadership responsibilities in the 

hands of the team leader, it tends to focus on consequences instead of rewards 

because it places the blame on the people who are assigned a task, rather than 

placing blame on the leadership in the first place, the transactional environment 

does not care how people think or feel.  

Servant leadership style is based on building trustworthy relationships, team 

building and an overall sense of each person belonging in the workplace. The 

servant leader’s primary objective is to serve and meet the needs of others, which 

optimally should be the prime motivation for leadership. Despite all, the servant 

leadership was criticized on the basis that a true servants are difficult to come by, 

it takes time to put in place and it will not fit every organization especially in a 

military setting where structure, rank, and discipline are of the highest priority. 

Authentic leaders are not afraid to admit when they are wrong and they are not 

scared of talking about their failures in general (George, 2015). They do what 

they believe is right and do not behave in a certain way just to please people. The 

weaknesses of authentic leadership style ranges from the model refusal to 

acknowledge the imperfections of individuals and despite its attestations to 

seeking ‘one’s true, or core self’ (Gardner, Avolio & Luthans, 2005: 345), it 

privileges a collective (organizational) self over an individual self and thereby 

hampers subjectivity to both leaders and followers (Ford & Nancy, 2011). 

 

Job Crafting as a Moderator 

Soeter (2017) conducted a study among 126 Dutch-speaking employees using a 

baseline questionnaire. The study examines job crafting as a possible moderating 

variable between failures and learning behavior. It was found that Daily failures 
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and learning behavior are not significantly related and Job crafting is not a 

significant moderator to this relationship. Future research could replicate this 

study without aggregating the data and analyze the data by means of multilevel 

analysis. Pool (2016) investigated among a sample of 257 teachers in Deltion 

College, Netherland. The aim of the study was to identify to which extent does Job 

crafting (negatively or positively) moderate the relationship between Human 

Resource Management and Work engagement? The finding reveals that Job 

crafting did not moderate the relationship between HRM and Work engagement. 

It was suggested that future research be carry out to further research the relation 

between HRM, Job crafting and Work engagement in different cultural setting. 

Vogel, Rodell and Lynch (2016) investigate on engaged and productive misfits: 

how job crafting and leisure activity mitigate the negative effects of value 

incongruence among 193 US respondents working in finance and banking, 

information technology, education, and health care using email survey. The 

results suggest that both job crafting and leisure activity moderate the 

relationship and indeed act as a buffer, mitigating the otherwise negative effects 

of value incongruence on employee engagement and job performance.   

 

Leadership Styles and Job Crafting Based Model 

Researchers have paid special attention in finding the connection among styles 

of leadership and job performance (Naeem & Khanzada, 2018). Various studies 

has suggested leadership styles and job crafting as precedent of employee 

performance that related to the organization, to date these factors found the 

21stcentury working environment as an important factor for consideration in 

achieving employees high performance at work (Manzoor, Wei, Nurunnabi, 

Subhan, Shah and Fallatah, 2019; Mamza, Innocent and Elkanah ,2019; Kalsoom, 

Khan and Zubair, 2018; Ribeiro, Gomes and Kurian, 2018; Mohamed, Datche and 

Kisingu, 2018; Bozorginezhad, Razmjooei, Gharbi, Managheb and Zarei, 2018; 

Naeem and Khanzada, 2018; Khan, Khan and Imran, 2018; Hooff (2016) 

recommended a future study be conducted to validate their finding. The inclusion 

of moderating variable suggested by (Baron & Kenny, (1986); Peng, (2018), 

Preacher, Rucker and Hayes (2007); Wong and Laschinger, (2013); Memona, 

Cheahb, Tingd,  Chuahe and Chamf  (2019) Wingerden and Poell (2017); 

Langeveld (2017) proposed job crafting as moderator is yet to be investigated 

and such consideration could increase our theoretical understanding and provide 

on how job crafting buffers the effect of leadership styles on employee 

performance. To end this, the primary focus of this research is proposed a 
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framework of moderating role of job crafting on the relationship between 

leadership styles and employee performance. 

 

Theoretical Underpinning 

This study will adopt the use of social learning theory (Bandura, 1977) to explain 

leadership style and employees' performance. Social learning theory is a theory 

of learning process and social behavior which proposes that new behaviors can 

be acquired by observing and imitating others. It states that learning is a 

cognitive process that takes place in a social context and can occur purely 

through observation or direct instruction, even in the absence of motor 

reproduction or direct reinforcement. Specifically, the Social Learning theory 

postulates that individuals learn behavior from their work environment via 

physical observations, imitations and modelling. This suggests that an 

individual's behavior at work is determined by perception regarding the kind of 

behaviors' that most others do in a social setting and perception regarding the 

kind of behaviors that most others approve or disapprove in an organization. 

Social learning theory is adopted in this study because transformational leader's 

behaviors centered on nurturing employees' confidence, encouraging 

subordinate development, relationship building and innovation which will 

translate into better performance. Transactional leadership involves a leader 

reacting to followers' behavior regarding to whether the followers have carried 

out the assignments given to them by the leader as transacted and take corrective 

actions before the behavior creates serious difficulties. Authentic leaders' 

behaviors were directly related to positive organizational behavior, based on 

authenticity, trust and providing support for the organizational best practices 

and servant leaders' behaviors focused on being visionary, trustworthy, humble 

and empowering. In line with these behaviors and social learning philosophy if 

the employees observed leaders, imitates and take them as models it will go a 

long way in improving employees performance (Walumbwa, David, 

Mayer,Wangc, Wang, Workman , Christensen, 2011). Given the relative support 

for social learning theory across various life situations and the underlying 

principle of social learning that individuals learn behavior from their work-based 

referent others via observation and imitation, it is predicted that this theory 

would provide a support for good leaders - subordinates relationship that would 

improve employees performance.  

 

 

 

https://en.wikipedia.org/wiki/Learning
https://en.wikipedia.org/wiki/Social_behavior
https://en.wikipedia.org/wiki/Learning
https://en.wikipedia.org/wiki/Cognitive_process
https://en.wikipedia.org/wiki/Social_context
https://en.wikipedia.org/wiki/Reinforcement
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Independent Variables 

 
Moderating Variable 

Figure: 1.1 Framework of the Study 

 

Conclusion and Recommendations 
Studies have suggested that leadership styles and job crafting influences 
employee performance positively or negatively depending on the leadership 
styles adopted by the leaders. The employee performance is considered the 
backbone of any organization as it leads to profitability and sustainability. 
Organization's success depends on employees' performance and poor 
performance is detrimental to the organization's success. This paper is an 
attempt to contribute to theory building of leadership styles, job crafting and 
employee's performance as well as making meaningful contribution to 
management strategic decisions. The paper therefore, proposes to empirically 
assess the direct effects of transformational, transactional, servant and authentic 
leadership on employees' performance by using the public higher institutions in 
Adamawa State. It will also assess indirect effects of the leadership styles on 
employee's performance through the Moderating mechanism of job crafting. This 
paper will therefore, bridge the literature gap by providing first-hand 
information regarding the relationship between leadership styles, job crafting 
and employee's performance within a new research context (Adamawa State, 
Nigeria). However, this study would practically provide bases for improving 
effective functioning of the Nigeria's public institutions, particularly in Adamawa 
State. The model of this study would guide stakeholders within the education 
sector to understand the leadership styles that help to improve their employee 
performance and the contribution of job crafting if encourages among their staff. 
Therefore, it is suggested that an empirical investigation on leadership styles, job 
crafting and employee's performance be carried out in future. 
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