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In leadership research, Psychological Capital is considered an 
important construct and gained prominence.  For both leadership 
development and job performance of employees’ psychological 
capital is considered as a vital factor. The present study investigated 
the impact of transformational leadership on job performance with 
the mediating role of psychological capital in the context of Quetta, 
Pakistan. The survey was conducted in public and private higher 
educational institutes of Quetta city. Respondents of the study 
comprised of teaching faculty and their heads of departments 
(HOD’s). 261 responses were collected, out of which 200 were 
teachers and 61 were HOD’s.  Data were analyzed using the SPSS 
and AMOS. Results of the study showed that transformational 
leadership has a positive influence on job performance, in addition, 
psychological capital fully mediates the relationship between 
transformational leadership and job performance. Thus, this was 
revealed that transformational leaders with positive attitudes 
enhance the psychological capacities of their subordinates and 
employees with higher psychological capital can do more through 
their positive work behavior to achieve organizational objectives. 

Keywords:  
Job Performance,  
Psychological 
Capital, 
Transformational 
Leadership 

*Corresponding 
Author 

 
 
asma.mengal@
yahoo.com 

Introduction 

Though different styles of leadership exist in literature one of the most applied 
styles to manage change in organizations is transformational leadership (Sarros & 
Santora, 2001; Kejriwal & Krishnan, 2004; Indrawati, 2014). Transformational leadership 
is an influential leadership style that motivates followers to express role and extra-role 
behaviors (MacKenzie et al., 2001).  

Generally, Organizations expand internationally because of today’s competitive 
environment and have to face a lot of hurdles to attain their objectives (Ismail., 2013; 
Paracha et al., 2012; Alsaeedi & Male, 2013). In this context, the leader has a great role in 
motivating followers to reach their full strength, grasp and break through the limitation 
of knowledge (Chathoth & Olsen, 2002; Slater & Narver, 1995; Day et al., 2014). In 
addition, transformational leadership theory continuously receives the attention of 
scholars in the context of issues related to the performance of employees and their 
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commitment (Bass & Bass, 2008). According to Bass and Bass (2008), transformational 
leadership is termed as a process that is essential to inspire and motivate subordinates 
that in order to achieve collective goals they must align their interests to the interests of 
the whole organization. Moreover, organizational citizenship behavior and the 
performance of employees can be improved through transformational leaders (Buil et al, 
2018; Piccolo & Colquitt, 2006). Likewise, some publications relate a form of leadership 
to the psychological variables of followers (Gooty et al., 2009; McMurray et al., 2010; Rego 
et al., 2012). Psychological capital is positively experienced and generated by 
organizational leadership (Newman et al., 2014). Thus, individuals with their own 
positive psychological capabilities like being helpful, positive, and resilient will surely 
exhibit transformational leadership styles.  

Additionally, the direct impact of transformational leadership on job 
performance have been identified by many researchers (Geyer, 1998; Dvir et al., 2002; 
Wang et al., 2005; Bushra et al., 2011; Yang et al., 2011; Grant, 2012; Saleem et al., 2018), 
while many other researchers viewed the relationship of transformational leadership and 
job performance with the help of other variables like, self-efficacy (Walumbwa & 
Hartnell, 2011; Cavazotte, 2013), trust (Gillespie & Mann, 2000; Chou et al., 2013; Zhu & 
Akhtar., 2014), leader-member exchange (Jiyoti & Bhau, 2015) and identification 
(Walumbwa & Hartnell, 2011; Cavazotte, 2013; Tse & Chiu, 2014; Buil et al., 2018). 

However, further research is required for the occurrence of such effects through 
specific mechanisms and circumstances under which transformational leaders enhance 
the job performance of employees (Pan & Lin, 2015; Patiar & Wang, 2016; Holten et al., 
2018). That’s why what mediates the links between transformational leadership and job 
performance is still unclear and needs further research. Therefore, to fill this gap, 
the present study aims at contributing towards the research of examining the indirect 
effect of transformational leadership on job performance in view of psychological capital. 
In addition, as an underlying mechanism, this study clarifies the role of psychological 
capital which might affect the relationship between transformational leadership and job 
performance.   

Theoretical Background and Hypothesis 

Transformational Leadership 

Transformational leadership refers to an approach by which leaders motivate 
followers to identify with organizational goals and interests and to perform beyond 
expectations. Transformational leadership plays a critical role in causing changes 
necessary for effective management (Buil et al., 2018) As suggested by Kim, (2014, p. 398), 
“transformational leaders have the ability to transform organizations through their 
vision for the future, and by clarifying their vision, they can empower the employees to 
take responsibility for achieving that vision.”  

Traditionally the concept of leadership was the relationship of economic 
exchange through which desired behavior was obtained by offering rewards and 
compensation, whereas new theory about leadership viewed it as it is a process of change 
and investigate the effects of leaders behavior on the intensive needs, beliefs, and values 
of the followers (Liu, 2018). Particularly, as leader behaviors Transformational 
Leadership was described by Bass (1985) that in order to achieve desired objectives 
followers should be motivated and inspired by enhancing the morality and motivational 
level in leaders themselves as well as their subordinates.  Four types of behaviors showed 
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by transformational leaders namely, Idealized Influence, Inspirational Motivation, 
Intellectual Stimulation, and Individualized Consideration (Bass, 1985, 1990).  

However, there are several reasons to enhance the effectiveness of 
Transformational Leaders, according to Kuhnhert and Lewis (1987), transformational 
leaders have the ability to mold the belief and goals of the followers, and also unity 
among them be managed by the transformational leader. Conger and Kanungo (1988), 
stated that vivid representations of a future vision for followers are described by 
transformational leaders. These leaders can define a reasonable convincing vision. They 
are probably going to share that vision by their followers by motivating them.  

Job Performance 

Performance is defined as achieving the goal of organization, fulfilling 
expectations of organization and attaining objectives or standards of the organizational 
ability (Mahdinezhad et al., 2017). Thus, job performance is the efficiency of individual 
employee on various job related behaviours and outcomes comparative to his or her 
collogue (Babin & Boles, 1998).   

Moreover, Jiyoti and Bhau (2015) expressed that, Performance is the result of 
awareness, talents, abilities and inspiration, such as structured work duties, directed at 
role-prescribed actions. This represents the fulfilment of the role/task delegated to a 
single individual/employee. In contrast to the roles allocated to them, it is a framework 
designed for individual success rather than collective performance. 

Psychological Capital 

Psychological capital has been defined as “one’s positive appraisal of 
circumstances and probability for success based on motivated effort and perseverance” 
(Luthans, Youssef, et al., 2007, p. 550). The possible advantages of positivity have been 
officially identified by ancient Greek phiosphy (e.g., the influence of Pygmalion), so 
positive thinking offers indicators of what is wrong and reght about people's actions and 
seeks to restore interpersonal behaviour and improve human resources management. 
(Luthans, 2002).  

Psychological capital describes four essential optimistic psychological growth 
states, including: (1) self-efficacy-confidence in the capacity to take on difficult challenges 
and achieve, (2) optimism-positivity for current and potential progress, (3) hope-
perseverance in reaching a goal, and (4) resilience-ability to maintain and bounce back 
when faced with difficulty (Luthans et al., 2007). In other words, psychological capital 
tests the positive psychology of an individual. In addition, it will improve the 
administrative social responsibility actions of followers as well as their intent and 
achievement in individual careers. Psychological capital also reduces the attrition and 
deviation of followers' workers (Avey et al., 2011b).  

Transformational Leadership and Performance 

In enhancing employee job performance, transformational leaders play an 
imperative function by educating their staff, scheduling meetings with their 
subordinates, and taking input from their subordinates, resulting in employee efficiency. 
Followers who work for leaders of change are inspired and dedicated, contributing to 
better job efficiency (Givens, 2008).  
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Previous research has identified a strong correlation between transformative 
leadership and team efficiency, illustrating that transformative leadership activities 
contribute to employee performance eventually improve an organization's profitability 
(saleem et al., 2018; Meng & Wu, 2015; Gul et al.,2012). In addition, meta-analysis of Wang 
et al. (2011) shown that transformational leadership align favorably with employee 
performance, indicating that a transformational leader increases employee performance 
overall. In the light of the above literature, we hypothesize that, 

H1: Transformational leadership will positively associate job performance.  

Transformational Leadership and Psychological Capital 

Findings of Newman et al. (2014) support the belief that Psychological capital is 
positively experienced and generated by organisational leadership. Rationally, 
transformational leadership's functionality improve Psychological capital’s four right 
booster framework, including; (i.e. self-efficacy, optimism, hope & resilience). Since the 
foundation of transformational leadership exhibits strong demonstration capabilities 
that turn and set visionary targets for others to accomplish positive outcomes (linked to 
hope & optimism), their capacity to successfully execute obligations (linked to self-
efficacy) and show motivated effort and determination in the face of challenges (linked 
to resilience) (Gootyet al., 2009). The Psychological capital effects of transformational 
leadership are confirmed by scientific literature. Gooty et al. (2009) observed that 
transformational leadership expectations are related to Psychological capital followers. 
Thus, we hypothesize that 

H2: Transformational Leadership and psychological capital are positively associated. 

Psychological Capital and Performance 

In principle, people who are high in Psychological capital perform more 
successfully than those who are low in Psychological capital to achieve their goals 
(Newman1 et al., 2014). Investigation of Luthans, Avolio, et al. (2007), showed that 
Psychological capital is fully related to an individual's work success, which accounts for 
higher performance levels and central self-evaluation. Moreover, Peterson et al. (2011) 
checked using empirical evidence that employee Psychological capital is directly related 
to supervisor-rated performance and financial performance based on individual revenue 
figures. 

Additionally, the beneficial link between psychological capital and performance 
is clarified by the fact that when the main viewpoints of motivation, ambition, desire, 
and resilience combine to determine the psychological capital level of a person, they 
enable a synergistic agentic ability that is considered essential to the achievement of 
goals, innovation, progress, and subsequent performance (Stajkovic, 2006).  In 
psychological assets theories, evidence for this integrated agentic potential can be found 
(Hobfoll, 2002). Thus, we hypothesize that,  

H3: Psychological Capital has a positive impact on Job Performance. 

Psychological Capital as mediator 

Transformational leaders often show their own rich knowledge, give positive 
input to staff (Luthans et al., 2007) and inspire staff to take matters more positively into 
account (Gupta & Singh, 2014). Furthermore, it is believed that transformational leaders 
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persuade subordinates to sustain a constructive outlook and to develop an optimistic 
attitude as they seek interpersonal experiences with respect to the relationship between 
transformational leadership and psychological resources.  In addition, Transformational 
leaders can gain the esteem and loyalty of workers by understanding the personal 
interests of employees and by displaying charisma, and becoming the models for 
subordinates to learn from and emulate (Jung & Avolio, 2000). Empirical evidence has 
also shown that Psychological capital is positively correlated to performance and 
satisfaction of employees (Luthans et al., 2007b), as they imitate the attitudes of their 
transformational leaders, employees can experience positive feelings which in turn 
increases their self-efficacy and work (Newman1 et al., 2014). Thus, we hypothesize that, 

H4: Psychological Capital mediates the relationship between Transformational 
leadership and Job performance. 

 

Figure 1: Hypothesized research model 

Material and Methods 

Research Design 

This research was quantitative, descriptive, and causal in nature to analyze the 
relationship between Transformational leadership and job performance with the 
mediating effect of psychological capital. 

Sample Design 

Nonprobability sampling in which convenience sampling technique, the survey 
method (Questionnaire) was preferred for the collection of data. The population of the 
study was comprised of teachers and their heads of departments (HOD’s) working in the 
higher education sector in Quetta city (Pakistan). Only those teachers were contacted 
who voluntarily participated (200) in the study to rate themselves on psychological 
capital and their HOD’s on transformational leadership whereas, their respective heads 
of departments (61) were contacted to rate the performance of their teachers. 

In order to keep the responses confidential questionnaires were coded with the 
initial letter of their name and department name. The coding of responses assisted in 
matching the responses of teachers with supervisors’ ratings and vice versa. 

Measures 

For the sake of uniformity in measuring the variables a seven point Likert Scale 
has been used in the study. It ranged from (1) strongly disagree to (7) strongly agree. 
Below are the instruments which were used in measuring the studied variables.  
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Transformational Leadership 

For measuring transformational leadership, 7 items scale developed by Jensen et 
al. (2016) have been used. Sample item for transformational leadership was “My HOD / 
Supervisor/ Boss concretize a clear vision for the organization’s future”. Cronbach’s 
alpha coefficient is 0.88. 

Psychological Capital 

We applied a measure of 15 items scale developed by Gupta and Singh (2014), 
from the study drawings of Scheier and Carver (1985); Wagnild and Young (1993); 
Snyder et al. (1996) and Tierney and Farmer (2002). Sample item is “I’m optimistic about 
my future” with Cronbach’s alpha of 0.93. 

Job Performance 

Six items scale developed by Kuvaas (2007) was used to measure job 
performance, sample item was “My subordinate often performs better than what can be 
expected”. Alpha value for this scale is 0.91. 

Data Analysis 

For data analysis SPSS V.26 and AMOS v.23 were used. Descriptive statistics, 
Pearson correlation and Structural Equation Modeling were used among the variables to 
calculate the data and test the hypotheses. Preacher’s and Hayes (2013) PROCESS macro 
method, model 4 was used to check the relationship between transformational leadership 
and job performance with the mediating effects of emotional intelligence, psychological 
capital and values. Bootstrapping analysis technique was used for mediation effects with 
sampling 5000 bootstraps.  95% confidence interval with lower limit (LL) and upper limit 
(UP) for the indirect effect do not include 0 is considered significant in mediation. 

Results and Discussion 

Table 1 
Descriptive Statistics 

  Age Gender Job Title 

Respondents N M S.D Male Female Lecturer 
Assistant 
Professor 

Associate 
Professor 

Profess
or 

Followers 
20
0 

34.08 6.66 117 83 119 41 26 14 

Leaders 61 47.62 7.30 41 20 0 17 3 41 

   

 Results of table 1 indicated a total number of respondents in the study which 
comprised 200 followers (teachers) and 61 leaders (HODs). The average age of followers 
was 34.08 and the number of leaders was 47.62. Similarly, of the valid respondents, 117 
were male and 83 were female followers. Likewise, 41 were male and 20 were female 
leaders. Furthermore, 135 followers belong to the public sector and 65 were from the 
private sector. Whereas, 35 leaders were from the public sector and 28 from the private 
sector. Of the total 200 followers, 119 were lecturers, 41 assistant professors, 26 associate 
professors, and 14 professors. Likewise, from the total of 61 leaders, 17 were assistant 
professors, 3 associate professors, and 41 professors. 

Table 2 
Correlation Analysis of the Study 
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 Variables 1 2 3 

1 Transformational 
leadership 

1   

2 Psychological capital .342** 1  

3 Job performance .488** .574** 1 
 *. p<.05. **p<.01 

 
Confirmatory factor analysis (CFA) of constructs 

To test the model validity, we used confirmatory factor analysis by using AMOS.  

 

 

Figure 2. Confirmatory Factor Analysis (CFA) 

CFA results related to goodness of fit for measuring model were obtained and 
values of CMIN/DF. = 1.179; CFI= 0.983; GFI= 0.769; RMSEA= 0.030 and TLI= 0.934 
revealed that all values are under the acceptable range so it is a well-fit model. 

Average Variance Extracted (AVE), Composite Reliability (CR) and Correlation 

Table 4 
Average Variance Extracted (AVE), Composite Reliability (CR) and Correlation 

 Variables CR AVE 1 2 3 

1. Psychological Capital 0.944 0.565 0.751   
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2. 
Transformational 

Leadership 
0.890 0.537 0.364*** 0.733  

3. Job Performance 0.916 0.647 0.616*** 0.529*** 0.804 

Note. CR. = Composite Reliability; AVE. = Average Variance Extracted; Bold values in table indicates the 

correlation between the same factors. 

 
Table 4 indicate the average variance extracted (AVE), composite reliability (CR) 

values and correlation of variables. As shown in the table, values of CR ranged from .89 
to .94 which exceeds the threshold of (.6) proposed by Bagozzi and Yi (1988); and also 
exceeds the limit of (.7) Cronbach’s alpha value suggested by Hiar et al. (1998) hence, 
demonstrated reliability of constructs. In addition, values of AVE were also above the 
accepted limit of (.5) presented by Hair et al. (1998) shown that convergent validity is 
achieved because average of all item leadings are greater than (.6), p< .01. Moreover, table 
also indicated correlation among variables and shows that square root of AVE is higher 
for all variables consistent to the correlation between those variables thus, highlighting 
that discriminant validity is achieved. 

Structural Model  

Figure 3: shows the results of model. Coefficients indicate the standardized 
regression weights. 

 * = p<0.050; ** = p<0.010; *** = p<0.001 

 

Hypothesis Testing of Constructs 

Table 3 
Direct Effects 

Structural path Coefficients 
β 

Standard 
errors 

Se 

t- values P- 
values 

R Decision 

TL  to    JP .5080*** .0882 5.7584 .000 .6528 Supported 
TL to  PSYCAP .3292*** .0643 5.1195 .000 .3419 Supported 

PSYCAP to JP  .7355*** .0916 8.0262 .000 .6528 Supported 
Note.* = p<0.050; ** = p<0.010; *** = p<0.001 

TL = Transformational Leadership; PSYCAP= Psychological Capital; JP= Job Performance 
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Results in above table5 indicated the direct effects of hypothesis, values of (β= 
.5080, t= 5.75, p<0.001) confirmed the hypothesis1 and the relationship between 
transformational leadership and job performance is accepted. 

Similarly, hypothesis 2 that transformational leadership predicts psychological 
capital is accepted. Results of (β= .32, t= 8.02, p<0.001) showed that transformational 
leadership has a significant positive relationship with psychological capital. Likewise, 
psychological capital is significantly correlated with job performance (β= .73, t= 3.78, 
p<0.001).  Therefore, hypothesis 3 is accepted. 

Mediation model (indirect effects) 

Table 4 
Bootstrapping Indirect Effects 

Structural path Effect LL95%CI UL95%CI 

TL to  PSYCAP to   JP 0.24 .1375 .3701 
TL = Transformational Leadership; PSYCAP= Psychological Capital; JP= Job Performance 

 

We adopted bootstrap analysis in examining indirect effects as it is relatively a 
strong function (Hayes, 2013; Lau & Cheung, 2012), by using Amos with 5000 bootstraps 
samples for indirect effect analysis, results indicated that indirect effect of 
transformational leadership on job performance via psychological capital is significant, 
indirect effect = 0.24, 95%CI = (.1375 to .3701), zero is not present in 95% confidence 
interval. Thus, results revealed that psychological capital mediates the relationship 
between transformational leadership and job performance and H4 is accepted. 

Discussion 

The current study investigated the mediating role of psychological capital in the 
relationship between transformational leadership and job performance. The study aimed 
at direct impact of transformational leadership on employee job performance, association 
of transformational leadership with psychological capital, psychological capital’s 
relationship with job performance and mediating role of psychological capital between 
transformational leadership and job performance.  

Results of the study indicated that there is a positive relationship between 
transformational leadership and job performance which is consistent with the study of 
(Meng & Wu, 2015; Gul et al., 2012) illustrated that activities of transformative leadership 
contribute to employee performance ultimately enhance profitability of an organization. 
From the meta-analysis of (Wang et al., 2011), it is evidenced that transformational 
leadership enhance employee performance. So, performance of teachers in higher 
educational institutions will increase with the help of transformational leadership.  

Similarly results of hypothesis 2 evidenced that positive relationship exists 
between transformational leadership and job performance which is also proved from the 
studies of (Schuckert, M., Kim, T.T., Peak, S., Lee, g., 2018; Gooty et al., 2009). McMurray 
et al. (2010) pointed that transactional management and transformational leaders 
improve psychological capital of followers. Ultimately, these results indicated that 
essence of psychological capital is established by transformational leaders, and the 
combination of these two variables can highly contribute in higher educational sector.  
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Likewise, third hypothesis, that psychological capital is positively associated with 
job performance was also accepted and our results indicated that employees with 
positive psychological capital are more successful in achieving their work goals. Studies 
of (Luthans, Avolio, et al., 2007; Luthans, Norman, et al., 2008) showed that high 
psychological capital employees perform more than those who are low in psychological 
capital.  Hence, performance of teachers in higher educational institutes can be increased 
with the help of both transformational leadership and psychological capital.  

Finally, forth hypothesis of the study that psychological capital mediates the 
relationship between transformational leadership and job performance was also accepted 
and findings of the study showed that as the psychological capital of followers’ grows, 
the psychological capital of leaders’ is closely associated to the performance of their 
employees. In addition, transformational leaders allow workers to articulate their 
priorities and direction by presenting a desirable vision for the organisation, to 
understand the importance and significance of their jobs, which in turn excites their work 
passion and strengthens their optimism for the future (Helland & Winston, 2005; Yukl, 
2002). 

Theoretical and Practical Implications 

Current study establishes various contributions to the academic literature and 
leadership practice. This study contributes in existing literature of leadership by 
investigating the mediating role of psychological capital in relationship between 
transformational leadership and job performance responding to the previous studies 
(Pan & Lin, 2015; Patiar & Wang, 2016; Buil et al., 2018; Holten et al., 2018).  Second, most 
of the studies on transformational leadership were conducted on western countries. 
Particularly, in context of Pakistan, pervious research on transformational leadership and 
job performance was conducted by (e.g., Saleem et al., 2018) in banking sector. However, 
current study examines the mediating effect of psychological capital between 
transformational leadership and job performance in higher educational sector of Quetta, 
(Pakistan) so this research will provide useful and valuable insights in the literature of 
transformational leadership. 

Practically, this study would help organizational leaders in many ways, leaders 
should meet individually with employees to assess their motivational level, behaviors, 
and possible tools to be shared, as well as develop reciprocal position requirements. They 
should offer coaching and mentoring in order to drive them up the learning ladder which 
result in improved levels of engagement, optimism, enthusiasm, happiness, hope and 
success. In addition, participatory decision-making should be facilitated, and leaders 
should foster an open environment in the workplace so that everyone can participate in 
debates, and a positive environment encourages subordinates to work together to 
achieve organizational objectives. 

Conclusion 

Main objective of the study was to investigate the mediating effect of 
psychological capital in the relationship between transformational leadership and job 
performance. The study was conducted in small city of Quetta, Balochistan. In this study 
we analyzed how Transformational leadership influence job performance in educational 
sector. Results proved that HOD’s with transformational leadership behaviors tend to 
enhance performance of their subordinates. Additionally, both transformational 
leadership and psychological capital behavior have greater influence on follower’s 



 
The Mediating Role of Psychological Capital in the 

 Relationship between Transformational Leadership and Job Performance 
 

833 
 
 

performance. This study fills a gap in the transformational leadership literature 
especially in context of Pakistan. Likewise, the study provides suggestions to educational 
sectors that HODs should strive to foster positive relationships with their colleagues, 
which will allow them to feel happier, do more, and contribute to the success of their 
organization. Furthermore, study indicated for future researches to apply other 
leadership styles on educational sector.  



 
Pakistan Social Sciences Review (PSSR) April-June, 2022 Volume 6, Issue 2 

 

834 
 
 

References  

Alsaeedi, F., & Male, T. (2013). Transformational leadership and globalisation: Attitudes 
of school principals in kuwait, Educational Management Administration and Leadership, 
41(5), 640-657. https://doi.org/10.11771741143213488588  

Avey, J. B., Reichard, R. J., Luthans, F., & Mhatre, K. H. (2011). Meta‐analysis of the 
impact of positive psychological capital on employee attitudes, behaviors, and 
performance. Human Resource Development Quarterly, 22(2), 127-152. 
https://dx.doi.org/10.1002/hrdq.20070  

Babin, B.J., & Boles, J.S. (1998). Employee behavior in a service environment: A model 
and test of potential differences between men and women. Journal of Marketing, 62(2), 
77–91. https://aquila.usm.edu/fac_pubs/4940  

Bagozzi, R. P., & Yi, Y. (1988). On the evaluation of structural equation models. Journal 
of the Academy of Marketing Science, 16(1), 74–94. 

http://dx.doi.org/10.1007/BF02723327  

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

Bass, B. M., & Avolio, B. J. (Eds.). (1994). Improving organizational effectiveness through 
transformational leadership. Thousand Oaks: Sage Publications. 

Bass, B.M., & Bass, R. (2008). The bass handbook of leadership: Theory, research, and managerial 
application. Simon & Schuster: New York, NY.  

Buil, I., Martínez, E., & Matute, J. (2018). Transformational leadership and employee 
performance: The role of identification, engagement and proactive personality, 
International Journal of Hospitality Management, 0278-4319. 

https://doi.org/10.1016/j.ijhm.2018.06.014 

Bushra, F., Usman, A., & Naveed, A. (2011, October). Effect of transformational 
leadership on employees’ job satisfaction and organizational commitment in banking 
sector of lahore (Pakistan). International Journal of Business and Social Science, 2(18), 
261-267. https://www.researchgate.net/publication/267367371 

Cavazotte, F., Moreno, V., & Bernardo, J. (2013). Transformational leaders and work 
performance: The mediating roles of identification and self-efficacy. Brazilian 
Administration Review, 10(4), 490-512. 
https://doi.org/10.1590/S180776922013000400007 

Chathoth, P., & Olsen, M. (2002). Organizational leadership and strategy in the 
hospitality industry. Journal of Services Research, 2 (1), 5–29. 
https://eurekamag.com/research/003/872/003872284.php  

Chou, H.W., Lin, Y.H., Chang, H.H., & Chuang, W.W. (2013). Transformational 
leadership and team performance: The mediating roles of cognitive trust and 
collective efficacy. Sage Open, 1-10. https://doi.org/10.1177/2158244013497027  

Conger, J. A., & Kanungo, R. N. (1988). Charismatic leadership: The elusive factor in 
organizational effectiveness. Jossey-Bass. 

https://doi.org/10.11771741143213488588
https://dx.doi.org/10.1002/hrdq.20070
https://aquila.usm.edu/fac_pubs/4940
http://dx.doi.org/10.1007/BF02723327
https://doi.org/10.1016/j.ijhm.2018.06.014
https://www.researchgate.net/publication/267367371
https://doi.org/10.1590/S180776922013000400007
https://eurekamag.com/research/003/872/003872284.php
https://doi.org/10.1177/2158244013497027


 
The Mediating Role of Psychological Capital in the 

 Relationship between Transformational Leadership and Job Performance 
 

835 
 
 

Day, D.D., Fleenor, L.E., Awater, L.E., & Mckee, R.A. (2014). Advances in leader and 
leadership development: A review of 25 years of research and theory. The Leadership 
Quarterly, 25(3), 63-82. https://doi.org/10.1016/j.leaqua.2013.11.004  

Dvir, T., Eden, D., Avolio, B. J., & Shamir, B. (2002). Impact of transformational leadership 
on follower development and performance: A field experiment. Academy of 
Management Journal, 45(4), 735–744. https://dx.doi.org/10.2307/3069307 

Geyer, A. L. J., & Steyrer, J. M. (1998). Transformational leadership and objective 
performance in banks. Applied Psychology: An International Review, 47(3), 397 -
420.  https://doi.org/10.1080/026999498377917 

Gillespie, N. & Mann, L. (2004). Transformational leadership and shared values: The 
building blocks of trust. Journal of Managerial Psychology, 19 (6), 588-
607. https://doi.org/10.1108/02683940410551507 

Givens, R. J. (2008). Transformational leadership: The impact of organizational and 
personal outcomes. Emerging Leadership Journeys, 1(1), 4-24. http://www.regent.edu-
>ELJ-_V1Is1_Givens.pdf  

Gooty, J., Gavin, M., Johnson, P. D., Frazier, M. L., & Snow, D. B. (2009). In the eyes of the 
beholder: Transformational leadership, positive psychological capital, and 
performance. Journal of Leadership & Organizational Studies, 15(4), 353-367. 
https://doi.org/10.1177/1548051809332021 

Grant, A. M. (2012). Leading with meaning: Beneficiary contact, prosocial impact, and 
the performance effects of transformational leadership. Academy of Management 
Journal, 55(2), 458–476. https://doi.org/10.5465/amj.2010.0588 

Gul, A., Akbar, S., & Jan, Z. (2012). Role of capacity development, employee 
empowerment and promotion on employee retention in the banking sector of 
Pakistan. International Journal of Academic Research in Business and Social Sciences, 2(9), 
284. https://www.researchgate.net/publication/321224305  

Gupta, V., & Singh, S. (2014). Psychological capital as a mediator of the relationship 
between leadership and creative performance behaviors: Empirical evidence from 
the Indian R&D sector. The International Journal of Human Resource 
Management, 25(10), 1373-1394.  https://doi.org/10.1080/09585192.2013.870311 

Hair, J., Black, W., Babin, B., Anderson, R., & Tatham, R. (1998). Multivariate data analysis 
(6th ed.). Prentice Hall. 

Hayes, A. F. (2013). Introduction to Mediation, Moderation, and Conditional Process Analysis: 
A Regression-Based Approach. New York: Guilford Press. 
https://doi.org/10.1111/jedm.12050 

Helland, M. R., & Winston, B. E. (2005). Towards a deeper understanding of hope and 
leadership. Journal of Leadership and Organizational Studies, 12(2), 42–54. 
https://www.proquest.com/docview/203139862  

Hobfoll, S. E. (2002). Social and psychological resources and adaptation. Review of general 
psychology, 6(4), 307-324.  https://doi.org/10.1037/1089-2680.6.4.307  

https://doi.org/10.1016/j.leaqua.2013.11.004
https://dx.doi.org/10.2307/3069307
https://doi.org/10.1080/026999498377917
https://doi.org/10.1108/02683940410551507
https://doi.org/10.1177/1548051809332021
https://doi.org/10.5465/amj.2010.0588
https://www.researchgate.net/publication/321224305
https://doi.org/10.1080/09585192.2013.870311
https://doi.org/10.1111/jedm.12050
https://www.proquest.com/docview/203139862
https://doi.org/10.1037/1089-2680.6.4.307


 
Pakistan Social Sciences Review (PSSR) April-June, 2022 Volume 6, Issue 2 

 

836 
 
 

Holten, A. L., Bøllingtoft, A., Carneiro, I.G., & Borg, V. (2018). A within-country study of 
leadership perceptions and outcomes across native and immigrant employees: 
Questioning the universality of transformational leadership. Journal of Manage. Organ, 
24 (1), 145–162. https://doi.org/10.1017/jmo.2017.2  

Indrawati, N. K. (2014). Management by inspiration: Implementation of transformational 
leadership on business at pandok pesantren sunan drajat. Procedia- Social & Behavorial 
Sciences, 115(2), 79-90.  https://doi.org/10.1016/j.sbspro.2014.02.417  

Ismail, A., Abidin, N.B.M., & Tudin, R. (2009). Relationship between transformational 
leadership, empowerment and followers’ performance: An empirical study in 
Malaysia. Revista Negotium, 13(5), 5-22. 
http://ojs.revistanegotium.org.ve/index.php/negotium/article/view/88  

Jensen, U. T., Andersen, L. B., Bro, L. L., Bøllingtoft, A., Eriksen, T. L. M., Holten, A. L.,   
Jacobsen, C. B.,  et al. (2016). Conceptualizing and Measuring Transformational and 
Transactional Leadership. Administration & Society 1–31. 

https://doi.org/10.1177/0095399716667157  

John, P. Kotter & James L. Heskett, (1992) Corporate Culture and Performance, New York: 
The Free Press  

Jung, D. I., & Avolio, B. J. (2000). Opening the black box: An experimental investigation 
of the mediating effects of trust and value congruence on transformational and 
transactional leadership. Journal of organizational Behavior, 21(8), 949-964. 
https://doi/10.1002/1099-1379(200012)21:8<949:AID-JOB64>3.0.CO;2-F  

Jyoti, J., & Bhau, S. (2015). Impact of transformational leadership on job performance: 
Mediating role of leader–member exchange and relational identification. Sage 
Open, 5(4). https://doi/2158244015612518  

Kejriwal, A., & Krishnan, V.R. (2004). Impact of vedic worldview and gunas on 
transformational leadership. Vikalpa 29(1), 29–40. 
https://doi/10.1177/0971685815569590  

Kim, H. (2014). Transformational leadership, organizational clan culture, organizational 
affective commitment, and organizational citizenship behavior: a case of South 
Korea’s public sector. Public Organ. Revl, 14 (3), 397–417. 
https://doi.org/10.1007/s11115-013-022  5-z 

Kuhnert, K. W., & Lewis, P. (1987). Transactional and transformational leadership: A 
constructive/developmental analysis. Academy of Management Review, 12(4), 648-657. 
https://doi.org/10.2307/258070  

Kuvaas, B. (2007). Different relationships between perceptions of developmental 
performance appraisal and work performance. Personnel Review, 36(3), 378–397. 
https://doi.org/10.1108/00483480710731338 

Liu, L., Chang, Y., Fu, J., Wang, J., & Wang, L. (2012). The mediating role of psychological 
capital on the association between occupational stress and depressive symptoms 
among Chinese physicians: A cross-sectional study. BMC Public Health, 12, 219–227. 

https://doi.org/10.1017/jmo.2017.2
https://doi.org/10.1016/j.sbspro.2014.02.417
http://ojs.revistanegotium.org.ve/index.php/negotium/article/view/88
https://doi.org/10.1177/0095399716667157
https://doi/10.1002/1099-1379(200012)21:8%3c949:AID-JOB64%3e3.0.CO;2-F
https://doi/2158244015612518
https://doi/10.1177/0971685815569590
https://doi.org/10.1007/s11115-013-022%20%205-z
https://doi.org/10.2307/258070
https://doi.org/10.1108/00483480710731338


 
The Mediating Role of Psychological Capital in the 

 Relationship between Transformational Leadership and Job Performance 
 

837 
 
 

Lu, X., Xie, B., Guo, Y. (2018). The trickle-down of work engagement from leader to 
follower: the roles of optimism and self-efficacy. J. Bus. Res. 84, 186–195. 
https://doi.org/10.3389/fpsyg.2019.00905   

Luthans, F. (2002). The need for and meaning of positive organizational behavior. Journal 
of Organizational Behavior, 23(6), 695-706. http://dx.doi.org/10.1002/job.165  

Luthans, F., Avolio, B. J., Avey, J. B., & Norman, S. M. (2007). Positive psychological 
capital: Measurement and relationship with performance and satisfaction. Personnel 
Psychology, 60(3), 541-572. https://doi.org/10.1111/j.1744-6570.2007.00083.x  

Luthans, F., Avolio, B.J., Avey, J.B., & Norman, S.M. (2007a). Positive psychological 
capital: Measurement and relationship with performance and satisfaction. Personnel 
Psychology, 60(3), 541-572. http://dx.doi.org/10.1111/j.1744-6570.2007.00083.x  

Luthans, F., Norman, S. M., Avolio, B. J., & Avey, J. B. (2008). The mediating role of 
psychological capital in the supportive organizational climate—employee 
performance relationship. Journal of Organizational Behavior: The International Journal 
of Industrial, Occupational and Organizational Psychology and Behavior, 29(2), 219-238. 
https://doi/10.1002/JOB.507  

Luthans, F., Youssef, C. M., & Avolio, B. J. (2007). Psychological capital: Developing the 
human competitive edge (Vol. 198). Oxford: Oxford University Press. 

MacKenzie, S.B., Podsakoff, P.M., & Rich, G.A. (2001). Transformational and 
transactional leadership and salesperson performance. J. Acad. Mark. Sci. 29(2), 115–
134. https://doi/10.1177/03079459994506  

Mahdinezhad, M., Shahhosseini, M., Kotamjani, S. S., Bing, K., W., & Hashim, E. (2017). 
Emotional intelligence and job performance: A study among malaysian 
administrators. International Journal of Academic Research in Business and Social Sciences, 
(7)6, 953-956. https://doi/10.6007/IJARBSS/v7-i6/3055  

McMurray, A. J., Pirola‐Merlo, A., Sarros, J. C., & Islam, M. M. (2010). Leadership, 
climate, psychological capital, commitment, and wellbeing in a non‐profit 
organization. Leadership & Organization Development Journal, 31(5), 436–457.           

https://doi/10.1108/01437731011056452  

Meng, F., & Wu, J. (2015). Merit pay fairness, leader-member exchange, and job 
engagement: Evidence from mainland China. Review of Public Personnel 
Administration, 35(1), 47-69. https://doi.org/10.1177/0734371X12453057  

Newman, A., Ucbasaran, D., Zhu, F. E. I., & Hirst, G. (2014). Psychological capital: A 
review and synthesis. Journal of Organizational Behavior, 35(S1), S120-S138. 
https://doi/10.1002/job.1916  

Paracha, M.U., Oamar, A., Mirza, A., Hassan, I.U., & Waqas, H. (2012). Impact of 
leadership style (Transformational and Transactional leadership) on employee 
performance and mediating role of job satisfaction: Study of private school 
(Educator) in Pakistan. Global Journal of Management and Business Research, 12(4), 55-
64. https://www.researchgate.net/publication/322643782  

https://doi.org/10.3389/fpsyg.2019.00905
http://dx.doi.org/10.1002/job.165
https://doi.org/10.1111/j.1744-6570.2007.00083.x
http://dx.doi.org/10.1111/j.1744-6570.2007.00083.x
https://doi/10.1002/JOB.507
https://doi/10.1177/03079459994506
https://doi/10.6007/IJARBSS/v7-i6/3055
https://doi/10.1108/01437731011056452
https://doi.org/10.1177/0734371X12453057
https://doi/10.1002/job.1916
https://www.researchgate.net/publication/322643782


 
Pakistan Social Sciences Review (PSSR) April-June, 2022 Volume 6, Issue 2 

 

838 
 
 

Patiar, A., & Wang, Y. (2016). The effects of transformational leadership and 
organizational commitment on hotel departmental performance. Int. J. Contemp. 
Hosp. Manage. 28 (3), 586–608. https://doi.org/10.1108/IJCHM-01-2014-0050 

Peterson, S. J., Luthans, F., Avolio, B. J., Walumbwa, F. O., & Zhang, Z. (2011). 
Psychological capital and employee performance: A latent growth modelling 
approach. Personnel Psychology, 64, 427–450. https://doi.org/10.1111/j.1744-
6570.2011.01215.x  

Piccolo, R.F. & Colquitt, J.A. (2006). Transformational leadership and job behaviors: The 
mediating role of core job characteristics. Academy of Management Journal, 49, 327-340. 
http://dx.doi.org/10.5465/AMJ.2006.20786079 

Rego, A., Sousa, F., Marques, C., & Cunha, M. P. (2012). Authentic leadership promoting 
employees' psychological capital and creativity. Journal of Business Research, 65(3), 
429-437. https://doi.org/10.1016j.jbusres.2011.10.003  

Saleem, M. A., Bhutta, Z. M., Nauman, M., & Zahra, S. (2019). Enhancing performance 
and commitment through leadership and empowerment: an emerging economy 
perspective. International Journal of Bank Marketing, 37 (1), 303-322.  
https://doi/10.1108/IJBM-02-2018-003  

Sarros, J. C., & Santora, J.C. (2001). The transformational-transactional leadership model 
in practice.  Leadership & Organisation Development Journal, 22(8), 383-393. 
https://doi.org/10.1108/01437730110410107  

Scheier, M.F., & Carver, C.S. (1985). Optimism, coping, and health: assessment and 
implications of generalized outcome expectancies. Health Psychology, 4, 219–247. 
https://doi.org/10.1037/0278-6133.4.3.219 

Schuckert, M., Kim, T.T., Peak, S., & Lee, g. (2018). Motivate to innovate: How authentic 
and transformational leaders influence employees’ psychological capital and service 
innovation behavior. International Journal of Contemporary Hospitality Management, 
30(2), 776-796. https://doi.org/10.1108/IJCHM-05-2016-0282  

Slater, S. F., & Narver, J. C. (1995). Market orientation and the learning organization. 
Journal of Marketing, 59(3), 63–74. https://doi.org/10.2307/1252120  

Stajkovic, A. D. (2006). Development of a core confidence-higher order construct. Journal 
of Applied Psychology, 91(6), 1208. https://doi.org/10.1037/0021-9010.91.1208  

Snyder, C.R., Sympson, S.C., Ybasco, F.C., Borders, T.F., Babyak, M.A., & Higgins, R. L. 
(1996). Development and validation of the state hope scale. Journal of Personality and 
Social Psychology, 70, 321–335. https://doi.org/10.1037/0022-3514.70.2.321 

Tierney, P., & Farmer, S.M. (2002). Creative self-efficacy: Its potential antecedents and 
relationship to creative performance. Academy of Management Journal, 45, 1137–
1148.  https://doi.org/10.2307/3069429 

Tse, H.H.M., Chiu, W.C.K., (2014). Transformational leadership and job performance: a 
social identity perspective. J. Bus. Res, 67, 2827–2835. 
https://doi.org/10.1016/j.jbusres.2012.07.018  

https://psycnet.apa.org/doi/10.1108/IJCHM-01-2014-0050
https://doi.org/10.1111/j.1744-6570.2011.01215.x
https://doi.org/10.1111/j.1744-6570.2011.01215.x
http://dx.doi.org/10.5465/AMJ.2006.20786079
https://doi.org/10.1016j.jbusres.2011.10.003
https://doi/10.1108/IJBM-02-2018-003
https://doi.org/10.1108/01437730110410107
https://psycnet.apa.org/doi/10.1037/0278-6133.4.3.219
https://doi.org/10.1108/IJCHM-05-2016-0282
https://doi.org/10.2307/1252120
https://doi.org/10.1037/0021-9010.91.1208
https://psycnet.apa.org/doi/10.1037/0022-3514.70.2.321
https://psycnet.apa.org/doi/10.2307/3069429
https://doi.org/10.1016/j.jbusres.2012.07.018


 
The Mediating Role of Psychological Capital in the 

 Relationship between Transformational Leadership and Job Performance 
 

839 
 
 

Wagnild, G.M., & Young, H.M. (1993). Development and psychometric evaluation of the 
resilience scale. Journal of Nursing Measurement, 1, 165–178. 

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(1), 153-172. 
https://doi.org/10.1348/096317910X485818  

Wang, G., Oh, I. S., 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 & Organization Management, 36(2), 223-270. 
http://dx.doi.org/10.1177/1059601111401017  

Yang, F.H., Melien, W., Chieh, C.C., & Yushin, C. (2011). Elucidating the relationship 
among transformational leadership, job satisfaction, commitment foci and 
commitment bases in the public sector. Public Personnel Management, 40(3), 265-278. 

Yukl, G. A. (2002), Leadership in Organizations, (5th ed,) .Prentice-Hall. 
https://www.amazon.com/Leadership-Organizations-Gary-Yukl/dp/0130323128  

Zhu, Y., & Akhtar, S. (2014). The mediating effects of cognition-based trust and affect-
based trust in transformational leadership's dual processes: evidence from 
China, The International Journal of Human Resource Management, 25(20), 2755-
2771. https://doi.org/10.1080/09585192.2014.934885  

 

 

https://doi.org/10.1348/096317910X485818
http://dx.doi.org/10.1177/1059601111401017
https://www.amazon.com/Leadership-Organizations-Gary-Yukl/dp/0130323128
https://doi.org/10.1080/09585192.2014.934885

