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Abstract 
It is widely accepted by researchers that leaders play important roles in improving employee 
performance. However, consensus on adopting leadership styles is subjected to 
argumentative rigour. Previous studies have found evidence that directive leadership style is 
effective in resolving team's task and role ambiguity; in improving performance and core task 
performance. Among other leadership behaviours, supportive leadership is identified as an 
effective leadership approach that heeds employees' personal needs; providing them with 
social and emotional support. Directive and supportive leadership styles are found to 
complement each other resulting in improved performance outcomes. Path-Goal Theory 
proposes both leadership behaviours are among the rooted four leadership styles, namely: 
directive, supportive, participative, and achievement-oriented, that optimizes the employee 
and work environment to achieve a goal. Several factors including motivation and 
organisational citizenship behaviour are perceived to determine the appropriateness of 
leadership styles to be employed situationally. This paper presents a conceptual framework 
that depicts the mediating effect of these two factors on the relationship between leadership 
styles and task performance. Empirical results will be presented in the sequel to this 
theoretical study. 
Keywords: Directive Leadership, Supportive Leadership, Task Performance, Motivation, 
Organisational Citizenship Behaviour 
 
Introduction 
Research suggested that leaders adopting various types of leadership styles influence task 
performance (Lorinkova et al., 2013; Martin et al., 2013). Leadership can be viewed as a 
process that influences others, including motivating subordinates and creating favourable 
workplace conditions, influencing followers to achieve the organisational goal or desired 
outcomes (Kramer et al., 2018; Yukl, 2013). Path-Goal Theory of Leadership (House, 1971) 
centralises on four categories of leadership behaviours, namely directive, supportive, 
participative, and achievement-oriented leadership.  
Although it is widely accepted that the directive leadership approach is effective in resolving 
followers' tasks and role ambiguity resulting in positive organisational outcomes, 
dissatisfaction among individuals could arise due to the coercive nature of the directive 
leadership approach. Path-Goal Theory of Leadership (House, 1971) identifies a supportive 
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leadership style as an effective leadership approach that takes into consideration employees' 
personal needs and provides them with social-psychological supports, for which directive 
leadership is inadequate (Shin et al., 2016). Management and psychology literature suggested 
that individuals need motivation, reward, satisfaction for better performance, and willingness 
to perform extra-role activities discretionally (Ibrahim & Aslinda, 2014; Bateman & Snell, 
2011). These extra-role activities would enhance positive organisational citizenship behaviour 
(OCB) on the main effects of employee dispositions and job attitudes, which are essential for 
the enhancement of the organisation's productivity outcome (Itiola et al., 2014). This 
theoretical study explores the influence of motivation and OCB on the relationship between 
leadership styles, namely directive and supportive leadership style, and task performance.  
 
Problem Statement 
Amongst the distinct leadership typologies, the directive leadership style has received much 
less attention in organisational behaviour literature with proliferated studies on 
transformational and transactional leadership behaviours (Nielsen et al., 2019; Sun & 
Henderson, 2017). There are calls from researchers for the requisite to broaden the breadth 
of leadership development based on the belief that 'not a single type of leadership could fit 
in all situations (Wright, 2017; Yukl, 2013).  
It was reported in Malaysia’s newspaper media (Veena, 2020) that the Department of 
Occupational Safety and Health's (DOSH's) statistics have indicated 169 deaths and 3,911 
accidents in the Malaysian construction and related industries which have recorded the 
highest number of deaths across the nation's economic sectors for the Year 2018. 
Unfortunately, the rate of fatality of industrial accidents has increased annually since the Year 
2018. Several cases related to tragic incidents and issues caused by quarrying activities were 
reported by local newspaper media ("Flying Rocks from Quarry Blasting", 2007; Idris, 2008; 
Shah, 2013; "Bodies of Two Foreign Workers Buried", 2014). Many of these incidents were 
fatal and related to: blasting operations; the collapse of the rock face and landslide that 
trapped heavy machinery operators; fly rocks that caused injuries to civilians; and damage to 
private properties and amenities. The causes for these incidents tend to point towards 
negligence and the indifferent attitude of workers at operation levels in the quarry 
organisations (Rahman et al., 2015). The problem is worrisome to the industry's players as 
disruption in production due to work suspension would have detrimental consequences 
financially. The problem has become a managerial issue and is urgently required to establish 
an effective management structure to manage workers at the operation level to overcome 
these challenges. It is recommended to examine employee task performance behaviour 
related to the effectiveness of leadership approaches used, supervisory, social, psychological 
and work environment perspectives.  
Little study has been found on the influence of directive and supportive leadership on 
individual task performance. For example, studies: (i) on the impact of transformational and 
autocratic leadership styles and personality on organisational commitment in Malaysia 
(Kumar & Chung, 2019); (ii) on the influence of leadership styles on employee performance 
related to the jewellery industry (Lor & Hassan, 2017); (iii) on the impact of leadership styles 
(democratic, lasses-faire and autocratic) on employee performance of a private organisation 
in Selangor of Malaysia (Basit et al., 2017); (iv) on the influence of directive and supportive 
leadership styles on employee job satisfaction in the banking industry in Kenya with 
environmental contingency factors as moderators (Mwaisaka et al., 2019); and (v) on the 
single relationship between employee motivation and work performance for mining 
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companies in Ghana (Kuranchie-Mensah, & Amponsah-Tawiah, 2015). Thus, to answer the 
call to fill this contextual gap, this study aims to investigate the influence of directive and 
supportive leadership on task performance, which would also include the influence of the 
hypothesised key factors on the relationships. The investigation is to answer the call for future 
research by researchers (Martin et al., 2013) for examining the impact of different types of 
leadership styles on task performance.  
In social science research literature and leadership studies, notably in Malaysia, there is a lack 
of research study in examining interrelated relationships of dependent and independent 
variables that include: directive leadership, supportive leadership, OCB, motivation and task 
performance. This study attempts to fill this gap and aims to broaden the knowledge in 
leadership development as well as to add to the body of knowledge in multivariate statistical 
techniques by employing Structural Equation Modeling (SEM). 
 
Objectives of the Study 
This study aims to add to the body of knowledge of leadership development on the impacts 
of differential leadership styles (directive and supportive) on employee task performance and 
the mediating roles of motivation and OCB on the relationships. Theoretically, this study 
hopes to develop a new hypothesised model as a theory fitting model. The validity of this 
hypothesised model will be analysed by using Structural Equation Modeling (SEM) in 
subsequent empirical studies. Hopefully, the findings from subsequent empirical studies will 
be able to contribute to stakeholders such as managerial practitioners to assist them in 
understanding the importance of selecting appropriate leadership styles for managing their 
workforce. The objectives of this study: 
1. To determine whether directive leadership has a positive and significant influence on 
employee task performance behaviour 
2. To determine whether supportive leadership has a positive and significant influence on 
employee task performance behaviour. 
3. To determine whether motivation has a positive and significant mediating effect on the 
relationship between directive leadership approach and employee task performance 
behaviour 
4. To determine whether OCB has a positive and significant mediating effect on the 
relationship between directive leadership approach and employee task performance 
behaviour 
5. To determine whether motivation has a positive and significant mediating effect on the 
relationship between supportive leadership approach and employee task performance 
behaviour 
6. To determine whether OCB has a positive and significant mediating effect on the 
relationship between supportive leadership approach and employee task performance 
behaviour 
 
The Key Concepts of this Study 
Directive leadership 
This study defines directive leadership as leadership behaviour that provides followers 
specific instruction and guidelines to avoid task and role ambiguity for attaining required 
performance standards (Lorinkova et al., 2013). A directive leader will possess legitimate 
power to induce financial compensation to followers, conditional upon their performance. 
This leadership behaviour often involves power distance relationship between a leader and 
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his/her followers that explain influencing process of leadership on followers (Mintzberg, 
1983) in attaining desirable organisational outcome. Seven dimensions have been identified 
as related to the influencing process using power relation include legitimate, reward, 
coercive, expert, referent (French & Raven, 1959), agent persuasiveness, and control over 
information (Yukl & Fable, 1991). Directive top-down leadership was found to be present in 
the study on group cohesiveness in a certain organisational context (Aris & Kamarudin, 2009). 
Group cohesiveness refers to the tendency for members to be task committed to the group 
(Anwar, 2016), with a performance largely relying on team members' collective OCB and their 
attitude (Anwar, 2016; Maksum, Handoko, & Fikriah, 2020). This implies that OCB influences 
the relationship between directive leadership and task performance. 
 
Supportive Leadership 
Supportive leadership is narrated as a form of group maintenance-oriented behaviour 
(Bateman & Snell, 2011). Greg and Anne (1996) suggested that the leadership approach on 
initiating structure and consideration are aligned with two dimensions that described 
supportive leadership. These two dimensions were identified in 1945 Ohio Leadership studies 
(Stogdill, 1974). Moreover, supportive leadership has been distinguished from other 
leadership styles as a leadership behaviour that emphasises establishing good interpersonal 
relationships which help to create mutual trust and friendship between leader and 
subordinates. This leadership behaviour emphasises people-oriented or relational-oriented 
behaviour that prioritises employees' well-being (Stogdill, 1974), The aforesaid relationship is 
deemed to provide the cornerstone for enhancing a leader's effectiveness when a leader 
provides a supportive role to ensure tasks that have been structured could be efficiently 
performed by subordinates. Supportive leadership emphasises individualised attention on 
the followers by prioritising the leader's ability to motivate followers to achieve better 
organisational outcomes and could be considered as an essential leadership quality required 
for team leaders (Shin et al., 2016). Besides, this leadership behaviour could help to provide 
support for the followers' needs to motivate and coach them to accomplish a task more 
effectively, and for the long term development of each employee (Ogola, Sikalieh, & Linge, 
2017; Bass, 1990; House, 1971). 
 
 Task Performance 
This study conceptualises task performance as job incumbents' behaviour that relates to 
individuals' ability to transform raw materials into goods and services specific to the job and 
core technical skills. (Cheng, Chiu, Chang, & Johnstone, 2014). The key elements related to 
the task performance concept for this study are namely: knowledge, skills and ability, 
attitude, work itself, and commitment. An average human being dislikes works, shirks 
responsibility, needs to be controlled to work, prefers to be directed, desires security, and 
needs to be motivated to achieve self-fulfilment (McGregary, 1960). Thus, for effective 
management of employees in an organisational context, appropriate leadership skills 
approach is required. For effective administration (i.e. leadership), the skills approach in 
leadership is based on three skills, namely: technical, human, conceptual (Mumford et al., 
2007; Katz, 1974). Technical skill refers to proficiency in an area of work. An effective leader 
(e.g. directive) must be competent and knowledgeable in his function in the organisation 
(Yulk, 2013) and able to guide and coach his subordinates, ultimately enhancing their 
performance. Research findings indicate that managerial coaching is an effective 
management technique that should be adopted to improve employee learning and 
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performance effectively (Ratiu et al., 2017; Pousa et al., 2017). Leaders frequently are 
required to use different leadership styles simultaneously, to account for shortcomings 
individual leadership approaches in a certain situation, and to complement each other in 
managing their subordinates effectively for better performance.  
 
Motivation 
This study conceptualises motivation as the psychological processes that direct, energise, 
maintain action that drives employees towards intentional action on a job, task, role, or 
project (Campbell & Pritchard, 1976). In its simplicity, it is the driving force behind an 
individual's actions. In this study, four sub-concepts are considered namely: Pay and Benefits; 
Recognition; Achievement, and Responsibility. Herzberg Two Factor Theory of Motivation 
(1966) concluded that two major factors: motivators (intrinsic factors) and hygiene factors 
(extrinsic factors) could influence employees' job satisfaction. According to Maslow's 
Hierarchy of Needs (1970), once an individual's physiological needs are satisfied, they are no 
more providing strong motivators for an individual to strive for higher levels of needs. These 
needs include better pay and benefits, conducive physical working conditions, job security, 
and others. Essentially, these job factors are categorised as the hygiene factors that 
symbolised physiological needs (Maslow, 1970). According to Herzberg (1966), these factors 
do not lead to positive satisfaction for the long-term and are extrinsic factors termed as 
dissatisfiers act to avoid dissatisfaction (Herzberg, 1966). Herzberg suggested that there were 
certain intrinsically motivational factors called satisfiers (motivators) that yield satisfaction 
and motivate employees to work harder. These motivational factors include recognition, 
achievement, and responsibility.  
Motivation contributes to performance and could be classified broadly into two concepts, 
namely: extrinsic and intrinsic motivation (Bergstrom & Mantinez, 2016; Legault, 2016). 
Extrinsic motivation is linked to satisfaction from satisfying physiological needs, such as 
monetary rewards, pay and benefits. Intrinsic motivation is associated with psychological 
factors such as satisfaction of being recognised and appreciated derived from meritorious 
individual's performance in work itself; increase in self-esteem upon of achievement; and 
honoured to be given responsibility at a higher level (Giancola, 2014; Herzberg, 1987; Maslow, 
1970). Human basic needs include the physiological and safety needs that must be satisfied 
(Maslow, 1970) priors to attain the psychological state of needs. Herzberg (1987) further 
concluded that employers (managers) should be concerned about two major factors: 
motivators (intrinsic factors) and hygiene factors (extrinsic factors) to enhance the 
employees' job satisfaction. The employees would not be motivated when intrinsic (hygiene) 
factors are depleted (Yukl, 2013; Herzberg, 1987). 
 
Organisational Citizenship Behaviour (OCB) 
Originally, OCB was defined by Organ (1988) as a discretionary behaviour, not directly or 
indirectly explicitly recognised by the formal rewards system (Podsakoff et al., 2014). 
Morrison (1994) suggests that the boundary of employees' in-role and extra-role behaviours 
is not clearly defined because the roles in organisations are seldom fixed. This has prompted 
a revised definition of OCB which can be defined as the merger of interpersonal and voluntary 
conducts that "supports the social and psychological environment in which task performance 
takes place" (Organ, 1997). A meta-analysis (Podsakoff, Mackenzie, Paine, & Bachrach, 2013). 
indicates significant interaction effects between in-role performance (task performance) and 
extra-role performance (OCB/contextual performance). Conceptually, OCB contributes to the 
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effectiveness of work teams and organisations (Organ, 1988; Podsakoff et al., 2013). It 
represents the extra-role behaviours of employees in performing tasks that are distinguished 
from task performance behaviours which are in-role in nature (Werner, 2000).  
This study defines the concept of OCB as largely discretionary employee behaviours which 
support task performance by enhancing a social and psychological work environment (Organ, 
1997, p. 95). Researchers have identified more than 30 different dimensions of OCB 
distinguishable from merely task performance (Podsakoff et al., 2014). Due to the 
proliferation of these dimensions of behaviours, and by drawing from the work by researchers 
(LePine et al., 2002; Hoffman et al., 2007), this study focuses on four dimensions of OCB, 
namely: altruism, courtesy, conscientiousness, and sportsmanship. Altruism consists of 
discretionary behaviours that aim at helping individuals such as co-workers in resolving tasks 
or related problems in the work environment. Courtesy is referred to discretionary 
behaviours such as consulting and coordinating with other co-workers. Conscientiousness 
refers to individuals exhibiting task-related behaviour beyond the organisational 
requirement. Sportsmanship refers to behaviours of refraining from complaining about trivial 
matters or venting minor grievances.  
 
The Direct Effect of Leadership Styles on Task Performance 
Directive Leadership and Task performance 
Directive leadership is a form of behavioural, task performance-oriented leadership approach 
that centralises on goal setting and role clarification (Bateman & Snell, 2011; Yukl, Gordon, & 
Taber, 2002; House, 1971). In organisational institutions, this implies that directive leadership 
style has its direct effect on employee task performance behaviour. According to House' Path-
Goal Theory of leadership (House, 1971) for a leader to be effective, he must possess 
knowledge, skills, and abilities related to the task and work environment to guide 
subordinates through the right path to achieve their goals. Northouse (2013) suggested that 
a person's skills and abilities could be learned and developed. Researchers' findings further 
suggested that the employees' learning and performance effectiveness could be improved 
with effective managerial coaching practices (Ratiu et al., 2017; Pousa et al., 2017). In 
addition, a leader is often regarded as a role model to his subordinates within the 
organisation, with part of his/her responsibilities is to act as a mentor and coach to his/her 
subordinates 
Directive leadership style is frequently associated with an autocratic and coercive style that 
could result in an adverse reaction from the subordinates and deters trust with their 
leadership (Rawat & Lyndon, 2016; Blau, 1964). Researchers' findings have suggested that 
employee learning and performance effectiveness could be improved with effective 
managerial coaching practices (Ratiu et al., 2017; Pousa et al., 2017). A directive leader with 
good interpersonal skills would be an advantageous trait that would influence employee 
cognitions, choices, and behaviours (Markovic & Ljajic, 2016; Yukl, 2013; Katz, 1974). 
Consequently, a directive leader with a high level of human skills would be more adaptable 
to subordinates' ideas that could support them for better organisational outcomes (Markovic 
& Ljajic, 2016; Katz, 1974). This study conceptualises proposition: 
P1: There is a positive and significant relationship between directive leadership and task 
performance. 
 
 
Supportive Leadership and Task Performance 



International Journal of Academic Research in Business and Social Sciences 

Vol. 1 1 , No. 12, 2021, E-ISSN: 2222-6990 © 2021 HRMARS 

1603 
 

To accomplish a supportive leadership role, the organisation's owners, managers, and 
supervisors should provide related resources that allow subordinates to complete tasks with 
minimum supervision over time, with the long-term development of employees in mind. This 
is aligned with two key elements in the concept of supportive leadership (Stogdill, 1974). 
Although task delegation remains an integral part of supportive leadership, supportive 
leaders provide support for the employees' needs, motivate and coach them until they have 
adequate self-confidence to accomplish the task themselves. 
From the organisation's human resources management perspective, the owners' role as 
leaders and adopting a supportive leadership approach would generally be perceived by 
employees as an organisational supportive gesture. According to organisational support 
theory (Eisenberger et al., 2016), workers' perception of lack of organisational support would 
be highly likely to be construed as a reflection of the organisation's indifferent attitude 
towards workers' values and well-beings. Perceived organisational support (POS) is widely 
accepted as the organisation's contribution to positive reciprocity dynamic with employees, 
as employees tend to reciprocate received rewards and favourable treatment with their 
enhanced performance. Workers who are valued, recognised, and appreciated by their 
superior and organisation would help to enhance their self-esteem state that consolidates 
their self-confidence in taking up difficult tasks and challenges as reciprocity of high POS 
(Zhong et al., 2016). High POS would lead to increased employee performance (Eisenberger 
et al., 2016). Yukl (2013) has provided some guidelines to the supportive leaders for managing 
subordinates effectively, which include bolstering the subordinates' self-esteem and 
confidence. Supportive leaders (e.g. supervisors) could provide verbal encouragement to a 
worker facing a difficult job problem. Research indicates that supportive leadership helps to 
reduce employee acute stressors and improve social cohesion (Sharma & Pearsall, 2016). All 
these outcome variables (e.g. employee stress, job dissatisfaction, and turnover intention) 
would likely lower employee productivity level and hence their task performance behaviour.  
This study conceptualises proposition 2: 
P2: There is a positive and significant relationship between supportive leadership and task 
performance. 
 
Explicating the Influencing Role of Key Concepts on Leadership Styles--Task Performance 
Relationship 
The Influencing role of Motivation on Directive Leadership—Task Performance relationship 
Motivation provides momentum that drives employees to perform tasks willingly and 
effectively, thus enhances the organisation's effectiveness and competence (Parashar, 2016). 
A motivated workforce is widely accepted to be more innovative, creative, ambitious, 
responsible attitude and with altruistic behaviour that contributes to enhanced task 
performance behaviours and elevated productivity (Parashar, 2016). Motivation could be 
classified broadly into two concepts, namely: extrinsic and intrinsic motivation (Bergstrom & 
Mantinez, 2016; Legault, 2016). Extrinsic motivation is linked to the satisfaction of 
physiological needs, such as monetary rewards, pay and benefits. Intrinsic motivation is 
associated with psychological factors such as satisfaction of being recognised and appreciated 
which is derived from meritorious individual's performance in work itself; increase in self-
esteem upon of achievement; and honoured to be given responsibility at a higher level 
(Giancola, 2014; Herzberg, 1987; Maslow, 1970). According to Maslow (1970), once an 
individual's basic needs (physiological needs) are satisfied, they are no more providing a 
strong motivator for an individual to strive for higher levels of needs. Herzberg (1987) further 
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concluded that leaders should emphasise both intrinsic factors and extrinsic factors to 
enhance the employees' job satisfaction.  
The Path-Goal Theory of Leadership (House, 1971) opined that the leader's most practised 
style is to be utilised as a motivational mechanism to get subordinates to achieve goals 
satisfactorily, and adaptability of different leadership behaviours would reinforce the level of 
acceptance of a leader by the subordinates (Polston-Murdoch, 2013). In other words, the 
subordinates would be motivated to perform better if their leader's style or behaviour could 
help them to meet their needs, expectations, and satisfaction, which represent the 
motivational factors for them in the obtainment of their daily task activities (Parashar, 2016; 
House, 1971). Although research findings have suggested that the directive style does have 
its impact on employee task performance (Kim & Egan, 2013), a directive leader's strict 
instruction and guidelines deliberated to the subordinates sometimes can be construed as an 
autocratic and coercive approach. Evidence from past researches indicated that abusive 
supervision and supervisor-directed aggression are strongly related, albeit different 
organisational settings, cultures, and research designs (Lian, Brown, Ferris, Liang, Keeping, & 
Morrison, 2014; Liu, Kwan, Wu, & Wu, 2010). Under these circumstances, directive leaders 
should focus on ensuring that their subordinates (employees) are extrinsically and intrinsically 
motivated (Herzberg, 1987; Maslow, 1954). The current study (Bergstrom & Martinez, 2016) 
suggested that intrinsic motivation and extrinsic motivation have influences on the 
psychological aspects of employee engagement, with extrinsic motivation occupies less 
influence but remains part of the whole motivational mechanism. Employee engagement was 
found to have a positive impact on the performance of organisations, employees' productivity 
level and higher retention rates (Osborne & Hammoud, 2017; Musgrove, Ellinger, & Ellinger, 
2014). 
Thus, this study proposes that the adverse directive characteristics could be mitigated by 
adopting various motivational strategies tactfully to mediate the relationship between 
directive style and employee task performance behaviour. The directive leadership style with 
a situational approach, in addition to motivational factors, could prove to be a meritorious 
leadership approach of practicality and appropriateness. This study proposes that: 
P3: There is a positive and significant mediating effect of motivation on the relationship 
between directive leadership and task performance. 
 
The Influencing role of OCB on directive Leadership—Task Performance Relationship 
OCB can be defined as the merger of interpersonal and voluntary conducts that "supports the 
social and psychological environment in which task performance takes place" (Organ, 1997). 
Interpersonal conducts refer to interactions among individuals that build relationships in the 
workplace through economic exchange and social exchange (Blau, 1964). According to the 
Social Exchange Theory (Blau, 1964) and the Norm of Reciprocity (Gouldner, 1960), social 
exchange relationships between employees and organisations would become stronger when 
both parties are willing to provide and exchange resources valuable to them. The perceived 
fair and beneficial treatment extended from employers to employees would be reciprocated 
by employees' loyalty and dedication towards the organisation (Strenitzerová & Achimský, 
2019; Eisenberger et al., 2001). The social exchange mechanism could provide a strong basis 
for establishing an interpersonal relationship based on mutual trust between employees and 
their organisation. Siqueira (2003) suggested that social exchange would be based on mutual 
trust, a sense of personal obligations, gratitude, and confidence. In addition, findings from 
research (Lau et al., 2014) indicated that positive reactions from employees could happen 
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when they feel that they are being trusted by their supervisors in the workplace. Thus, the 
prospective influence of OCB on organisational outcomes should not be disregarded. 
According to McGregor's Theory X and Theory Y (1960), Theory X managers assume that 
workers dislike work and will find excuses to avoid it; require to be supervised constantly; 
prefer to be directed; desire security; and need to be motivated to achieve self-fulfilment. 
Primarily, it is difficult to envisage the psychological mood state of workers, whereby it could 
be influenced by their leaders' characteristics and the leadership styles they adopt. A meta-
analysis on OCB (Podsakoff et al., 2013) found that directive leadership behaviour, that has 
been identified by Path-Goal Theory of Leadership (House, 1971) as a role clarification and 
specification of procedures behaviour, is positively related to altruism, conscientiousness, 
courtesy and sportsmanship/ These four elements are regarded as important dimensions of 
OCB. Additionally, co-operation and helping others in the workplace are prosocial gestures 
that reflect the individuals' selflessness and practice of concern for the welfare and works' 
needs of others (e.g. co-workers and supervisors). The practice of such prosocial behaviour is 
analogous to altruism and courtesy which are two important dimensions of OCB. 
It is widely perceived that the directive leadership style is more inclined towards autocratic 
or abusive nature. From the norm of reciprocity perspective, employees could resort to evade 
from assuming extra-role responsibility and merely performing their tasks within contractual 
obligations to avoid punishment. Mittal and Elias (2016) opined that leaders in individualistic 
cultures emphasise coercive power. Similarly, a leader in a high power distance culture tends 
to act autocratically (Mittal & Elias, 2016), both of which are normally associated with a 
directive and/or autocratic leadership style and could be obnoxious to employees because of 
its offensive characteristics, thus resulting in difficulty for the aforesaid leadership style to be 
associated with employees' OCB. 
Extrinsic motivators, such as pay and benefits, are the basic physiological needs of employees 
in general. However, these are only temporarily effective, and unfavourable working 
environments and conditions would result in employees' dissatisfaction which tends to 
demoralise workers (Agbenyegah, 2019; Sivalogathasan & Senanayake 2016). It has been 
noted that intrinsic factors are concerned with work itself that is related to the psychological 
mood state of individuals. In that respect, leaders must secure respect from their followers. 
The reason is that employees tend to look up to their leader as a role model for their 
dependency and assistance when they face challenges in resolving day-to-day problems. 
Under that circumstances, leaders will earn respect from their subordinates for their skills and 
competency in guiding and directing them out of trouble waters (Şenturan, Çetin, & 
Demiralay, 2017) thus enhancing individual effectiveness (Dong et al., 2017). This helps to 
boost employee self-esteem and self-efficacy, which would develop into a mutual trust 
relationship between the two parties. The relationship of familiarity between leader and 
employees would dually facilitate fluid communication and feedbacks. In line with the 
thought, employees would perceive that their performance is being recognised and 
appreciated and are likely to exhibit discretionary extra-role behaviours (i.e. OCB). Thus, 
conceptually it is assumed that a directive leadership approach could further enhance 
employee task performance behaviour if it is being adopted strategically. This study proposes 
that: 
P4: There is a positive and significant mediating effect of OCB on the relationship between 
directive leadership and task performance. 
The Influential Role of Motivation on Supportive Leadership—Task Performance 
Relationship 
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Industrial and organisational psychology research suggests that effective and successful 
leaders must be supportive of their subordinates by being good listeners, attentive and 
sympathetic (Surji, 2015; Schultz, & Schultz, 2009). The influential role of motivation on the 
relationship between supportive leadership and task performance is based on the notion that 
a high level of motivation and performance could be achieved with effective collaboration 
between the leader and followers (Surji, 2015). It follows that for effective collaboration 
between the leader and followers to occur, a supportive leadership approach could be 
adopted for building an effective interpersonal relationship (Yukl, 2013). Supportive 
leadership contains two attributes, namely job, and relationship (Rooney & Gottlieb, 2007). 
Job attribute is concerned with how the leader and/or management could guide and motivate 
their subordinates to accomplish their task. This attribute could include perceived supervisor 
support on the employees' training for their development needs that motivate to enhance 
performance and productivity (Park et al., 2017). Relationship attribute is related to people-
oriented behaviour for which the leader is to play a supportive role that involves empathising 
workers' needs, shared purpose, social value, voice, processes in coaching and guiding them 
on their work (Jay et al., 2007).  
Recent studies suggested that a supportive leadership climate would promote social cohesion 
for followers (Sharma & Pearsall, 2016). Social cohesion includes elements of friendship, 
emotional closeness, liking, and caring among team members (Griffith, 2007; Sharma & 
Persall, 2016). High quality of the relationship between supervisor-subordinate could 
contribute to amicable and successful workplace inclusion, that is, it helps to cultivate the 
employee sense of belonging to the workplace (Gates, 1993), as well as it nurtures mutual 
trust, respect, affection, loyalty (Graen & Uhl-Bien, 1995). These elements are motivating 
factors that act as intrinsic motivators that prevent dissatisfaction from being generated 
among followers (Herzberg, 1987). In supportive leadership, the managers will delegate tasks, 
collaborate by working through the tasks with their subordinates, and train them until they 
have acquired skills and abilities to perform tasks on their own. It entails a long-term 
development process for the employees. The managers should be good listeners, be sensitive 
and empathise with their employees' emotional problems. In the supportive leadership 
influencing process, the followers derive their intrinsic motivation through the satisfaction of 
attainment of self-confidence, self-esteem, self-reliance, stress-relief work environment 
psychological states. All these consequences are emanated from the perceived leader's 
support which transpires and impresses onto the employees' mentality that they are being 
recognised and appreciated by the organisation. In the analysis of various concepts above, it 
can be explicated that motivation does have its role in influencing the relationship between 
supportive leadership and task performance. Thus, this study proposes that: 
P5: There is a positive and significant mediating effect of motivation on the relationship 
between supportive leadership and task performance. 
 
The Influential role of OCB on Supportive Leadership—Task Performance Relationship 
Podsakoff et al (2013) has found significant interacting effects between in-role performance 
(task performance) and extra-role performance (OCB/contextual performance). 
Conceptually, it is generally accepted that OCB contributes to the effectiveness of work teams 
and organisations (Organ, 1988; Podsakoff et al., 2013). It represents the extra-role 
behaviours of employees in performing tasks that are distinguished from task performance 
behaviours which are in-role in nature (Werner, 2000). It is worth noting that employees are 
not obliged to engage in extra-role behaviours contractually.  
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Several antecedents are associated with the employees' willingness to engage themselves in 
OCB in the workplace, such as personality/traits of an individual (Organ & Ryan, 1995; Borman 
et al., 2001); perceptions of fairness (Bateman & Organ 1983; Organ & Ryan, 1995; Tepper & 
Taylor, 2003); leadership qualities and interpersonal relationship between leader and 
employee (Podsakoff, Mackenzie, & Bommer, 1996); motivational theories (Kemery, Bedeian, 
& Zacur, 1996). Path-Goal Theory (House, 1971) indicated that leaders who employ a 
supportive leadership style with friendly and approachable behavioural characteristics would 
exhibit acceptable leadership qualities and interpersonal relationship characteristics that 
invigorate their employees' willingness to engage OCB. An effective leader must possess good 
listening skills, be sensitive and empathetic with subordinates' feelings, allowing a conduit for 
them to vent their emotion and problems. In sum, the preceding discussion reveals that the 
supportive leadership approach has several exceptional characteristics antecedent to 
followers' OCB which predicts task performance. Thus, this study proposes that: 
P6: There is a positive and significant mediating effect of OCB on the relationship between 
supportive leadership and task performance. 
 
Conceptual Framework 
This study intends to examine the influence of employees' motivation and OCB on the 
relationship between leadership styles (directive and supportive) and task performance. This 
could be answered when the relationships between leadership styles (independent 
variables), motivation and OCB; and task performance (dependent variable). are analysed 
simultaneously.  
 

Figure 1: Conceptual Framework of the study 

 
 
From the literature review, a conceptual framework is formulated as shown in Figure 1. The 
conceptual framework is adapted from Holbert and Stephenson (2003) by adding one 
independent concept (variable). Specifically, this study hypothesises that OCB and motivation 
are antecedents that act as mediating roles between directive leadership and task 
performance, and between supportive leadership and task performance. Structural Equation 

Legend 

LS  Leadership Styles 

TP Task Performance 

MOTI  Motivation 

OCB  Organisational 

Citizenship Behaviour 

DL  Directive Leadership 

SL  Supportive Leadership  
 

Source: Adapted from Holbert & Stephenson (2003) 
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Modeling (SEM) with AMOS graphical-based statistical analytical software would be 
employed in analysing these interrelationships between the key concepts (variables) 
simultaneously (Gallagher et al., 2008).  
 
Methodology 
This study intends to use survey research which provides a quantitative description of 'trends, 
attitudes, or opinions of a population by studying a sample of that population' (Creswell 
2018). This survey research will include cross-sectional studies which are designed to look at 
a variable in which data are collected from selected individuals at a single point in time (Mills 
& Gay, 2016). Administering questionnaires will be used for data collection. The rationale of 
using this survey method is based on the following reasons: data collected from survey 
questionnaires (measuring instrument) can be obtained from a large number of respondents 
over a vast area (Best & Kahn, 2006); generalisability of findings on total population; and due 
to time and cost constraints (Sekaran & Bougie, 2013). The target population of this study is 
the operational level employees working in quarry organisations within the umbrella of the 
stone-mining industry in Malaysia. Researchers suggested that when analysing data using 
Structural Equation Modeling (SEM), the determination of sample size could be based on the 
number of latent constructs (key concepts) in the conceptual model and thus suggested that 
sample size for this study is in the range of 150-400  (Hair, Black, Babin, & Anderson, 2010). 
The sampling process consists of four (4) steps: define population and sampling technique; 
define the sampling frame; determine the sampling design; and executing the sampling 
process (Sekaran & Bougie, 2013). The sampling technique uses a stratified sampling method 
which divides the population into separate groups based on geographical zones. Quarries 
from each geographical zone would be selected randomly. The target population of this study 
would be further stratified at operation level employees working in their respective quarry 
organisations within the umbrella of the stone-mining industry in Malaysia. The quarrying 
organisations in Malaysia will be the sampling frame. Probability sampling design would be 
used and executed, in which elements in the population would have equal chances to be 
selected as sample subjects (Sekaran & Bougie, 2013).   
Data collected will be analysed by statistical techniques using SPSS for descriptive statistics, 
and Structural Equations Modeling-Analysis of Moment Structures (SEM-AMOS) for analysing 
the interrelationships among the key concepts for this study (Hair et al, 2010). The survey 
questionnaire would be used to obtain information about socio-demographics and 
respondents' attitudes and opinions. The questionnaire will be designed to be self-completed 
independently by the respondents. The questions will be adopted and adapted from 
questionnaires used by other researchers. To ensure that the measuring instrument is 
reasonably good, it must demonstrate high reliability, which is the test of its internal 
consistency. Subsequently, examining the validity of the measuring instrument is necessary 
to ensure that the various measuring items in the instrument (questionnaire) would be able 
to tap the concepts set up to measure. The validity tests will include tests for face validity, 
content validity and construct validity (Sekaran & Bougie, 2013). A pilot test will be carried 
out purposively to increase the likelihood of face validity of the instrument, that is, the 
instrument should be able to measure what it is supposed to measure (Awang & Mohamad, 
2016). The intended pilot study aims to determine the reliability of the survey instrument to 
ensure its internal consistency in measurement, denoted by Cronbach's alpha ≥ 0.6 as an 
acceptable value of instruments reliability (Gallagher et al, 2008). This pilot study is important 
for obtaining accurate results during the subsequent field study. 
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The validity of content validity would be ascertained when the instrument's contents are 
adequately and proportionately representing different elements of the concept or domain 
(Sekaran & Bougie, 2013), and can also be validified by experts in the field of this study. Before 
SEM analysis, the content validity will first be assessed by conducting Exploratory Factor 
Analysis (EFA) on data collected from a pilot study, for which measuring items with low factor 
loading or redundancy would be deleted before proceeding to further analysis.  Construct 
validity will be ascertained by conducting Confirmatory Factor Analysis (CFA) during the data 
analysis process to be performed by IBM-SPSS SEM-AMOS graphically based modelling 
statistical software. The hypothesised model developed for this study will be assessed by 
using SEM-AMOS for its validity as a theory fitting model. 
 
Discussion and Conclusion 
The motivation of this study is the desire to face the challenge of solving the unresolved 
practical and managerial problems facing construction and quarrying industries in Malaysia. 
In addition, the authors desire to explore the effect of lesser-researched leadership styles 
(directive and supportive) on workers’ task performance behaviours. This study aims to assist 
practitioners in understanding the importance of selecting appropriate leadership styles for 
managing their workforce. This study aims to contribute to the development of a new 
hypothesised model. The validity of this hypothesised model as a theory fitting model could 
contribute to the body of knowledge in leadership development. 
In Malaysian construction and quarrying sectors, poor employee task performance 
behaviours could have contributed to the increase in fatal industrial accidents at the 
workplace since 2018. Maintaining a balance of different leadership styles is imperative for 
resolving these managerial issues. The situation is worrisome as construction and quarrying 
sectors are the main economic sectors that contribute to the national gross domestic product 
(GDP) growth. In previous studies, the directive and supportive leadership styles are two 
leadership approaches found to complement each other, enhance employee performance 
and contribute to the organisational outcomes positively. Conceptually, the impact of 
leadership styles on employee task performance relationships would be fortified by the 
interventions of motivation and OCB as the two mediating factors. In the future, it is hoped 
that this research will add to an improved organisational managerial blueprint, notably in 
adopting appropriate leadership styles in managing the organisational workforce. Conversely, 
if the ill effects cannot contend with this study, more research and innovation are needed for 
seeking other strategies to improve employee task performance behaviour.  
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