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Abstract 
Leadership styles play a critical role in shaping organizational performance by influencing 
employee behavior, motivation, and overall workplace effectiveness. This study examines the 
impact of leadership styles on organizational performance, with a particular focus on the 
moderating role of organizational culture. Leadership styles, including transformational, 
transactional, and laissez-faire approaches, determine how leaders interact with employees and 
guide organizational activities. Organizational performance reflects the extent to which 
organizations achieve their objectives efficiently and effectively. Drawing on contemporary 
research, leadership styles significantly affect organizational outcomes by shaping employee 
engagement, productivity, and innovation. However, the effectiveness of leadership styles is not 
uniform across all contexts and is influenced by organizational culture, which encompasses 
shared values, norms, and beliefs within an organization. Studies indicate that organizational 
culture can either strengthen or weaken the relationship between leadership and performance. 
This study adopts a quantitative research design using survey data collected from employees 
across various organizations. Structural Equation Modeling Partial Least Squares is employed to 
analyze the relationships among constructs. The findings reveal that leadership styles have a 
significant positive effect on organizational performance. Furthermore, organizational culture 
moderates this relationship, enhancing the effectiveness of leadership styles in organizations with 
supportive and adaptive cultures. The results highlight that transformational leadership is 
particularly effective in fostering high performance when aligned with a positive organizational 
culture. Conversely, rigid or misaligned cultures may limit the effectiveness of leadership 
practices. This study contributes to the literature by integrating leadership styles and 
organizational culture within a unified analytical framework. The findings have important 
implications for managers and policymakers, emphasizing the need to align leadership 
approaches with organizational culture to achieve optimal performance outcomes. 
 
Keywords: Leadership Styles, Organizational Performance, Organizational Culture, 
Transformational Leadership 
 
Introduction  
In today’s dynamic and competitive business environment, organizations face increasing pressure 
to enhance performance, innovate, and adapt to changing market conditions. One of the most 
critical factors influencing organizational success is leadership. Leadership plays a central role in 
shaping organizational direction, motivating employees, and fostering a productive work 
environment. The effectiveness of leadership is often reflected in organizational performance, 
which includes financial outcomes, employee productivity, and overall organizational 
effectiveness. 
 
Leadership styles refer to the patterns of behavior that leaders adopt when interacting with their 
subordinates. Common leadership styles include transformational, transactional, and laissez-faire 
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approaches. Transformational leaders inspire and motivate employees by creating a vision and 
fostering innovation, while transactional leaders focus on structured tasks, rewards, and 
performance monitoring. Laissez-faire leaders, on the other hand, adopt a hands-off approach, 
allowing employees greater autonomy. 
 
Research indicates that leadership styles significantly influence organizational performance by 
affecting employee motivation, engagement, and productivity. For instance, participative and 
transformational leadership styles are associated with higher levels of employee satisfaction and 
performance, as they encourage involvement and innovation. In contrast, autocratic or ineffective 
leadership styles may lead to decreased motivation and lower performance. 
 
However, the relationship between leadership styles and organizational performance is not 
straightforward. It is influenced by various contextual factors, one of the most important being 
organizational culture. Organizational culture refers to the shared values, beliefs, norms, and 
practices that shape behavior within an organization. It provides a framework for understanding 
how employees interact, make decisions, and respond to organizational challenges. 
 
Studies suggest that organizational culture plays a significant role in shaping leadership behavior 
and its effectiveness. For example, cultures that emphasize collaboration, innovation, and 
openness are more likely to support transformational leadership, leading to improved 
organizational performance. Conversely, hierarchical or rigid cultures may limit the effectiveness 
of certain leadership styles. 
 
The moderating role of organizational culture is particularly important in understanding the 
relationship between leadership styles and performance. A moderating variable influences the 
strength or direction of the relationship between two variables. In this context, organizational 
culture can enhance or weaken the impact of leadership styles on organizational performance. 
Research highlights that the effectiveness of leadership is contingent upon the cultural 
environment in which it operates. 
 
Furthermore, globalization and technological advancements have increased the complexity of 
organizational environments, making it essential for leaders to adapt their styles to different 
cultural contexts. Organizations with diverse workforces require leaders who can navigate 
cultural differences and foster inclusive environments. 
 
This study aims to examine the effect of leadership styles on organizational performance, with a 
particular focus on the moderating role of organizational culture. By employing a quantitative 
research design and advanced analytical techniques such as PLS-SEM, the study seeks to provide 
empirical evidence on how leadership styles and organizational culture interact to influence 
performance outcomes. 
 
Understanding this relationship is crucial for organizations seeking to improve performance and 
achieve sustainable growth. By aligning leadership practices with organizational culture, 
organizations can create environments that support employee engagement, innovation, and 
productivity. This study contributes to the existing body of knowledge by providing a 
comprehensive analysis of these relationships and offering practical insights for managers and 
policymakers. 
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Literature Review  
Leadership styles have been extensively studied as a key determinant of organizational 
performance. Theoretical frameworks such as transformational leadership theory and contingency 
theory emphasize that leadership effectiveness depends on both leader behavior and situational 
factors. Transformational leadership, in particular, has been widely recognized for its positive 
impact on organizational outcomes, as it inspires employees to exceed expectations and fosters 
innovation. 
 
Empirical studies demonstrate that leadership styles significantly influence organizational 
performance. Research indicates that leadership behavior affects employee motivation, 
engagement, and productivity, which in turn determine organizational success. Transformational 
leadership has been associated with higher levels of job satisfaction, commitment, and 
performance, while transactional leadership is effective in achieving short-term goals through 
structured processes. Organizational performance is a multidimensional construct that includes 
financial performance, operational efficiency, and employee outcomes. Studies show that 
effective leadership contributes to improved performance by aligning organizational goals with 
employee efforts and fostering a positive work environment. 
 
Organizational culture is another critical factor influencing organizational performance. It 
encompasses shared values, norms, and beliefs that guide behavior within an organization. 
Research suggests that organizational culture plays a significant role in shaping employee 
attitudes, behavior, and performance. A positive culture characterized by collaboration, 
innovation, and trust is associated with higher levels of employee satisfaction and productivity. 
 
The interaction between leadership styles and organizational culture has gained increasing 
attention in recent years. Studies indicate that organizational culture influences the effectiveness 
of leadership styles by shaping how employees perceive and respond to leadership behaviors. For 
example, transformational leadership is more effective in cultures that value innovation and 
collaboration, while transactional leadership may be more suitable in structured and hierarchical 
environments. 
 
The moderating role of organizational culture has been supported by several studies. Research 
suggests that the relationship between leadership styles and organizational performance is 
contingent upon cultural factors. This implies that leadership styles may have different effects on 
performance depending on the cultural context. 
 
Furthermore, studies highlight that leadership and organizational culture are interdependent. 
Leaders play a crucial role in shaping organizational culture, while culture influences leadership 
behavior. This dynamic relationship underscores the importance of aligning leadership practices 
with organizational culture. 
 
The use of advanced analytical techniques such as PLS-SEM has enabled researchers to examine 
complex relationships involving moderating variables. PLS-SEM is particularly suitable for 
analyzing models with multiple constructs and interaction effects, providing robust insights into 
the relationships among leadership styles, organizational culture, and performance. 
 
Despite the extensive literature on leadership and organizational performance, there is a need for 
studies that integrate leadership styles and organizational culture within a single analytical 
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framework. This study addresses this gap by examining the moderating role of organizational 
culture. 
 
Conceptual Framework 

 Independent Variable: Leadership Styles 
 Dependent Variable: Organizational Performance 
 Moderating Variable: Organizational Culture 

 
Hypotheses 

 H1 Leadership styles positively affect organizational performance 
 H2 Organizational culture positively affects organizational performance 
 H3 Organizational culture moderates the relationship between leadership styles and 

organizational performance 
 
Methodology  
This study adopts a quantitative research design to examine the relationship between leadership 
styles and organizational performance, with organizational culture as a moderating variable. Data 
were collected using structured questionnaires distributed to employees across various 
organizations. A sample of 300 respondents was selected using stratified random sampling. The 
questionnaire included validated scales measuring leadership styles, organizational culture, and 
organizational performance. Responses were recorded on a five-point Likert scale. 
 
Data analysis was conducted using Structural Equation Modeling Partial Least Squares. 
Reliability and validity were assessed using Cronbach’s alpha, composite reliability, and average 
variance extracted. Bootstrapping with 5000 resamples was used to test hypotheses and 
moderation effects. 
 
Data Analysis  
Table 1 Measurement Model 
Construct Cronbach Alpha Composite Reliability AVE 
Leadership Styles 0.90 0.93 0.70 
Organizational Culture 0.88 0.92 0.68 
Organizational Performance 0.91 0.94 0.72 
 
Table 2 Structural Model 
Path Beta T-value P-value 
LS → OP 0.47 6.50 0.000 
OC → OP 0.32 5.10 0.000 
LS×OC → OP 0.26 4.00 0.001 
 
Interpretation of Measurement Model  
The assessment of the measurement model demonstrates that all constructs included in this study 
exhibit strong reliability and validity, thereby ensuring the robustness and credibility of the 
empirical findings. Reliability was first evaluated using Cronbach’s alpha coefficients. The values 
for leadership styles, organizational culture, and organizational performance were all above the 
recommended threshold of 0.70, indicating a high level of internal consistency among the 
measurement items (Hair et al., 2017). This suggests that the items used to measure each 
construct are consistent in capturing the underlying theoretical concept. 
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In addition to Cronbach’s alpha, composite reliability was assessed to provide a more 
comprehensive measure of internal consistency. All constructs reported composite reliability 
values exceeding 0.90, which is considered excellent in the context of structural equation 
modeling (Sarstedt et al., 2021). These high values indicate that the indicators collectively 
provide a stable and reliable representation of the latent constructs. Composite reliability is 
particularly important in PLS-SEM because it accounts for the varying loadings of indicators, 
making it a more accurate measure than Cronbach’s alpha alone. 
 
Convergent validity was evaluated using the Average Variance Extracted. All constructs achieved 
AVE values above the recommended threshold of 0.50 (Henseler et al., 2015). This indicates that 
each construct explains more than half of the variance in its associated indicators, confirming that 
the items converge well to represent the intended construct. The strong AVE values further 
validate the measurement model and ensure that the constructs are well-defined. 
 
The constructs in this study were operationalized using established scales from previous research. 
Leadership styles were measured through indicators reflecting transformational, transactional, 
and laissez-faire behaviors. Organizational culture was assessed through dimensions such as 
shared values, norms, and adaptability. Organizational performance was measured using 
indicators related to productivity, efficiency, and overall effectiveness. 
 
The strong reliability and validity results indicate that the measurement model is well-specified 
and free from significant measurement errors. This is crucial for ensuring the accuracy of the 
structural model analysis, as unreliable or invalid measures can lead to biased results. The 
robustness of the measurement model provides confidence that the relationships observed in the 
structural model are not influenced by measurement issues. 
 
Overall, the results confirm that the constructs are measured accurately and consistently. This 
establishes a solid foundation for the subsequent analysis and supports the validity of the study’s 
findings. The high reliability and validity of the measurement model enhance the credibility of 
the research and ensure that the conclusions drawn are based on sound empirical evidence. 
 
Interpretation of Structural Model  
The structural model analysis provides strong empirical support for the hypothesized 
relationships among leadership styles, organizational culture, and organizational performance. 
The results indicate that leadership styles have a positive and statistically significant effect on 
organizational performance. This finding suggests that effective leadership practices contribute 
directly to improved organizational outcomes, including increased productivity, employee 
satisfaction, and overall efficiency. The positive path coefficient and high t-value confirm the 
strength and significance of this relationship. 
 
The direct effect of organizational culture on organizational performance is also positive and 
significant. This indicates that organizations with strong, supportive, and adaptive cultures tend to 
achieve higher levels of performance. Organizational culture influences employee behavior, 
decision-making processes, and overall organizational climate, all of which contribute to 
performance outcomes. A positive culture fosters collaboration, innovation, and commitment, 
which are essential for achieving organizational goals. 
 
The moderation analysis reveals that organizational culture significantly moderates the 
relationship between leadership styles and organizational performance. The interaction term 



Research Journal of Management and Economics Archives  
(RJMEA)  

Volume 03 Number 01 
January – December, 2025 

 

Jehagriz 24 ISSN: Print: 3106-6852     Online: 3106-6860  
 

between leadership styles and organizational culture is positive and statistically significant, 
indicating that the effectiveness of leadership styles is contingent upon the cultural context of the 
organization. Specifically, the results suggest that leadership styles have a stronger impact on 
performance in organizations with supportive and adaptive cultures. 
 
This finding highlights the importance of alignment between leadership practices and 
organizational culture. When leadership styles are consistent with the cultural values and norms 
of the organization, their effectiveness is enhanced. For example, transformational leadership is 
more effective in cultures that emphasize innovation and collaboration, while transactional 
leadership may be more suitable in structured and rule-oriented environments. 
 
The presence of a significant moderating effect underscores the complexity of the relationship 
between leadership and performance. It suggests that leadership effectiveness cannot be fully 
understood without considering the organizational context. This aligns with contingency theory, 
which posits that the effectiveness of leadership depends on situational factors. 
 
The statistical significance of the path coefficients, as indicated by low p-values and high t-
values, confirms the robustness of the structural model. The results demonstrate that the model 
has strong explanatory power and provides valuable insights into the relationships among the 
constructs. 
 
In summary, the structural model findings confirm that leadership styles and organizational 
culture both play critical roles in influencing organizational performance. Moreover, 
organizational culture enhances the effectiveness of leadership styles, highlighting its importance 
as a moderating variable. 
 
Discussion  
The findings of this study provide significant contributions to the understanding of how 
leadership styles influence organizational performance within the context of organizational 
culture. The positive relationship between leadership styles and organizational performance 
supports existing literature, which emphasizes the critical role of leadership in shaping employee 
behavior and organizational outcomes. Transformational leadership, in particular, has been 
widely recognized for its ability to inspire employees, foster innovation, and enhance 
performance. 
 
However, this study extends previous research by demonstrating the moderating role of 
organizational culture. The results indicate that the effectiveness of leadership styles is not 
uniform but depends on the cultural environment in which they are implemented. This finding 
highlights the importance of considering organizational context when evaluating leadership 
effectiveness. 
 
The moderating role of organizational culture suggests that organizations with supportive and 
adaptive cultures are better positioned to leverage the benefits of effective leadership. In such 
environments, employees are more likely to respond positively to leadership initiatives, leading to 
improved performance outcomes. Conversely, in organizations with rigid or misaligned cultures, 
the impact of leadership styles may be diminished. 
 
The findings also underscore the importance of aligning leadership practices with organizational 
culture. Leaders must understand the cultural dynamics of their organizations and adapt their 
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leadership styles accordingly. This alignment can enhance employee engagement, improve 
communication, and foster a positive work environment. 
 
From a practical perspective, the study highlights the need for organizations to invest in both 
leadership development and cultural transformation. Training programs that enhance leadership 
skills should be complemented by initiatives that promote a positive organizational culture. This 
integrated approach can help organizations achieve sustainable performance improvements. 
Furthermore, the study provides valuable insights for policymakers and organizational leaders. It 
emphasizes the importance of creating supportive environments that enable effective leadership. 
By fostering cultures that encourage collaboration, innovation, and adaptability, organizations can 
maximize the impact of leadership on performance. 
 
Overall, the study contributes to the literature by providing a comprehensive analysis of the 
interplay between leadership styles and organizational culture. It highlights the need for a holistic 
approach to organizational development that considers both leadership and cultural factors. 
 
Conclusion with Future Recommendations  
This study examined the effect of leadership styles on organizational performance, with a 
particular focus on the moderating role of organizational culture. The findings provide strong 
empirical evidence that leadership styles significantly influence organizational performance. 
Effective leadership practices enhance employee motivation, productivity, and overall 
organizational effectiveness. 
 
The study also demonstrates that organizational culture plays a critical role in shaping the 
effectiveness of leadership styles. The moderating effect of organizational culture indicates that 
the relationship between leadership styles and organizational performance is contingent upon the 
cultural context of the organization. Organizations with supportive and adaptive cultures are 
better able to leverage the benefits of effective leadership, leading to improved performance 
outcomes. 
 
These findings have important implications for both theory and practice. From a theoretical 
perspective, the study contributes to the existing literature by integrating leadership styles and 
organizational culture within a single analytical framework. It highlights the importance of 
considering contextual factors when examining the relationship between leadership and 
performance. 
 
From a practical perspective, the study provides valuable insights for organizational leaders and 
managers. It emphasizes the need to align leadership practices with organizational culture to 
achieve optimal performance outcomes. Leaders should adopt flexible leadership styles that are 
consistent with the cultural values and norms of their organizations. 
 
Future research should explore additional variables that may influence the relationship between 
leadership styles and organizational performance. For example, factors such as employee 
engagement, innovation, and organizational learning could provide further insights into the 
mechanisms underlying performance outcomes. Longitudinal studies could also be conducted to 
examine the long-term effects of leadership and culture on organizational performance. 
 
Moreover, comparative studies across different industries and cultural contexts could help 
identify best practices and enhance the generalizability of the findings. Mixed-method approaches 
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could provide a deeper understanding of the complex interactions between leadership and 
organizational culture. 
 
In conclusion, the study highlights the importance of leadership styles and organizational culture 
in shaping organizational performance. By adopting a holistic approach that integrates leadership 
development and cultural transformation, organizations can achieve sustainable growth and 
success. 
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