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Abstract

This study explores leadership behaviours that drive 

organizational performance within the African airline sector. 

Drawing on Yukl’s (2012) taxonomy, which classifies 

leadership as task, relations, change, and external-oriented, 

the study examines how these behaviours operate in a highly 

regulated and risk-sensitive environment. Using qualitative 

methods, 14 semi-structured interviews were conducted with 

senior executives and managers across public and private 

airlines in Sub-Saharan Africa. Thematic analysis confirmed 

the relevance of Yukl’s framework while revealing its 

limitations in explaining context-specific complexities. 

Empathy, tolerance, discipline, decisiveness and timeliness 

emerged as additional behaviours essential for promoting 

trust, adaptability, and operational efficiency. Leaders who 

balanced all behavioural dimensions were most effective in 

addressing dynamic environmental and regulatory 

challenges. The findings underscore the need for culturally 

and industry-sensitive leadership models and training that 

integrate both established and emergent behaviours. 

Originality/Value: This study extends Yukl’s framework 

by identifying new contextually grounded behaviours that 

enhance leadership effectiveness in African aviation. 

Keywords: Leadership Behaviours, Organizational Effectiveness, African Airline Sector, Behavioural Taxonomy, Contextual 

Leadershp 

Introduction 

The African aviation industry plays a crucial role in the continent’s socio-economic development by promoting regional 

integration, supporting trade and tourism, and connecting geographically dispersed populations. Though of strategic 

significance, the sector is marked by relative underperformance to its international counterparts and faces a range of challenges 

from poor infrastructure and market fragmentation to weak corporate governance and management (Martini et al, 2024; 

Amankwah-Amoah, 2018; Njoya, 2016; Mhlanga, 2017). Against this context, leadership has not only emerged as the primary 

driver of organizational performance but also as a potential driver of transformational change in African aviation (Amankwah-

Amoah, 2018). Leadership as a construct resists one definition but is generally valued as a process of influencing others toward 

shared goals (Northouse, 2017; Torrington et al., 2018). The last five decades have witnessed an explosion of leadership 

theories from the behaviour and trait school to contingency, transformational, and servant leadership theories (Bass & Avolio, 

1993; Greenleaf, 2003; Yukl, 2008). Although such theories have yielded valuable contributions, most of them have been 

based on Eurocentric epistemologies and managerial contexts and thus could not possibly speak to the socio-cultural and 

institutional dynamics at work in African societies (Abebe et al., 2020). Leadership in Africa, Zoogah and Nkomo (2013) 

argue, is not a matter of simply transposing Western ideas into new geographies but one of recognizing indigenous systems, 

collective norms, and unique organizational ecologies. 

African leadership scholarship's research performance lags global trends. There is below 1% continental scholarly contribution 

of overall leadership research but with immense need for localized knowledge (Duermeijer et al., 2018). The gap is even more 

serious in the private sector where empirical research on leadership effectiveness is scarce (Fourie et al., 2017; Nkomo, 2017). 
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As poor leadership has repeatedly been found to be a 

significant cause of African airlines' inefficiency and 

volatility (Amankwah-Amoah, 2018; Mhlanga, 2017), the 

need for contextually grounded leadership theories is more 

urgent than ever. Behavioural leadership theory is as good a 

place as any to begin to take this agenda to an advanced 

level. As far back as the mid-20th century, theories of 

leaders' behaviour have moved focus away from traits to 

action, humorously suggesting that effective leadership may 

be learned, practiced, and replicated (McGregor, 1957; 

Herzberg, 1976; Behrendt et al., 2017). While these theories 

constituted influential leadership thought, most studies 

concentrated on broad categories of behaviour, without 

regard for the specificity and interplay of individual action 

(Bracht et al, 2024). Yukl (2012) hierarchical taxonomy 

avoids this limitation by separating leadership behaviour 

into four general dimensions.  

This study employs Yukl's taxonomy to examine African 

airlines' leadership practice, a context rarely explored in 

traditional behavioural leadership scholarship. The aviation 

sector in Africa is not only under-researched but also highly 

multidimensional, vulnerable to political interference, 

financial instability, skill shortages, and under-developed 

infrastructures (Amankwah-Amoah & Debrah, 2013). In this 

context, leadership effectiveness has to be evaluated not 

only based on universal best practices but on behaviours that 

address situation-specific challenges like regulatory 

uncertainty, stakeholders' misalignment, and operational 

bottlenecks. 

Nonetheless, even though Yukl's taxonomy is robust, 

context-based adjustments hold the promise for this 

research. Initial results from the African aviation industry 

point to leadership behaviours that are not adequately 

explained through existing taxonomies but are regarded by 

practitioners as being fundamental. Moreover, the study 

offers methodological rigor in applying thematic qualitative 

analysis, which builds robust contextualization and room for 

novel findings that are not accounted for through 

quantitative frameworks (Parry et al., 2014). Voices of 

seasoned African airline leaders, most of whom have 

navigated a complex operating environment prevail in this 

analysis, and rich experiential data bridge the gap between 

theory and practice. 

Lastly, the purpose of the research is twofold. In the first 

place, it seeks to further theory on leadership by extending 

and applying Yukl's behavioural taxonomy to an under 

researched environment. In the second place, it seeks to 

derive actionable results that could be transferred to African 

airlines for optimizing leadership development, succession 

planning, and organizational effectiveness. Along the way, 

the research also decolonizes leadership studies by centering 

on African thought, and operating conditions. Based on 

Yukl's (2012) model and incorporating African aviation 

professionals' perspectives, the study presents an evidence-

based, nuanced picture of how successful leadership in one 

of the world's most challenging yet strategically most 

critical sectors appears. If African airlines are to become 

competitive globally and commercially sustainable, the 

acquisition of the right leadership behaviours might be the 

most certain way to unleash their potential. 

 

Statement of the Problem 

Despite leadership function being a vital in deciding the 

performance of airlines, the African air transport industry 

continues to lag behind, grappling with inefficiencies in 

management practices, service deficits, and understaffed 

human resource development (Amankwah-Amoah, 2018; 

Mhlanga, 2017). Internal weaknesses persist alongside 

external threats in the guise of regulatory constraints, 

infrastructural inadequacies, and market protectionism, all 

which in totality detract from the competitive prowess of 

African airlines (Njoya, 2016; Megersa & Kincaid, 2018). 

At the heart of these efficiencies of operation is a leadership 

crisis often promoted by the lack of context-based models of 

leadership appropriate to the socio-economic and cultural 

conditions of the African continent. 

Leadership models traditionally employed in the African 

setting are more likely to originate from Western paradigms 

that fail to consider local expectations of individuals, and 

norms (Alemu, 2024). As such, leadership development 

programs within the continent are more likely to be 

misguided according to real African airline leaders' needs. 

This disconnect impedes the development of effective 

leaders who can operate in high-stakes settings characterized 

by volatility, limited resources, and constantly changing 

market demands (Abebe et al., 2020; Mukhezakule & 

Tefera, 2019). While there has been growing interest across 

African leadership scholarship, empirical private sector 

contributions are weak, with African leadership studies still 

adding less than 1% of global scholarly output (Duermeijer 

et al., 2018; Fourie et al., 2017). 

Further, of the few leadership frameworks that exist, they 

tend to be unclear regarding abstract types of behaviour, 

such as transformational or transactional leadership, without 

being explicit about the concrete, real things that constitute 

effective leadership in a given context (Yukl et al., 2019). 

This renders them not applicable in environments like the 

African aviation industry, where leaders must juggle 

complex stakeholder interests, exert operational discipline, 

and foster staff commitment simultaneously (Behrendt et al., 

2017). Scholars have called for more theoretical studies in 

this area, particularly in the under-researched private sector 

(Amayah & Haque, 2017; Nkomo, 2017; Fourie et al., 

2017). Addressing this research gap is crucial, as ineffective 

leadership can hinder the performance of African employees 

and organizations (Ndlovu-Gatsheni, 2013). 

 

Literature Review  

Theoretical Background: Evolution of Leadership 

Thought 

Leadership theory has developed significantly, progressing 

from early trait-based theories to contemporary behavioural 

and contingency theories. Early theories of traits presumed 

that effective leadership was a function of stable personal 

characteristics such as intelligence, confidence, and 

charisma presumed to be consistent across situations 

(Northouse, 2017). But the failure of trait theories to reliably 

predict leadership success across contexts brought about the 

emergence of behavioural approaches in the mid-20th 

century with the work of researchers like McGregor (1957), 

and Herzberg (1976) among others. 

Behavioural theories of leadership redirected the emphasis 

from enduring personality characteristics to observable, 

learnable behaviours. Unlike transformational or 

transactional leadership, which comprise behavioural and 

trait-based aspects (Bass, 1985; Avolio et al., 1999), 

behavioural approaches contend that the effectiveness of 

leadership can be developed and learned (Banai et al, 2024). 
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As such, focus turned to what leaders do, rather than who 

they are. Yukl's (2012) hierarchical taxonomy of leadership 

behaviour is one of the most comprehensive frameworks in 

this field, classifying behaviour into four meta- categories: 

task-oriented, relations-oriented, change-oriented, and 

external-oriented behaviour. This framework provides a 

systematic method of identifying and developing effective 

leadership behaviours in various organizational contexts. 

 

Theoretical Framework: Yukl’s Behavioural Taxonomy 

This study adopts Yukl's (2012) hierarchical taxonomy as its 

theoretical basis, using its broad framework to study 

effective leadership behaviour in the African airline 

industry. Yukl's taxonomy offers 15 component behaviours 

within four categories: 

 
Table 1: Taxonomy of Leadership Behaviours 

 

Task-oriented 
Relations-

oriented 
Change-oriented External 

Clarifying Supporting Advocating change Networking 

Planning Developing Envisioning change 
External 

monitoring 

Monitoring 

operations 
Recognizing 

Encouraging 

innovation 
Representing 

Problem-

solving 
Empowering 

Facilitating 

collective learning 
 

Source: Yukl (2012), p. 68 

 

This taxonomy is most appropriate for the current study due 

to its potential to reduce conceptual overlap, consolidate 

similar behavioural theories, and bring different findings 

into a single, cohesive, actionable model (Behrendt et al., 

2017; Yukl et al., 2019). It also circumvents the limitations 

of traditional leadership models that have a tendency to 

focus on a narrow set of generalized behaviours, like 

transformational, transactional, and servant leadership 

(Wickert et al, 2024). By applying this taxonomy onto the 

African airline context, the study explores extant behaviours 

that reflect the socio-cultural and operational complexities 

of African aviation leadership.  

 

Empirical Literature: Leadership Behaviour and 

Effectiveness 

Behavioural leadership theories are generally seen as 

effective in predicting managerial performance and 

organizational outcomes (Alsarrani et al., 2021). Effective 

leaders demonstrate behaviours that enable goal 

achievement, employee motivation, and organizational 

learning. Wickert et al. (2024) emphasize competencies 

such as developing a compelling vision, setting high-

performance expectations, and leading through emotional 

and social intelligence. Similarly, Banai et al (2024) infer 

that effective leadership comprises mastery of various 

domains, i.e., task, social, emotional, and metacognitive 

skills.  

Some researchers argue that relationship-oriented leadership 

may be more effective and important than task-oriented 

leadership (Cserhati & Szabo, 2014), while others 

emphasize situational leadership's role in achieving goals 

effectively (Henkel et al., 2019). The conceptualization of 

situational leadership acknowledges that task-oriented and 

relation-oriented behaviours are interdependent rather than 

mutually exclusive approaches (Poelmans & Duijnisveld, 

2023). Some behaviours may vary in their effectiveness 

depending on specific objectives (Borgmann et al., 2016), 

and the nuances of leadership situations may influence 

which behaviours are most relevant. Therefore, this study 

investigates the most critical leadership behaviours in the 

African airline sector, where leadership has been identified 

as a significant factor affecting performance (Amankwah-

Amoah, 2018; Mukhezakule & Tefera, 2019). 

Leader-Member Exchange (LMX) theory also emphasizes 

the relational dynamics between leaders and subordinates 

and links high-quality exchanges with employee creativity, 

engagement, and citizenship behaviour (Kapil & Rastogi, 

2020; Ogunja et al., 2025; Cevik, 2025). These relational 

behaviours fall into Yukl's (2012) relations-oriented 

category and suggest that effective leadership is as much 

about how leaders interact with others as it is about what 

leaders do. 

Most leadership styles are often imprecise in behavioural 

aspects and fail to capture the full scope of task, relational, 

change, and external behaviours (Borgmann et al., 2016). In 

response, Yukl (2012) and follow-up research (Behrendt et 

al., 2017; Yukl et al., 2019) advocate for more fine-grained, 

taxonomy- based leadership research strategies, which are 

sensitive to behavioural nuances and contextual 

applicability. 

 

Leadership in the African Context: The Case for 

Localized Models 

African leadership scholarship is still in its nascent stages 

and is prone to lacking locally grounded theoretical 

frameworks (Nkomo, 2017; Sabbah, 2024). Much leadership 

scholarship in Africa heavily borrows from Western models, 

which may fail to reflect the socio-cultural and institutional 

contexts (Eyong et al., 2019; Abebe et al., 2020). For 

example, Western leadership theories assume individualism, 

high uncertainty avoidance, and low power distance, 

whereas African societies tend to have collectivism, 

acceptance of ambiguity, and hierarchical power structures 

(Zoogah & Nkomo, 2013). Work by Ndlovu-Gatsheni 

(2013) and Duermeijer et al. (2018) refers to the urgent need 

to place leadership studies within African ontologies and 

epistemologies. The literature suggests that African leaders 

are likely to work within two systems: the formal corporate 

system, with its compliance with global norms and strategic 

imperatives, and the informal community-based system, 

with its emphasis on social obligations, consensus, and 

relational leadership (Eyong, 2019). Such double 

expectations create a paradoxical leadership situation 

requiring behaviours that balance authority and compassion, 

responsiveness to community. 

In highly regulated sectors like aviation, where safety 

standards and operational efficiency are critical, leadership 

failures stem not only from institutional constraints but also 

from behavioral issues such as lack of accountability, 

hesitation in decision-making, and poor collaborative 

communication (Samunderu, 2024). Specific-context studies 

of effective leadership behaviour in African aviation are 

thus needed to inform leadership development initiatives 

and sectoral performance improvement. 

 

Leadership in African Airlines: Current Challenges and 

Opportunities 

Africa's aviation industry is underperforming compared to 

worldwide standards, and the majority of intercontinental 

traffic is handled by non-African carriers (Amankwah-
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Amoah, 2018). While macroeconomic determinants like 

regulation, infrastructure, and financing are typically cited 

as overarching obstacles (Megersa & Kincaid, 2018; Njoya, 

2016), growing emphasis is being placed on that intra-

organizational issues namely, leadership failure are a 

determining factor for the industry's stagnation (Samunderu, 

2024). Martini et al. (2024) further argues that state-owned 

airlines, in particular, are plagued by bureaucratic 

inefficiencies, managerial incompetence, and leadership 

behaviours that frustrate strategic implementation. These 

calls for proactive, adaptive, and responsive leadership 

behaviours are further amplified by the dynamic and risky 

nature of the aviation sector. The current study heeds these 

appeals in ascertaining key leadership behaviours that propel 

operational performance within African airlines. These 

findings contribute to both theoretical development as well 

as applied leadership development. 

 

Critique of Existing Frameworks: Gaps and 

Opportunities 

While Yukl's taxonomy is a dense behavioural taxonomy, 

there are several limitations in its application and validation. 

Firstly, while dense, there are comparatively few studies that 

have operationalised the full taxonomy, especially in non-

Western economies or in specific industries like aviation 

(Behrendt et al., 2017; McClesky, 2014). Secondly, the 

taxonomy assumes a relatively stable organisational context, 

which may not be accurate for risky or volatile industries 

like aviation in emerging economies (Dinh et al., 2017). 

Moreso, researchers studying taxonomy design quality have 

identified common issues: too much overlap, lack of clear 

distinctions, and limited adaptability (Tan et al, 2025). 

Finally, Yukl's model under-emphasizes some behaviour 

that has become crucial in contemporary leadership, such as 

emotional intelligence, cultural sensitivity, and participatory 

decision-making (Andersen, 2016; Cote, 2015). A 2016 

meta-analysis confirmed its utility but also flagged that it 

still lacks robust empirical validation of its full taxonomic 

breadth (Borgmann et al, 2016). 

 

Towards a Contextually Leadership Framework 

The leadership challenges of African airlines illustrate the 

need for multi-dimensional frameworks capable of capturing 

the nuances of operating in resource-poor, high-regulation 

environments. As argued by Unterkalmsteiner & Abdeen 

(2022), practitioners should identify, evaluate, compare and 

select the most suitable taxonomy for their specific tasks and 

environment. The extension of Yukl's taxonomy by 

empirical findings from African aviation leaders contributes 

to the evolution of behavioural leadership theory. With the 

inclusion of more context-relevant behaviours, the suggested 

model provides a more comprehensive picture of leadership 

effectiveness. The position taken here is consistent with 

contingency and situational theories of leadership, which 

hold that leadership effectiveness is not a universal 

phenomenon but depends on organizational, cultural, and 

environmental factors (Holm et al., 2025). Recent studies 

affirm that Behavioural Leadership factors such as task and 

relations-oriented behaviour exhibit strong correlations with 

leadership performance, yet many such studies have 

analyzed but Western or Asian contexts (Javali & Madhu, 

2025; Khaola, 2025; Banai et al, 2024). 

The model developed in this study has significant 

implications for leadership development programs in 

African organizations. It also offers a foundation for future 

research for testing behavioural dimensions across different 

sectors and regions in Africa. Yukl’s (2012) taxonomy 

provides a valuable structure for understanding effective 

leadership behaviours, yet its application in African contexts 

remains limited. This study extends the theoretical and 

practical boundaries of the framework by incorporating 

qualitative insights from African airline leaders, thereby 

proposing a more inclusive and contextually relevant model. 

In doing so, the research addresses longstanding gaps in 

both leadership theory and practice, highlighting the need 

for nuanced, sector-specific behavioural taxonomies. 

 

Methodology 

Research Design 

The study employed a qualitative, exploratory research 

design to investigate the leadership behaviours within the 

African aviation industry. Given the minimal available 

research in this context, particularly on behavioural 

leadership theory in aviation management, employing a 

qualitative research method was deemed appropriate to yield 

nuanced, contextual findings. Exploratory research is best 

suited to uncover phenomena that are not yet sufficiently 

understood (Hair et al., 2009). As Bryman (2004) observes, 

qualitative research allows for the accumulation of in-depth 

understanding of social matters, especially if it is the 

intention to study participants' daily life and contextual 

specifics. 

To register leadership behaviours’ richness and complexity 

as displayed in real contexts, semi- structured interviews 

were utilized. The method facilitated a balance between 

consistency across interviews and the provision for 

following up on emergent themes. It allowed interviewees to 

elaborate on their experiences, observations, and 

interpretations of leadership behaviours in their 

organizations more. Questions were worded following 

Yukl's (2012) behavioural taxonomy starting from task-

oriented, relations-oriented, change-oriented, to external-

oriented behaviours and also with a consideration of leaving 

room for exploring further on some expression of behaviour, 

decision, or outcomes that were raised by the respondents. 

This open but focused approach provided the structure 

necessary to enable comparison among participants' 

responses without restricting the opportunities to establish 

new themes beyond Yukl's original framework. It was, in 

this sense, theory-informed but inductively open, thus 

adhering to best qualitative leadership research practice 

(Parry et al., 2014).  

 

Sampling 

Purposive and snowball sampling were employed to obtain 

information-rich participants (Sukmawati & Salmia, 2023). 

The purposive design ensured the invitation of respondents 

who had specific attributes including: (1) a minimum of ten 

years of experience in the airline industry and (2) a 

minimum of five years of experience within a leadership or 

executive capacity. These attributes ensured that the 

participants were extensively exposed to the industry and 

capable of providing detailed information on leadership 

behaviours over time and across varying operating 

conditions. Their exposure allowed them to leverage a 

variety of situations spanning crises, strategic change, and 

decision-making in operations, thereby making the dataset 

richer. 
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Snowball sampling allowed for enlarging access to a 

population traditionally hard to reach and that could be 

reluctant to reply because corporate leadership discourses 

are sensitive. Referrals from existing participants helped to 

achieve trust-based access to other qualified participants, 

thereby enhancing the richness and size of the sample. 

Although snowball sampling has been faulted on the basis of 

possible bias (Parker et al., 2019), its application in 

exploratory, qualitative research with elite or specialist 

groups is established. 

The final sample was 14 from private and public airlines 

across Sub-Saharan Africa. The gender distribution was 

indicative of the industry at large with 85% male and 15% 

female representation. Roles of the respondents covered 

CEO, operations, commercial strategy, compliance, safety, 

and systems administration giving an all-round perspective 

of leadership. 

 
Table 2: Sample Profile of Participants 

 

Participant ID Gender Position Years of Experience Airline Type 

BPN1 Female Systems Administrator 12 Private 

BPN2 Male Chief Operating Officer 15 Private 

BPN3 Male Director of Commercial 14 Private 

TPN1 Female Head of Commercial in Ground Handling 10 Private 

MPN1 Male Director of Information Security and Compliance 11 Private 

UPN1 Male Compliance Manager 13 Public 

SPN1 Male Regional Director 17 Public 

EPN1 Male CEO 20 Private 

DPN1 Male Operations Officer 12 Private 

SPN2 Male Quality Auditor 15 Public 

APN1 Male Senior Commercial Finance Manager 16 Private 

DPN2 Male Director of Commercial and Ground Operations 18 Private 

CPN1 Male CEO 22 Public 

CPN2 Male Head of Quality 14 Public 

 

Data Collection 

Data was collected through virtual interviews. The 

interviews lasted between 30 and 45 minutes and were 

recorded using the participants’ consent. All the recordings 

were transcribed verbatim in order to capture the depth of 

the data. Anonymity and confidentiality were assured by 

assigning each participant a pseudonym. Interview guide 

was Yukl's taxonomy aligned but left sufficient room for 

emergent themes. Respondents were also requested to 

describe particular behaviours they practiced, observed, or 

valued in others and to connect such behaviour to 

organizational outcomes such as employee motivation, 

performance, compliance, or innovation. The open-ended 

character of the interviews left room for discovering 

emergent behaviour and contextual nuances that can be lost 

using more structured data collection techniques.  

 

Data Analysis 

Thematic analysis was employed to analyze the interview 

data, drawing on Braun and Clarke's (2006) six-stage model: 

(1) data familiarization, (2) initial coding generation, (3) 

identification of themes, (4) review of themes, (5) defining 

and naming themes, and (6) writing up. NVivo program 

provided support for data management and organization, 

enabling effective coding, retrieval, and comparing of 

interview extracts for cases and themes. Initial coding was 

theory-driven, drawing from the pre-existing categories of 

behaviour in Yukl (2012) taxonomy. Inductive coding was 

also used to provide leeway for new behaviour and trends 

that were not within the framework. Certain factors of 

behaviour emerged as overriding themes throughout 

interviews, and hence there was adaptive reaction to coding 

and categorization.  

To enhance analytical depth, codes were progressively 

developed through peer debriefing among the research team. 

Through this intersubjective approach, consistency in theme 

interpretation and researcher bias were avoided. Second-

order coding was applied wherever necessary to group 

related yet distinct behaviours into broad conceptual 

categories. Triangulation was also employed as a method to 

reinforce the validity of research outcomes. This helped 

ensure consistency and relevance of identified behaviours. 

Moreover, an interpretivist strategy was adopted in the 

analysis, with emphasis on meanings drawn by the 

participants themselves from their experience and 

behaviours. This stance is particularly suitable in leadership 

studies, where behaviour is often context-dependent and 

situated and socially constructed (Creswell & Creswell, 

2017). 

 

Ethical Considerations 

Participants were notified of the voluntary status of 

participation. Informed consent was elicited, and 

participants were assured of the right to withdraw at any 

time without any repercussions. The anonymity and 

confidentiality of participants were strictly maintained 

through data anonymization and safe storage of data. 

Participants were encouraged to reflect on their own 

leadership behaviour and experience rather than having 

them give socially desirable answers. This managed to bring 

out genuine and diverse testimonies on what effective 

leadership in the African airlines sector entails. 

 

Results 

The following section explores the leadership behaviours 

that participants perceived as contributing to effective airline 

performance. The data was based on four thematic 

categories: task-oriented, relations-oriented, change-

oriented, and external-oriented behaviours.  

 

1. Task-Oriented Behaviours 

Communication 

Participants highlighted effective communication as central 

to successful leadership.  

BPN1 emphasized listening and nonverbal cues: 

 

http://www.multiresearchjournal.com/


International Journal of Advanced Multidisciplinary Research and Studies   www.multiresearchjournal.com 

420 

 “You must be able to listen… watch body language too.” 

 

CPN2 stressed tone and audience awareness: 

 

“A strong tone scares employees… the aim is for your 

message to be accepted.” 

 

DPN1 noted: 

 

“Open communication keeps everyone on the same 

page… an inclusive approach is critical to safety.” 

 

Such insights reflect the role of inclusive communication in 

fostering psychological safety and creativity (Aguinis et al., 

2016; Ge, 2020). Low expressiveness, commonly associated 

with respect for authority, was noted to be prevalent in 

society; however, attentiveness to body language proved 

useful in addressing this communication barrier. A soft-

spoken style was linked to building trust (Cote, 2015), while 

clear communication was seen as key to alignment and 

safety. Managers who use active listening with the team are 

perceived to be better at establishing psychological safety, 

enabling upward communication, and identifying 

operational blind spots. Oral and written clarity eliminate 

misunderstandings, enable procedural adherence. These 

findings are consistent with Kanki (2019), wherein he states 

that communication competence is a strong predictor of 

flight deck coordination and overall safety. In the same vein, 

Cote (2015) highlights that emotional intelligence is the 

foundation of effective communication as it enhances the 

capability of a leader to perceive and respond to others' 

emotions.  

 

Timeliness  

Time management was identified as effective leadership 

behaviour. DPN1 stated. 

 

“As a business, there are objectives that you must 

meet and meeting them means you must respect the 

minimum of standards that you need to do; respect 

your timelines and your roadmap”. 

 

Time-conscious behaviours proved to be critical to attain 

operational standards. Leaders who set transparent 

expectations regarding punctuality, project timelines, and 

procedure adherence are perceived to be more able to hold 

teams accountable. Participants described how they use 

tools for performance monitoring and formalized feedback 

loops to implement time awareness, which positively 

influences organizational dependability. Timeliness is a core 

element for airline service quality and competitiveness 

because it directly affects customer satisfaction (Law et al, 

2022). 

 

DPN2 highlighted that inefficiency in time management can 

result in financial losses: 

 

“There is no time for lapses because it leads to losses. 

On time performance is a key practice and our key 

selling point. We have a target of 95% on time 

performance...One reason that killed Air Afrique was 

poor on time performance.” 

 

By exemplifying time-aware behaviour, leaders not only 

shape employee habits but also convey the importance of 

organizational values such as accuracy and dependability.  

 

Coaching and Guidance 

Guidance and coaching were expressed as complementary 

behaviours.  

 

In an industry as competitive as ours, where customer 

experience is paramount, the calibre of our workforce 

can make all the difference. By investing in our 

employees' development, we not only attract top talent 

but also retain our most valuable asset. Ultimately, a 

well-coached and guided team translates into better 

service delivery, higher customer satisfaction, and 

ultimately, a competitive edge in the market. (TPN1) 

 

Though ‘monitoring’, a task-oriented behaviour proposed by 

Yukl (2012) was not majorly emphasized, guidance and 

coaching could be seen as antecedent behaviours to 

monitoring and synonymous with the ‘development’ 

relation-oriented component of Yukl’s taxonomy and 

developmental tasks such as coaching and career facilitation 

(Yukl et al., 2002). Individualized consideration improves 

employee attitudes, career success, and commitment (Bal et 

al., 2015). Participants viewed it as an ongoing 

responsibility that positively influences airline performance, 

especially given the regional shortage of skilled aviation 

personnel (Park & Lee, 2023). Enabling employees to 

identify areas for growth and leveraging their strengths will 

cultivate a more skilled and resilient workforce to navigate 

challenges and drive success (Alafeshat, 2021). Following 

this was an extensive emphasis on the importance of training 

in the sector to ensure regulatory compliance and 

competitive services (Gibbs et al, 2017; Alola & Alafeshat, 

2021). 

 

Accountability 

Business leaders face growing pressure to be accountable 

(Hall et al, 2017) as failures in leadership accountability 

have been associated with corporate scandals (Melo et al, 

2020). 

 

“Holding ourselves accountable for our actions and 

results drives better results. (BPN2) 

The reason we have KPIs is to ensure that everyone is 

answerable.” (BPN1) 

“Be it positive or challenging, you must make it a 

point of duty to accept mistakes. This is a behaviour 

we expect.” (BPN3) 

 

These statements collectively underscore the importance of 

accountability within the organization (Ghanem & Castelli, 

2019). Enforcing accountability on self and across the 

organization is crucial for corporate ethics (Melo et al, 

2020). BPN1 further reinforced BPN2’s statement by stating 

that “Key Performance Indicators (KPIs) serve as a 

mechanism to ensure accountability”, indicating the 

importance of setting clear expectations and metrics for 

performance evaluation (Aithal & Aithal, 2023). 
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Discipline and Decisiveness 

CPN1 discussed the importance of airline leadership staying 

focused on realizing tasks and projects. 

  

“Discipline is the silver bullet for the aviation 

industry. Discipline in execution and planning is 

critical. I have been to almost 30 airlines and in my 

recent capacity, I have visited many countries and the 

only common reasons why airlines in those respective 

geographies were not successful was lack of 

discipline. So, they draw plans to implement a strategy 

and do not ensure that the strategy is well 

documented, well researched or followed up to make 

sure it is implemented. They put a strategy in place 

because it is a feel-good factor.”  

 

CPN1’s statement underscores findings by Mero et al. 

(2014), indicating that increased managerial oversight of 

task performance and facilitation of interpersonal 

interactions results in enhanced accountability for both task 

execution and interpersonal dynamics, yielding positive 

outcomes.  

Participants further shared: 

 

“It is needful to be straight when it comes to safety 

issues and meeting targets. You need to take action to 

serve as some deterrent to ensure staff are of good 

behaviour.” (SPN1) 

 

“As a leader you must have emotional control to be 

able to get your message across without raising 

negative sentiments.” (MPN1) 

 

Discipline was demonstrated not only in planning and 

execution but also in leaders’ self-control in their 

interactions and their adherence to work ethics to uphold 

standards (Razak et al, 2018). This accords with High 

Reliability Organization (HRO) literature research, where 

discipline is correlated with crisis preparedness and 

dependable results (Stralen et al., 2024; Looser, 2024). This 

attribute encompasses not only planning, a key task-oriented 

behaviour highlighted by Yukl (2012) but also the 

determination to see plans to fruition. It was also insinuated 

that decisiveness provides clarity and direction by enabling 

timely decisions in addressing emerging challenges or 

capitalizing on favourable business environments (Kerns, 

2016; Marx, 2020). 

 

2. Relations-Oriented Behaviours 

Empathy  

Empathy was reflected in the consideration given to 

employees' well-being, including both professional and 

personal challenges. TPN1 noted,  

 

“The moment you understand your employees’ work 

settings and their family lives you make them have 

confidence in you.” 

 

EPN1 added,  

 

“If you look after your staff, they will look after your 

clients. I keep telling my executives that no matter how 

small a problem is, respect them for what they are 

going through”.  

DPN2 highlighted,  

 

“Empathy is the one I really felt due to Covid because 

if we weren’t empathetic with staff during that period 

a lot of them would’ve left by now.” 

 

Leaders' emotional intelligence and empathy significantly 

impacts employee engagement (Amah, 2023). Service 

provision relies on relationship management within 

organizations, emphasizing the importance of treating 

employees well to enhance customer service experience 

(Halinen, 2012; Hollensen, 2015). Previous research also 

links leadership behaviours to service quality (Riggi, 2017; 

Qiu et al., 2019). However, one participant mentioned the 

importance of addressing empathy selectively:  

 

“If their feelings are out of place and not reasonable, 

I definitely will be less concerned about that. Some 

employees could be disgruntled over nothing. But if 

their feelings are justifiable, I try to be understanding 

yet ensure results are achieved at the end of the day. 

That is why we are here.” SPN1 

 

This reflects a nuanced approach to managing employee 

emotions, balancing empathy with a results-driven mindset 

(Andersen, 2016). Evans et al. (2021) support that an 

interpersonal-focused culture is favoured among African 

leaders. 

 

Collaboration 

The aviation industry operates within a complex, 

interconnected ecosystem where departmental synergy is 

crucial. Weekly meetings were frequently mentioned as 

essential for cross-functional updates and idea sharing. 

BPN1 noted,  

 

“No function is isolated from the other. We create a 

conducive environment for that through our 

meetings.”  

 

APN1 also shared the same opinion, while BPN2 stated,  

 

“We have it paramount to ensure safety and security. 

There is no way we can achieve this if we do not work 

as a team, we will miss information that could have 

irreversible negative consequences.”  

 

DPN1 added,  

 

“You need to be able to identify who is good at what and 

who has what limitations. It is important that employees 

complement each other.” 

 

The increasing time spent by managers and employees in 

collaborative activities reflects its significance (Cross et al., 

2014). Knowledge sharing enhances creativity (Kremer et 

al., 2019) and effective crisis management. SPN1 

highlighted that some leaders promote a culture of 

individualism, control, or siloed leadership rather than one 

of teamwork, and shared responsibility stating,  

 

“Some leaders hardly collaborate among themselves 

and even others. They prefer to be indispensable.” 
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Effective interdepartmental collaboration was deemed the 

key in a safety-critical environment. This lack of 

collaboration can create challenges in managing conflicts 

and coordinating efforts. Effective decision-making relies on 

gathering diverse viewpoints (Sonmez Cakir & Adiguzel, 

2020), and sharing information facilitates problem-solving 

and innovation (Charterina et al., 2018; Estrada et al., 2018; 

Teixeira et al., 2018). Van der Stap (2024) equally stresses 

the strategic value of collaborative behaviours, particularly 

for complex systems where silo decision-making risks might 

lead to operational inefficiencies and safety threats. 

 

Culture Role Modelling 

Participants emphasized the importance of demonstrating 

exemplary behaviour and guiding employees through 

actions and decisions. 

  

“When it comes to leadership behaviour, there is one 

aspect that I advocate and that is setting an example 

in upholding the airline's culture. Our culture is the 

foundation upon which everything else rests. It shapes 

how we interact with each other, how we serve our 

customers, and ultimately, how successful we are as a 

company. By doing so, we not only inspire our teams 

to do the same but also ensure that our collective 

efforts are aligned with our overarching mission and 

vision.” (SPN1) 

 

Organizational culture develops through the gradual 

assimilation of principles and extends to attitudes, emotions, 

and actions (Lee, 2019). By prioritizing culture, leaders 

influence organizational citizenship behaviours, customer 

interactions, and overall success (Ameer, 2017; Mohsen et 

al., 2020; Metz et al., 2020). Modelling desired cultural 

values and behaviours sets a standard for others to follow, 

enhancing organizational cohesion and effectiveness. 

Leaders who embody brand values motivate employees to 

align their attitudes accordingly, contributing to a 

sustainable competitive advantage (Adeniyi et al, 2024). 

 

Integrity 

One participant highlighted the importance of fair treatment 

and non-discrimination: 

 

“You can pay your employees well but if you treat 

your employees badly, you discriminate, are 

tribalistic, you will always lose your respect as a 

leader. When it comes to your customers and partners, 

same applies. It is easy to lose a good image when you 

cannot be trusted.” (EPN1) 

 

Integrity fosters trust between leaders and subordinates, as it 

influences how employees and customers are treated (Issah, 

2018), strengthening customer loyalty as they view the 

organization as dependable. This trust enhances employees’ 

confidence in raising concerns (Amah, 2023) and promotes 

effective collaboration. Leaders are perceived as more 

effective when they build relationships based on trust and 

respect (Cote, 2015). Leadership is a reciprocal process of 

influence toward achieving shared organizational goals 

(Awashreh et al., 2024).  

Merit-based decisions were seen as promoting a culture of 

meritocracy, offering equal opportunities for growth and 

advancement. BPN3 illustrated this by stating: 

“Whenever we have job openings, we will encourage 

our employees to apply if they found themselves able 

to perform the job and we usually prioritize them if we 

find they have the capacity to work in the said 

position.” 

 

Effective leadership depends on how followers perceive and 

respond to their leaders (Evans et al., 2021). Recognizing 

contributions and creating clear career paths fosters 

motivation and equality. As BPN1 explained: 

 

“We believe everything has to be practicalized so your 

experience in the company and attitude to learning could 

take you up the career ladder.” 

 

Fairness was further emphasized by BPN2, who noted: 

 

 “Discrimination is a motivation killer.” 

 

Balancing ethics and effectiveness is a key leadership 

challenge (Ciulla, 2020). Being ethical but ineffective or 

effective but unethical can both be damaging. Trust plays a 

central role in preventing negative work experiences, with 

both leaders and followers responsible for maintaining it 

(Soderberg & Romney, 2022). 

 

3. Change-Oriented Behaviours 

Continuous Learning 

 

Participants consistently highlighted the importance of 

continuous learning as a key leadership trait in the airline 

industry. SPN2 reflected this sentiment, stating,  

 

“As a leader you are supposed to know everything but 

not do everything.”  

 

BPN2 reinforced the value of staying informed, noting,  

 

“I strongly believe in a habit of continuous learning… 

Staying informed about industry trends is crucial for 

the success of every airline.”  

 

Similarly, BPN3 emphasized proactive learning practices, 

sharing,  

 

“You have to develop the attitude to always stay 

informed, not just in the company. This is one of the 

reasons we engage in market research yearly.” 

 

Such perspectives underscore the belief that ongoing 

learning empowers leaders to make informed decisions and 

remain agile in a dynamic sector. This aligns with industry 

insights, such as Herb Kelleher’s acknowledgment that 

knowledge and continuous education contributed 

significantly to his leadership success in Southwest Airlines 

(Fawcett, 2018). Supporting this, Naqshbandi and 

Jasimuddin (2018) argue that knowledge-oriented leadership 

enhances knowledge management, while Onyango et al. 

(2022) link it to improved innovation and employee 

engagement. 

 

Tolerance 

Participants emphasized the significance of tolerance in 

fostering a learning and development culture, even when 
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plans do not always turn out as expected. EPN1 mentioned,  

 

“Sometimes you may take a few wrong decisions to 

take one right one. What we like to do is ensure that 

when a staff makes a mistake, we do not sack them. 

We ask them what they learn for them to realize where 

they went wrong. Everybody makes mistakes and, in 

that process, you learn and do better work. However, 

they know that safety must never be compromised.” 

 

While recognizing the need for tolerance to encourage 

expression and creativity, participants also noted the 

importance of accountability. They acknowledged that 

excessive tolerance might lead to complacency, which can 

negatively impact performance and safety. Eyong (2019) 

notes that a high degree of tolerance among African leaders 

is often associated with flexibility and a conciliatory attitude 

towards conflict resolution. However, this approach must be 

balanced with discipline and accountability to prevent 

potential negative effects on performance. 

 

4. External-Oriented Behaviours 

Synergistic Networking 

External behaviours were associated with external 

collaboration and networking with industry players. MPN1 

noted,  

 

“Alliances are important as well as industry events. It 

keeps us on the loop of what is happening, gives us an 

idea on who we should partner with to improve our 

services… partnerships help us in handling certain 

challenges better which otherwise would have been 

costlier doing so ourselves”.  

 

TPN1 added, 

 

“Another behaviour I deem essential is developing 

strong relationships with regulatory authorities and 

government stakeholders. Given the complex 

regulatory environment and infrastructural challenges 

in many African countries, establishing trust and 

collaboration with these bodies is paramount for 

ensuring compliance and facilitating operational 

efficiency.” 

 

Alliances and industry events are vital for staying informed 

about industry trends and developments, aligning with 

continuous learning. Proactive relationships with regulatory 

bodies and stakeholders are crucial for compliance and 

operational efficiency (Zakaria & Zakaria, 2024) including 

the benefits of antitrust immunity (Lykotrafiti, 2023). 

Airline alliances enhance bargaining power with 

institutional elements, strengthening their position 

(Nakanishi, 2020). These external behaviours encompass 

representing, monitoring, and networking (Yukl, 2012). 

Collectively, these findings substantiate the multi-faceted 

aspects of strong leadership in aviation and other such 

highly complex sectors. Task, relational, change, and 

external-oriented behaviour each possess a unique and 

interconnected role to play in airline performance. 

 

Table 3: Findings from the Data on Effective Leadership 

Behaviours 
 

Task-Oriented 
Relations-

Oriented 

Change-

Oriented 
External 

Communication Empathy 
Continuous 

Learning 

Synergistic 

Networking 

Timeliness Collaboration Tolerance - 

Coaching and 

Guidance 

Culture Role 

Modelling 
- - 

Accountability Integrity - - 

Discipline and 

decisiveness 
 - - 

 

Discussion 

The findings of this study present empirical support for 

Yukl's (2012) leadership behaviour taxonomy and the 

validity of task-oriented, relations-oriented, change-oriented, 

and external- oriented behaviours in promoting the 

effectiveness of leadership as discussed by Breevaart & 

Zacher (2019). However, the study also shows the limitation 

of existing taxonomies in fully capturing the African airline 

industry's leadership complexities. Though Yukl's model is 

still a useful starting point, it does not cover a number of 

emergent behaviours, specifically empathy, tolerance, and 

timeliness that were found to be crucial in this case. These 

behaviours are reflective both of cultural norms and 

industry-specific requirements, highlighting the need to 

broaden current models with contextually relevant factors. 

Task behaviours were necessary for operational efficiency 

and safety performance drivers in the airline industry. Their 

impact was significantly enhanced when accompanied by 

relationship-oriented behaviours. Being open to others and 

showing empathy, for example, were singled out severally 

by participants as crucial in fostering trust, building 

psychological safety, and limiting turnover. In a sector 

where human frailty can have drastic implications, leaders' 

responsiveness to worker welfare was a sensible benefit, 

rather than a moral virtue alone. These results also 

complement research highlighting emotional intelligence 

and supportive leadership as indispensable determinants of 

enhancing service quality and team harmony (Amah, 2023). 

Change-oriented behaviours, particularly continuous 

learning and tolerance were critical in enduring the dynamic 

and fluid nature of the aviation sector. Leadership 

emphasized the necessity of being up to date with regards to 

industry trends and the spirit of experimenting and learning, 

including in the context of failure. Tolerance was not 

equated with leniency but rather defined as a deliberate 

tolerance for growth through error, an increasingly valuable 

commodity in a region beset by talent shortages and system 

problems. Such actions confirm the presence of leaders 

organizations require who have to be tough and adaptable. 

Of great relevance were also external-facing behaviours, 

which were essential due to bureaucratic and infrastructural 

hindrances often observed within African countries. 

Leadership highlighted networking and harmonious 

relationships with regulatory agencies. Unlike in 

environments of higher deregulation, where inner operations 

claim leadership attention, African airline leaders must 

navigate externally to secure compliance and operate on an 

ongoing basis. These external actions were pivotal to the 
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acquisition of resources, management of stakeholder 

expectations, and political legitimation in intricate political 

environments. 

Collectively, the findings highlight the need for leadership 

models that not only sound theoretical but also empirically 

adaptable. The unforeseen emergence of behaviours 

unexplained by Yukl's model suggests that taxonomies 

cannot remain constant and thus may lack flexibility in 

diverse settings. Leadership training programmes must 

therefore be industry- dependent and culture-adaptive, 

integrating both established and emergent behaviours. This 

work encourages a contextual, adaptive leadership 

knowledge that modifies itself in accordance with 

environmental requirements and is based on the facts of 

leaders functioning in certain regions like Sub-Saharan 

Africa. 

 

Conclusion 

The study accordingly makes a valuable contribution to 

knowledge concerning the dynamics of successful 

leadership within African airlines, calling for a balanced 

application of task- oriented, relations-oriented, change-

oriented, and external-oriented leadership behaviour. By 

applying and critically evaluating Yukl's hierarchical 

taxonomy of leadership behaviour within the distinct context 

of African aviation, the study reaffirms the utility of this 

framework but also acknowledges considerable contextual 

nuances that require adjustment. 

Particularly, the addition of empathy, tolerance, and 

decisiveness as extra behavioural attributes encapsulates the 

specific cultural, socio-political, and operational 

environments in which African airlines have to operate. For 

example, empathy was found to strengthen relational 

leadership by constructing trust, cooperation, and 

psychological safety among colleagues in stressful and 

resource-constrained settings. Similarly, tolerance assisted 

in both relational and change-focused behaviors, enabling 

leaders to handle complex interpersonal and inter-

organizational relationships patiently and with an open 

mind. Timeliness, though, emerged as being important in 

task performance and coordination because lateness in 

decision making often has multiplier effects in the aviation 

sector. 

The African air transport sector, with its infrastructural 

limitations, regulatory ambiguity, and cultural diversity, 

necessitates a more integrated leadership approach that, in 

addition to examining what leaders do, also addresses how 

and when they do it. The introduction of new behaviours 

into the leadership framework is therefore both a theoretical 

advance and a practical imperative. 

Besides, the study offers concrete implications for 

leadership development and training programs in African 

carriers. Companies in this sector ought to take it upon 

themselves to build leaders who are not only technically 

equipped but also emotionally intelligent and contextually 

sensitive. Leadership modules ought to include simulation 

and case study that reflect realistic challenges relevant to the 

African aviation environment to allow future leaders to 

acquire the soft skills and sense of judgment required to be 

effective leaders. 

From a policy perspective, the research indicates there is a 

case for organizational cultures and structures that enable 

inclusive, responsive, and adaptable forms of leadership. 

This may be achieved through revisiting performance 

measurement criteria to include consideration of the 

relational and adaptive nature of leadership or by 

implementing mentorship schemes that bring early-stage 

leaders together with experienced practitioners who model 

these wider behavioural skills. 

This study contributes to the overall leadership discourse by 

asserting the need for context sensitivity among leadership 

models. It encourages researchers to re-evaluate existing 

models and consider the integration of new behaviours to 

better reflect industry-specific complexities. 

  

Limitations and Future Research 

The study’s small, non-random sample limits 

generalizability. Future research should adopt a mixed-

methods approach and include a broader demographic. 

Cross-sector comparisons could validate whether the 

extended framework applies to other industries in similar 

contexts. 

 

References 

1. Abate M. Economic effects of air transport market 

liberalization in Africa. Transportation Research Part A: 

Policy and Practice. 2016; 92:326-337. Doi: 

https://doi.org/10.1016/j.tra.2016.06.014  

2. Adeniyi IS, Al Hamad NM, Adewusi OE, Unachukwu 

CC, Osawaru B, Onyebuchi CN, et al. Organizational 

culture and leadership development: A human resources 

review of trends and best practices. Magna Scientia 

Advanced Research and Reviews. 2024; 10(1):243-255. 

Doi: https://doi.org/10.30574/msarr.2024.10.1.0025  

3. Aguinis H, Davis GF, Detert JR, Glynn MA, Jackson 

SE, Kochan T, et al. Using organizational science 

research to address US federal agencies’ management & 

labor needs. Behavioural Science & Policy. 2016; 

2(2):67-76. Doi: 

https://doi.org/10.1177/237946151600200207  

4. Aithal PS, Aithal S. Key Performance Indicators (KPI) 

for Researchers at Different Levels & Strategies to 

Achieve it. International Journal of Management, 

Technology, and Social Sciences. 2023; 8(3):294-325. 

https://ssrn.com/abstract=4715312  

5. Alafeshat R, Tanova C. Servant leadership style and 

high-performance work system practices: Pathway to a 

sustainable Jordanian airline industry. Sustainability. 

2019; 11(22):6191. Doi: 

https://doi.org/10.3390/su11226191  

6. Alemu DS. Views of African higher education scholars 

about effective leadership. Journal of Applied Research 

in Higher Education. 2024; 16(3):934-947. Doi: 

https://doi.org/10.1108/JARHE-01-2023-0046 

7. Alola UV, Alafeshat R. The impact of human resource 

practices on employee engagement in the airline 

industry. Journal of Public Affairs. 2021; 21(1):e2135. 

Doi: https://doi.org/10.1002/pa.2135  

8. Alsarrani WI, Jusoh A, Alhaseri AA, Almeharish A. A 

literature review study of the relationship between 

leadership style, leadership behaviour, and leadership 

traits. Humanities & Social Sciences Reviews. 2021; 

9(4):152-159. Doi: 

https://doi.org/10.18510/hssr.2021.9422  

9. Amah OE. Examining leaders’ emotional intelligence 

as a distal antecedent of employee engagement: The 

role of employee voice and trust in direct leadership. 

Africa Journal of Management. 2023; 9(2):117-133. 

http://www.multiresearchjournal.com/
https://doi.org/10.1016/j.tra.2016.06.014
https://doi.org/10.30574/msarr.2024.10.1.0025
https://doi.org/10.1177/237946151600200207
https://ssrn.com/abstract=4715312
https://doi.org/10.3390/su11226191
https://www.emerald.com/insight/publication/issn/2050-7003
https://www.emerald.com/insight/publication/issn/2050-7003
https://doi.org/10.1108/JARHE-01-2023-0046
https://doi.org/10.1002/pa.2135
https://doi.org/10.18510/hssr.2021.9422


International Journal of Advanced Multidisciplinary Research and Studies   www.multiresearchjournal.com 

425 

Doi: https://doi.org/10.1080/23322373.2023.2187612  

10. Amankwah-Amoah J, Debrah YA. Air Afrique: The 

demise of a continental icon. Business History. 2014; 

56(4):517-546. Doi: 

https://doi.org/10.1080/00076791.2013.809523  

11. Amayah AT, Haque MD. Experiences and Challenges 

of Women Leaders in Sub-Saharan Africa. Africa 

Journal of Management. 2017; 3(1):99-127. Doi: 

10.1080/23322373.2017.1278663 

12. Ameer N. Impact of organizational culture on employee 

performance and Organizational Citizenship Behavior 

(OCB). International Journal of Business and 

Administrative Studies. 2017; 3(5):183. Doi: 

https://dx.doi.org/10.20469/ijbas.3.10004-5  

13. Anand S, Hu J, Liden RC, Vidyarthi PR. Leader-

member exchange: Recent research findings and 

prospects for the future. In A Bryman, D Collinson, K 

Grint, B Jackson, M Uhl-Bien (Eds.). The Sage 

handbook of leadership. Thousand Oakes, CA: Sage, 

2011, 311-325. 

14. Andersen JA. An old man and the “sea of leadership”. 

Journal of Leadership Studies. 2016; 9(4):70-81. Doi: 

https://doi.org/10.1002/jls.21422  

15. Arvonen J, Pettersson P. Leadership behaviours as 

predictors of cost and change effectiveness. 

Scandinavian Journal of Management. 2002; 18(1):101-

112. Doi: https://doi.org/10.1016/S0956-

5221(00)00009-9  

16. Awadh AM, Saad AM. Impact of organizational culture 

on employee performance. International Review of 

Management and Business Research. 2013; 2(1):168-

175. https://irmbrjournal.com/papers/1364462611.pdf  

17. Awashreh R, Al-Ghunaimi H, Saleh R, Al-Bahri MN. 

The Impact of Leadership Roles and Strategies on 

Employees' Job Satisfaction in Oman. Pakistan Journal 

of Life & Social Sciences. 2024; 22(2). Doi: 

https://doi.org/10.57239/PJLSS-2024-22.2.00120  

18. Bal PM, Van Kleef M, Jansen PG. The impact of career 

customization on work outcomes: Boundary conditions 

of manager support and employee age. Journal of 

Organizational Behavior. 2015; 36(3):421-440. Doi: 

https://doi.org/10.1002/job.1998  

19. Balwant PT. Teaching flexible leadership via an 

experiential learning exercise: A simulation and self-

reflection. Journal of Education for Business. 2021; 

97(8):562-574. Doi: 

https://doi.org/10.1080/08832323.2021.2005511  

20. Banai M, Stefanidis A, Boddewyn JJ. (Eds.). 

International Business Research: Culture, Work, 

Employment, and Leadership. Taylor & Francis, 2024. 

21. Bass BM. Leadership and Performance Beyond 

Expectations. New York: Free Press, 1985. 

22. Bass BM. The Bass handbook of leadership: Theory, 

research, & managerial applications (4th ed.). New 

York, NY: Free Press, 2008. 

23. Bastola DP. The relationship between leadership styles 

and aviation safety: A study of aviation industry. 

Journal of Air Transport Studies. 2020; 11(1):71-102. 

Doi: https://doi.org/10.38008/jats.v11i1.155  

24. Battye G. The authentic organization: How to create a 

psychologically safe workplace. John Wiley & Sons, 

2024. 

25. Bauman DC. Leadership and the three faces of 

integrity. The Leadership Quarterly. 2013; 24(3):414-

426. Doi: https://doi.org/10.1016/j.leaqua.2013.01.005  

26. Behrendt P, Matz S, Göritz AS. An Integrative Model 

of Leadership Behavior. The Leadership Quarterly. 

2017; 28:229-244. Doi: 

https://doi.org/10.1016/j.leaqua.2016.08.002  

27. Biggemann S. The essential role of information sharing 

in relationship development. Journal of Business & 

Industrial Marketing. 2012; 27(7):521-526. Doi: 

https://doi.org/10.1108/08858621211257284 

28. Bilotkach V, Hüschelrath K. Airline alliances, antitrust 

immunity, and market foreclosure. Review of 

Economics and Statistics. 2013; 95:1368-1385. Doi: 

https://doi.org/10.1162/REST_a_00308 

29. Bligh MC. Leadership and trust. Chapter 2. In: Marques 

J, Dhiman S, eds. Leadership today: Practices for 

personal and professional performance, Switzerland: 

Springer International Publishing, 2017, 21-42. 

30. Borgmann L, Rowold J, Bormann KC. Integrating 

leadership research: A meta-analytical test of Yukl’s 

meta-categories of leadership, Personnel Review. 2016; 

45(6):1340-1366. Doi: https://doi.org/10.1108/PR-07-

2014-0145  

31. Bryman A. Qualitative research on leadership: A 

critical but appreciative review. The leadership 

quarterly. 2004; 15(6):729-769. Doi: 

https://doi.org/10.1016/j.leaqua.2004.09.007  

32. Burns JM. Leadership. New York: Harper & Row, 

1978. 

33. Chebon SK, Aruasa WK, Chirchir LK. Influence of 

individualized consideration and intellectual stimulation 

on employee performance: Lessons from Moi Teaching 

and Referral Hospital, Eldoret, Kenya. IOSR Journal of 

Humanities and Social Science. 2019; 24(7):11-22. Doi: 

10.9790/0837-2407041122  

34. Çevik MS. Are the Notions of Leader-Member 

Exchange and Organisational Citizenship Effective in 

Enhancing Teachers’ Job Performance in Türkiye? A 

Moderated Mediation Model. Behavioral Sciences. 

2025; 15(1):38. Doi: 

https://doi.org/10.3390/bs15010038  

35. Ciulla J. Ethics and effectiveness. The nature of Good 

leadership. In Day, D. V, & Antonakis, J. (Eds.), The 

Nature of Leadership. Thousand Oaks, CA: Sage, 2018, 

439-467. 

36. Clampitt PG. Communicating for Managerial 

Effectiveness: Challenges| Strategies| Solutions. Sage 

Publications, 2016. 

37. Clarke PA. Leadership, beyond project management. 

Industrial and Commercial Training. 2009; 41(4):187-

194. Doi: https://doi.org/10.1108/00197850910962760  

38. Cote R. Leadership Analysis: Southwest Airlines - Herb 

Kelleher, CEO. Journal of Leadership, Accountability 

and Ethics. 2018; 15(1). 

https://articlearchives.co/index.php/JLAE/article/view/3

770  

39. Crawford ER, LePine JA, Rich BL. Linking job 

demands and resources to employee engagement and 

burnout: A theoretical extension and meta-analytic test. 

Journal of Applied Psychology. 2010; 95(5):834-848. 

Doi: http://dx.doi.org/10.1037/a0019364 

40. Cserhati G, Szabo L. The relationship between success 

criteria and success factors in organisational event 

projects. International Journal of Project Management. 

2014; 32(4):613-624. Doi: 

http://www.multiresearchjournal.com/
https://doi.org/10.1080/23322373.2023.2187612
https://doi.org/10.1080/00076791.2013.809523
https://doi.org/10.1080/23322373.2017.1278663
https://dx.doi.org/10.20469/ijbas.3.10004-5
https://doi.org/10.1002/jls.21422
https://doi.org/10.1016/S0956-5221(00)00009-9
https://doi.org/10.1016/S0956-5221(00)00009-9
https://irmbrjournal.com/papers/1364462611.pdf
https://doi.org/10.57239/PJLSS-2024-22.2.00120
https://doi.org/10.1002/job.1998
https://doi.org/10.1080/08832323.2021.2005511
https://doi.org/10.38008/jats.v11i1.155
https://doi.org/10.1016/j.leaqua.2013.01.005
https://doi.org/10.1016/j.leaqua.2016.08.002
https://doi.org/10.1108/08858621211257284
https://doi.org/10.1162/REST_a_00308
https://doi.org/10.1108/PR-07-2014-0145
https://doi.org/10.1108/PR-07-2014-0145
https://doi.org/10.1016/j.leaqua.2004.09.007
https://doi.org/10.3390/bs15010038
https://doi.org/10.1108/00197850910962760
https://articlearchives.co/index.php/JLAE/article/view/3770
https://articlearchives.co/index.php/JLAE/article/view/3770
http://dx.doi.org/10.1037/a0019364


International Journal of Advanced Multidisciplinary Research and Studies   www.multiresearchjournal.com 

426 

https://doi.org/10.1016/j.ijproman.2013.08.008 

41. Dansereau F, Graen GB, Haga W. A vertical dyad 

linkage approach to leadership in formal organizations. 

Organizational Behavior and Human Performance. 

1975; 13:46-78. Doi: org/10.1016/0030-

5073(75)90005-7 

42. Derue DS, Nahrgang JD, Wellman NE, Humphrey SE. 

Trait and behavioural theories of leadership: An 

integration and meta‐analytic test of their relative 

validity. Personnel Psychology. 2011; 64(1):7-52. Doi: 

https://doi.org/10.1111/j.1744-6570.2010.01201.x  

43. Dinh JE, Lord RG, Gardner WL, Meuser JD, Liden RC, 

Hu J. Leadership theory and research in the new 

millennium: Current theoretical trends and changing 

perspectives. The Leadership Quarterly. 2014; 

25(1):36-62. Doi: 

https://doi.org/10.1016/j.leaqua.2013.11.005 

44. Duermeijer C, Amir M, Schoombe L. Africa generates 

less than 1% of the world’s research, 2018. 

https://www.elsevier.com/connect/africa-generates-less-

than-1-of-the-worlds-research-data-analytics-can-

change-that 

45. Dulewicz V, Higgs MJ. Assessing leadership styles and 

organizational context. Journal of Managerial 

Psychology. 2004; 20(2):105‐123. Doi: 

http://dx.doi.org/10.1108/02683940510579759  

46. Echwa M, Murigi EM. Strategic leadership and 

performance of domestic airline firms in Kenya. Eastern 

Africa Journal of Contemporary Research. 2019; 

1(2):144-152. 

https://eajcr.org/index.php/eajcr/article/view/19  

47. Evans WR, Littrell RF, Lamb NH, Kirkman B. 

Examining leadership preferences of working adults in 

Ghana, Kenya, and Zambia. Africa Journal of 

Management. 2021; 7(3):375-399. Doi: 

https://doi.org/10.1080/23322373.2021.1927447  

48. Ge Y. Psychological safety, employee voice, and work 

engagement. Social Behavior and Personality: An 

International Journal. 2020; 48(3):1-7. Doi: 

https://doi.org/10.2224/sbp.8907  

49. Ghanem KA, Castelli PA. Self-accountability in the 

Literature of Leadership. Journal of Leadership, 

Accountability and Ethics. 2019; 16(5). 

https://articlearchives.co/index.php/JLAE/article/view/3

850  

50. Gibbs L, Slevitch L, Washburn I. Competency-based 

training in aviation: The impact on flight attendant 

performance and passenger satisfaction. Journal of 

Aviation/Aerospace Education & Research. 2017; 

26(2):55-80. Doi: 

https://doi.org/10.15394/jaaer.2017.1716  

51. Glaser B, Strauss A. Discovery of grounded theory: 

Strategies for qualitative research. Routledge, 2017. 

52. Javali GR, Madhu BK. Influence of leadership 

behaviours in enhancing employee performance with 

reference to work characteristics of virtual teams. 

International Journal of Indian Culture and Business 

Management. 2025; 34(4):462-480. Doi: 

https://doi.org/10.1504/IJICBM.2025.145672  

53. Hair JF, Bush RP, Ortinau DJ. Marketing research in a 

digital information, 4th Edition. Singapore: Mc-Graw 

Hill, 2009. 

54. Halinen A. Relationship marketing in professional 

services: A study of agency-client dynamics in the 

advertising sector. London: Routledge, 2012. 

55. Hall AT, Frink DD, Buckley MR. An accountability 

account: A review and synthesis of the theoretical and 

empirical research on felt accountability. Journal of 

Organizational Behavior. 2017; 38(2):204-224. Doi: 

https://doi.org/10.1002/job.2052  

56. Hartman NS, Conklin T. A thematic analysis of a 

leadership speaker series. Journal of Management 

Development. 2012; 31(8):826-844. Doi: 

https://doi.org/10.1108/02621711211253277 

57. Henkel T, Marion J, Bourdeau D. Project Manager 

Leadership Behavior: Task-Oriented Versus 

Relationship-Oriented. Journal of Leadership 

Education. 2019; 18(2):1-14. Doi: 

https://doi.org/10.12806/V18/I2/R8 

58. Hollensen S. Marketing management: A relationship 

approach. Harlow: Pearson Education, 2015. 

59. Holm CG, Kringelum L, Anand A. Creating effective 

strategy implementation: A systematic review of 

managerial and organizational levers. Review of 

Managerial Science, 2025, 1-33. Doi: 

https://doi.org/10.1007/s11846-025-00880-3  

60. Homan AC, Gündemir S, Buengeler C, Van Kleef GA. 

Leading diversity: Towards a theory of functional 

leadership in diverse teams. Journal of Applied 

Psychology. 2020; 105(10):1101-1128. Doi: 

https://doi.org/10.1037/apl0000482 

61. IATA Press Release. IATA’s “Focus Africa” to 

Strengthen Aviation’s Contribution to African 

Development. IATA Pressroom, April 2023. 

https://www.iata.org/en/pressroom/2023-releases/2023-

04-03-01/  

62. Insch GS, Moore JE, Murphy LD. Content analysis in 

leadership research: Examples, procedures, and 

suggestions for future use. The Leadership Quarterly. 

1997; 8(1):1-25. Doi: https://doi.org/10.1016/S1048-

9843(97)90028-X 

63. Jehanzeb K, Bashir NA. Training and development 

program and its benefits to employee and organization: 

A conceptual study. European Journal of Business and 

Management. 2013; 5:243-252. Doi: 

https://doi.org/10.33545/26633213.2020.v2.i2a.43  

64. Kanki BG. Communication and crew resource 

management. In Crew resource management. Academic 

Press, 2019, 103-137. Doi: 

https://doi.org/10.1016/B978-0-12-812995-1.00004-X 

65. Kerns CD. Decisive problem solving: A key leadership 

practice. Journal of Management Policy and Practice. 

2016; 17(2):67-77. 

https://articlearchives.co/index.php/JMPP/article/view/4

236/4198  

66. Kim MS, Koo DW. Linking LMX, engagement, 

innovative behaviour, and job performance in hotel 

employees. International Journal of Contemporary 

Hospitality Management. 2017; 29(12):3044-3062. Doi: 

https://doi.org/10.1108/IJCHM-06-2016-0319 

67. Larsson J, Vinberg S. Leadership behaviour in 

successful organisations: Universal or situation-

dependent? Total Quality Management & Business 

Excellence. 2010; 21(3):317-334. Doi: 

http://www.multiresearchjournal.com/
https://doi.org/10.1016/j.ijproman.2013.08.008
https://doi.org/10.1016/0030-5073(75)90005-7
https://doi.org/10.1016/0030-5073(75)90005-7
https://doi.org/10.1111/j.1744-6570.2010.01201.x
https://doi.org/10.1016/j.leaqua.2013.11.005
https://www.elsevier.com/connect/africa-generates-less-than-1-of-the-worlds-research-data-analytics-can-change-that
https://www.elsevier.com/connect/africa-generates-less-than-1-of-the-worlds-research-data-analytics-can-change-that
https://www.elsevier.com/connect/africa-generates-less-than-1-of-the-worlds-research-data-analytics-can-change-that
http://dx.doi.org/10.1108/02683940510579759
https://eajcr.org/index.php/eajcr/article/view/19
https://doi.org/10.1080/23322373.2021.1927447
https://doi.org/10.2224/sbp.8907
https://articlearchives.co/index.php/JLAE/article/view/3850
https://articlearchives.co/index.php/JLAE/article/view/3850
https://doi.org/10.15394/jaaer.2017.1716
https://doi.org/10.1504/IJICBM.2025.145672
https://doi.org/10.1002/job.2052
https://doi.org/10.1108/02621711211253277
https://doi.org/10.12806/V18/I2/R8
https://doi.org/10.1007/s11846-025-00880-3
https://doi.org/10.1037/apl0000482
https://www.iata.org/en/pressroom/2023-releases/2023-04-03-01/
https://www.iata.org/en/pressroom/2023-releases/2023-04-03-01/
https://doi.org/10.1016/S1048-9843(97)90028-X
https://doi.org/10.1016/S1048-9843(97)90028-X
https://doi.org/10.33545/26633213.2020.v2.i2a.43
https://doi.org/10.1016/B978-0-12-812995-1.00004-X
https://articlearchives.co/index.php/JMPP/article/view/4236/4198
https://articlearchives.co/index.php/JMPP/article/view/4236/4198
https://doi.org/10.1108/IJCHM-06-2016-0319


International Journal of Advanced Multidisciplinary Research and Studies   www.multiresearchjournal.com 

427 

https://doi.org/10.1080/14783360903561779 

68. Law CC, Zhang Y, Gow J. Airline service quality, 

customer satisfaction, and repurchase Intention: Laotian 

air passengers’ perspective. Case Studies on Transport 

Policy. 2022; 10(2):741-750. Doi: 

https://doi.org/10.1016/j.cstp.2022.02.002  

69. Lee D. Impact of organizational culture and capabilities 

on employee commitment to ethical behaviour in the 

healthcare sector. Service Business. 2019; 14(1):47-72. 

Doi: https://doi.org/10.1007/s11628-019-00410-8  

70. Lewin K, Lippitt R, White RK. Patterns of aggressive 

behaviour in experimentally created social climates. 

Journal of Social Psychology. 1939; 10(2):269-299. 

Doi: https://doi.org/10.1080/00224545.1939.9713366  

71. Li Y, Castelli PA, Cole M. The positive effects of task, 

relation and change oriented leadership behaviour on 

employee engagement. Journal of Organizational 

Psychology. 2021; 21(6):73-90. 

https://articlearchives.co/index.php/JOP/article/view/50

01/4963  

72. Liu S, Hallinger P. Principal Instructional Leadership, 

Teacher Self-Efficacy, and Teacher Professional 

Learning in China: Testing a Mediated-Effects Model. 

Educational Administration Quarterly. 2018; 54(4):501-

528.Doi: https://doi.org/10.1177/0013161X18769048 

73. Lord RG, Hall RJ. Identity, deep structure and the 

development of leadership skill. The Leadership 

Quarterly. 2005; 16(4):591‐615. Doi: 

https://doi.org/10.1016/j.leaqua.2005.06.003 

74. Looser L. Upper Echelons' Naturalistic Decision-

Making and Top Management Team Macrocognition in 

a High Reliability Organization. Springer Fachmedien 

Wiesbaden GmbH, 2024.  

75. Lykotrafiti A. Regulatory Convergence Between US 

Antitrust Law and Eu Competition Law in International 

Air Transport-Taking Stock. Journal of Competition 

Law & Economics. 2023; 19(1):146-176. Doi: 

https://doi.org/10.1093/joclec/nhac013  

76. Maher C, Hadfield M, Hutchings M, De Eyto A. 

Ensuring Rigor in Qualitative Data Analysis: A Design 

Research Approach to Coding Combining NVivo with 

Traditional Material Methods. International Journal of 

Qualitative Methods. 2018; 17(1). Doi: 

https://doi.org/10.1177/1609406918786362 

77. Martini G, Porta F, Scotti D. Persistent and transient 

productive efficiency in the African airline industry. J 

Prod Anal. 2024; 61:259-278. Doi: 

https://doi.org/10.1007/s11123-023-00674-3  

78. Marx TG. The impact of business strategy on 

leadership. Journal of Strategy and Management. 2015; 

8(2):110-126. Doi: https://doi.org/10.1108/JSMA-06-

2014-0042  

79. Mathieu C, Fabi B, Lacoursiere R, Raymond L. The 

role of supervisory behaviour, job satisfaction and 

organizational commitment on employee turnover. 

Journal of Management & Organization. 2016; 

22(1):113-129. Doi: 

https://doi.org/10.1017/jmo.2015.25 

80. Melhem YSB, Ababneh RI, Alsukkar HB. Servant 

Leadership And Job Performance: Evidence From 

Airline Companies In Jordan. International Journal of 

Business and Society. 2023; 24(1):523-542. Doi: 

https://doi.org/10.33736/ijbs.5632.2023  

81. Melo PN, Martins A, Pereira M. The relationship 

between leadership and accountability: A review and 

synthesis of the research. Journal of Entrepreneurship 

Education. 2020; 23(6):1-10. Doi: 

https://doi.org/10.34190/MLG.19.079  

82. Metz D, Ilieș L, Nistor RL. The impact of 

organizational culture on customer service effectiveness 

from a sustainability perspective. Sustainability. 2020; 

12(15):6240. Doi: https://doi.org/10.3390/su12156240  

83. Mohsen A, Neyazi N, Ebtekar S. The impact of 

organizational culture on employees performance: An 

overview. International Journal of Management. 2020; 

11(8):879-888. Doi: 

http://dx.doi.org/10.34218/IJM.11.8.2020.079  

84. Morrison EW. Employee voice behaviour: Integration 

and directions for future research. Academy of 

Management Annals. 2011; 5(1):373-412. Doi: 

https://doi.org/10.5465/19416520.2011.574506  

85. Nakanishi Y. Interplay between coopetition and 

institutions: How Japanese airlines enhance bargaining 

power. Journal of Co-Operative Organization and 

Management. 2020; 8(2):100120. Doi: 

https://doi.org/10.1016/j.jcom.2020.100120  

86. Naqshbandi MM, Jasimuddin SM. Knowledge-oriented 

leadership and open innovation: Role of knowledge 

management capability in France-based multinationals. 

International Business Review. 2018; 27(3):701-713. 

Doi: https://doi.org/10.1016/j.ibusrev.2017.12.001  

87. Nawaz ZAKDA, Khan I. Leadership theories and 

styles: A literature review. Leadership. 2016; 16(1):1-7. 

https://core.ac.uk/download/pdf/234696192.pdf  

88. Ndlovu-Gatsheni SJ. The entrapment of Africa within 

the global matrices of power. Journal of Developing 

Societies. 2013; 29(4):331-353. 

89. Njoya ET. Africa’s single aviation market: The progress 

so far. Journal of Transport Geography. 2016; 50:4-11. 

Doi: https://doi.org/10.1016/j.jtrangeo.2015.05.009  

90. Njoya ET, Christidis P, Nikitas A. Understanding the 

impact of liberalisation in the EU-Africa aviation 

market. Journal of Transport Geography. 2018; 71:161-

171. Doi: https://doi.org/10.1016/j.jtrangeo.2018.07.014  

91. Nkomo SM. Challenges for management and business 

education in a “developmental” state: The case of South 

Africa. Academy of Management Learning & 

Education. 2015; 14(2):242-258. Doi: 

https://doi.org/10.5465/amle.2014.0323  

92. Northouse PG. Leadership theory and practice (4th ed.). 

Sage Publications, Inc, 2007. 

93. Ogunja M, Shurong Z, Ailing L. Analyzing LMX 

impact on organizational performance on SMEs: An 

integrated fuzzy reasoning approach. Curr Psychol. 

2025; 44:2125-2140. Doi: 

https://doi.org/10.1007/s12144-024-07254-0  

94. Onyango RO, Egessa R, Ojera P. Knowledge 

management and employee engagement in the 

hospitality industry. International Journal of Research 

in Business & Social Science. 2022; 11(6). Doi: 

https://doi.org/10.20525/ijrbs.v11i6.1978  

95. Parker C, Scott S, Geddes A. Snowball Sampling, In P. 

Atkinson, S. Delamont, A. Cernat, J.W. Sakshaug, & 

R.A. Williams (Eds.), SAGE Research Methods 

Foundations, 2019. Doi: 

https://doi.org/10.4135/9781526421036831710 

http://www.multiresearchjournal.com/
https://doi.org/10.1080/14783360903561779
https://doi.org/10.1016/j.cstp.2022.02.002
https://doi.org/10.1007/s11628-019-00410-8
https://doi.org/10.1080/00224545.1939.9713366
https://articlearchives.co/index.php/JOP/article/view/5001/4963
https://articlearchives.co/index.php/JOP/article/view/5001/4963
https://doi.org/10.1177/0013161X18769048
https://psycnet.apa.org/doi/10.1016/j.leaqua.2005.06.003
https://doi.org/10.1093/joclec/nhac013
https://doi.org/10.1177/1609406918786362
https://doi.org/10.1007/s11123-023-00674-3
https://doi.org/10.1108/JSMA-06-2014-0042
https://doi.org/10.1108/JSMA-06-2014-0042
https://doi.org/10.1017/jmo.2015.25
https://doi.org/10.33736/ijbs.5632.2023
https://doi.org/10.34190/MLG.19.079
https://doi.org/10.3390/su12156240
http://dx.doi.org/10.34218/IJM.11.8.2020.079
https://doi.org/10.5465/19416520.2011.574506
https://doi.org/10.1016/j.jcom.2020.100120
https://doi.org/10.1016/j.ibusrev.2017.12.001
https://core.ac.uk/download/pdf/234696192.pdf
https://doi.org/10.1016/j.jtrangeo.2015.05.009
https://doi.org/10.1016/j.jtrangeo.2018.07.014
https://doi.org/10.5465/amle.2014.0323
https://doi.org/10.1007/s12144-024-07254-0
https://doi.org/10.20525/ijrbs.v11i6.1978
https://doi.org/10.4135/9781526421036831710


International Journal of Advanced Multidisciplinary Research and Studies   www.multiresearchjournal.com 

428 

96. Parry K, Mumford MD, Bower I, Watts LL. Qualitative 

and historiometric methods in leadership research: A 

review of the first 25 years of The Leadership 

Quarterly. The Leadership Quarterly. 2014; 25(1):132-

151. Doi: https://doi.org/10.1016/j.leaqua.2013.11.006  

97. Patiar A, Wang Y. Managers' leadership, compensation 

and benefits, and departments’ performance: Evidence 

from upscale hotels in Australia. Journal of Hospitality 

and Tourism Management. 2020; 42:29-39. Doi: 

https://doi.org/10.1016/j.jhtm.2019.11.005 

98. Poelmans S, Duijnisveld S. Navigating cultural 

paradoxes: An integrative framework of leader cultural 

intelligence and paradoxical leadership behaviors. In 

Handbook of Cultural Intelligence Research. Edward 

Elgar Publishing, 2023, 232-250. 

99. Prussia G, Hassan S. Effectiveness of broad and 

specific leadership behaviours. Personnel Review. 

2019; 48(3):774-783. Doi: https://doi.org/10.1108/PR-

03-2018-0100 

100. Qiu S, Alizadeh A, Dooley LM, Zhang R. The effects 

of authentic leadership on trust in leaders, 

organizational citizenship behaviour, and service 

quality in the Chinese hospitality industry. Journal of 

Hospitality and Tourism Management. 2019; 40:77-87. 

Doi: https://doi.org/10.1016/j.jhtm.2019.06.004  

101. Rigii GP. Leadership qualities and service delivery: A 

critical review of literature. Saudi Journal of Business 

and Management Studies. 2017; 2:643-653. Doi: 

10.21276/sjbms  

102. Robson C. Real World Research: A Resource for social 

scientists and practitioner researchers (2nd ed.). Oxford: 

Wiley-Blackwell, 2002. 

103. Rudestam KE, Newton RR. Surviving Your 

Dissertation. 3rd edition. London: Sage Publications 

Ltd, 2007. 

104. Sabbah M. Transformational Leadership and Business 

Continuity: A systematic review of empirical studies. 

Management Research Quarterly. 2024; 1(2):4-24. Doi: 

https://doi.org/10.63029/kyzckn37  

105. Samunderu E. Challenges and Complexities Affecting 

African Air Transport Market Development: A Skills, 

Competency, and Capacity-Building Perspective. In 

The Economic Effects of Air Transport Market 

Liberalisation: A Perspective Analysis of the Single 

African Air Transport Market (SAATM). Cham: 

Springer Nature Switzerland, 2024, 499-639. 

106. Soderberg AT, Romney AC. Building trust: How 

leaders can engender feelings of trust among followers. 

Business Horizons. 2022; 65(2):173-182. Doi: 

https://doi.org/10.1016/j.bushor.2021.02.031  

107. Sonmez Cakir F, Adiguzel Z. Analysis of Leader 

Effectiveness in Organization and Knowledge Sharing 

Behavior on Employees and Organization. Sage Open. 

2020; 10(1). Doi: 

https://doi.org/10.1177/2158244020914634 

108. Sott MK, Bender MS. The Role of Adaptive Leadership 

in Times of Crisis: A Systematic Review and 

Conceptual Framework. Merits. 2025; 5(1):2. Doi: 

https://doi.org/10.3390/merits5010002  

109. Van Stralen D, McKay SD, Mercer TA. Revisiting 

Emergency Response Dynamics in High-Reliability 

Organizing (HRO): The Overlooked Dimension of 

Time. Neonatology Today. 2024; 19(3). 

110. Sukmawati S, Salmia S, Sudarmin S. Population, 

sample (quantitative) and selection of participants/key 

informants (qualitative). Edumaspul: Jurnal Pendidikan. 

2023; 7(1):131-140. https://ummaspul.e-

journal.id/maspuljr/article/view/5259 

111. Sung YK, Hu HHS. The impact of airline internal 

branding on work outcomes using job satisfaction as a 

mediator. Journal of Air Transport Management. 2021; 

94:102063. Doi: 

https://doi.org/10.1016/j.jairtraman.2021.102063  

112. Tan AB, Van Dun DH, Wilderom CP. What leader 

behaviors evoke employee innovative work behavior in 

Asia? Validation of a new survey scale. Journal of 

Management & Organization. 2025; 31(1):144-172. 

Doi: https://doi.org/10.1017/jmo.2024.32  

113. Torrington D, Hall L, Taylor S, Atkinson C. Human 

Resource Management (9th ed.). Harlow, UK: Pearson 

Education, 2014. 

114. Tsikriktsis N. The effect of operational performance 

and focus on profitability: A longitudinal study of the 

US airline industry. Manufacturing & Service 

Operations Management. 2007; 9(4):506-517. Doi: 

https://doi.org/10.1287/msom.1060.0133  

115. Unterkalmsteiner M, Abdeen W. A compendium and 

evaluation of taxonomy quality attributes. Expert 

Systems. 2023; 40(1):e13098. Doi: 

https://doi.org/10.1111/exsy.13098  

116. Van der Stap T. Productive Safety Management: How 

to Mitigate Residual and Entropic Risks. CRC Press, 

2024. 

117. Vem LJ, Cheah J-H, Ng SI, Ho JA. Unethical pro-

organizational behaviour: How employee ethical 

ideology and unethical organizational culture 

contribute. International Journal of Manpower. 2023; 

44(4):577-598. Doi: https://doi.org/10.1108/IJM-11-

2021-0635 

118. Waldman DA, Javidan M, Varella P. Charismatic 

leadership at the strategic level: A new application of 

upper echelons theory. Leadership Quarterly. 2004; 

15(3):355‐380.  

119. Whitehurst J. The open organization: Igniting passion 

and performance. Harvard Business Review Press, 

2015. 

120. Wilson K Sin, Hock-Peng S, Conlon DE. What about 

the Leader in Leader-Member Exchange? The Impact of 

Resource Exchanges and Substitutability on the Leader. 

Academy of Management Review. 2010; 35:358-372. 

Doi: http://dx.doi.org/10.5465/AMR.2010.51141654  

121. Wickert C, Potočnik K, Prashantham S, Shi W, Snihur 

Y. Embracing non‐Western contexts in management 

scholarship. Journal of Management Studies. 2024; 

61(8):e1-e24. Doi: https://doi.org/10.1111/joms.13048  

122. Wood JA, Winston BE. Toward a new understanding of 

leader accountability: Defining a critical construct. 

Journal of Leadership and Organizational Studies. 

2005; 11:84‐94. Doi: 

https://doi.org/10.1177/107179190501100307  

123. Yammarino FJ, Dionne SD, Chun JU, Dansereau F. 

Leadership and levels of analysis: A state-of-the-

science review. Leadership Quarterly. 2005; 16:879-

919. Doi: 10.1016/j.leaqua.2005.09.002  

124. Yukl G. Managerial leadership: A review of theory and 

research. Journal of Management. 1989; 15(2):251-289. 

http://www.multiresearchjournal.com/
https://doi.org/10.1016/j.leaqua.2013.11.006
https://doi.org/10.1016/j.jhtm.2019.11.005
https://doi.org/10.1108/PR-03-2018-0100
https://doi.org/10.1108/PR-03-2018-0100
https://doi.org/10.1016/j.jhtm.2019.06.004
https://doi.org/10.63029/kyzckn37
https://doi.org/10.1016/j.bushor.2021.02.031
https://doi.org/10.1177/2158244020914634
https://doi.org/10.3390/merits5010002
https://ummaspul.e-journal.id/maspuljr/article/view/5259
https://ummaspul.e-journal.id/maspuljr/article/view/5259
https://doi.org/10.1016/j.jairtraman.2021.102063
https://doi.org/10.1017/jmo.2024.32
https://doi.org/10.1287/msom.1060.0133
https://doi.org/10.1111/exsy.13098
https://doi.org/10.1108/IJM-11-2021-0635
https://doi.org/10.1108/IJM-11-2021-0635
http://dx.doi.org/10.5465/AMR.2010.51141654
https://doi.org/10.1111/joms.13048
https://doi.org/10.1177/107179190501100307
https://doi.org/10.1016/j.leaqua.2005.09.002


International Journal of Advanced Multidisciplinary Research and Studies   www.multiresearchjournal.com 

429 

Doi: https://doi.org/10.1177/014920638901500207 

125. Yukl G. Leadership in organisations (6th ed.). London: 

Prentice Hall, 2006. 

126. Yukl G. How leaders influence organizational 

effectiveness. The Leadership Quarterly. 2008; 

19(6):708-722. Doi: 

https://doi.org/10.1016/j.leaqua.2008.09.008  

127. Yukl G. The importance of flexible leadership. In 23rd 

Annual Conference of the Society for Industrial-

Organizational Psychology, San Francisco, CA, April 

2008. 

128. Yukl G, Mahsud R. Why flexible and adaptive 

leadership is essential. Consulting Psychology Journal: 

Practice and Research. 2010; 62(2):81-93. Doi: 

10.1037/a0019835 

129. Yukl G, Gordon A, Taber T. A hierarchical taxonomy 

of leadership behaviour: Integrating a half century of 

behaviour research. Journal of Leadership & 

Organizational Studies. 2002; 9(1):15-32. Doi: 

https://doi.org/10.1177/107179190200900102  

130. Yukl G. Effective leadership behaviour: What we know 

and what questions need more attention. Academy of 

Management Perspectives. 2012; 26(4):66-85. Doi: 

https://doi.org/10.5465/amp.2012.0088  

131. Yukl G, Mahsud R, Prussia G, Hassan S. Effectiveness 

of broad and specific leadership behaviours. Personnel 

Review. 2019; 48(3):774-783. Doi: 

https://doi.org/10.1108/PR-03-2018-0100 

http://www.multiresearchjournal.com/
https://doi.org/10.1177/014920638901500207
https://doi.org/10.1016/j.leaqua.2008.09.008
https://doi.org/10.1177/107179190200900102
https://doi.org/10.5465/amp.2012.0088
https://doi.org/10.1108/PR-03-2018-0100

