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[bookmark: _Toc513383888]Topic
The Effects of Decision-Making and Leadership Styles on Organizational Behavior and Employee Engagement: A Case of the Pakistan Education Sector
[bookmark: _Toc513383889]Abstract
[bookmark: _GoBack]The Pakistan Republic faces a recurring education crisis exacerbated by poor learning environments and ghost teachers coupled with poor enrolment and attendance of children in schools. This research paper purposes to provide a theoretical perspective on the impact of various leadership styles and decision-making practices on Pakistan’s Educational Sector. Pakistan ranks lowly in education sector ranking with a relatively high prevalence of illiteracy. Poor management of this vital sector has a tremendous effect on slowing down economic growth and development. Without application of proper and problem-specific decision-making processes and leadership styles, the industry is predestined for even turbulent times. Employee-supervisor disagreements often lead to a reduction in the measurable performance of employees in the delivery of services. This attributed to organizational factors more especially the style of leadership and the level of employee involvement in decision-making. 
[bookmark: _Toc513383890]Introduction
Theoretical Perspectives of Management is an approach to management which is vital for understanding the processes involved in the organization and coordination of an organization’s resources in order to achieve desired objectives and results. The management theory outlines the two perspectives of management as historical and contemporary perspectives (Kessler 2013). The historical perspective of management focuses on the behavioral, classical and quantitative theories of management while the contemporary perspective delineates the contingency, quality and systems theories of management. Decision making in an organization is a consultative and dynamic process involving all the stakeholders geared towards identifying a viable course of action to a business problem (Das 2016). Decision-making practices have a close link with the leadership styles on which it is dependent. 
Leadership style is the approach used to influence and motivate others towards implementing business plans and thereby achieving objectives. Some of the main leadership styles commonly employed are Transactional leadership or autocratic, Transformational or democratic leadership and Laissez-fair or free-rein leadership (Fiaz et al. 2017). Each leadership style has its own advantages, and disadvantages and application of either is specific to the circumstances. Organizational behavior delineates the study of the employee behavior in an organization and how the perceived behavior affects the performance of the organization in meeting its goals (BPP Learning Media 2013). Survey of organization behavior focuses on the human behavior in their assigned roles and can be done qualitatively, quantitatively and also through computer simulation. Organizational behavior studies help identify human behavior in an organization and give insights as to the reasons for this behavior (BPP Learning Media 2013). The observations when done focus on the individual level where the analysis focuses on the ethics, motivation, and creativity. At the group level, the study delineates group norms and conflict resolution, interpersonal communication and group dynamics. While at the organizational level, the focus is on the internal and external organization environment factors such as organizational culture, structure, technology, and politics. 
Employee engagement is a perspective applicable in the workplace which provides the right environment and a sense of belonging for the employees to perform effectively and efficiently in the various roles towards achieving the organizational goals (Prathiba 2016). The level of employee engagement determines the creativity and innovations of employees in solving problems. Employee engagement is interpreted to mean a high inspiration to work, reliance and a high level of participation in the organization activities (Soieb, D’Silva and Othman 2013). Effective employee engagement can be done by, for instance, encouraging creativity, providing adequate remuneration, provide continuous training and appraisal programs (Konje, Jeve, and Oppenheimer 2015). Theoretical perspectives of management help in identifying the current state of an organization, give a course of action, serve as a platform for creativity and as a guide to understanding managerial decisions. 
[bookmark: _Toc513383891]Background on the Pakistan Education Sector
Pakistan is a federal republic located in South Asia which gained independence in 1947 from Britain. The United Nations (2017) ranks Pakistan as one of the most populous countries in the world. The Republic of Pakistan is made up of four provinces namely:   Baluchistan, Punjab, North West Frontier Province (NWFP), and Sindh. The United Nations Development Programme (2015) ranks Pakistan among the bottom ten countries in education development with a performance index of 3.72. This is attributed to a high gender disparity, poor quality primary schools, low enrolment rates and low skills diversity among graduates of higher learning institutions.  
An economic survey on Pakistan places the country’s average literacy rate for the period 2016/2017 at a 58% which is a 2% decline from the 60% in the 2015/2016 period (The Nation News). The state performs dismally in this regard as compared to other countries. This significantly contributes to slow economic growth. While the average literacy rate is considerably low, some urban areas such as Karachi, Islamabad, and Lahore boast of a substantially higher than average rate. Religious beliefs against formal education coupled with gender discrimination against women contribute to as low as a 10% literacy level in the rural areas. The situation is exacerbated by continued minimal and reduced expenditure and investment in the education sector by both the government and stakeholders. The Pakistan Government has formulated and implemented various reforms and policies geared towards improving the education sector. Some of these policies are the 1972, 1979 and 1992 National Education Policies. The latest ones are the Education Sector Reforms (2005-2010) and the National Education Policy (1998-2010). Despite the formulation and implementation of these reforms and policies, the Pakistan Education sector still ranks among the countries with the lowest literacy rates in the world (United Nations 2017). Pakistan’s literacy level varies from province to province. Rehman, Jingdong, and Hussain (2015) rank Punjab as the province with the highest rate of literacy with 61%. This is helped by the fact that most of the country’s urban centers are located in Punjab Province. The Province, however, has an alarming number of 3.8 million illiterates despite improvements in elementary education (Rehman, Jingdong and Hussain 2015). The most populated province in Pakistan, Sindh, has a literacy rate of below 56% in urban areas and 50% in rural areas. The low levels are evidenced by prevalent child labor in the province (Rehman, Jingdong and Hussain 2015). The desert and mountainous region of Baluchistan Province has the lowest literacy rate followed by NWFP whose rates are 43% and 50% respectively. 
Management of Pakistan’s education sector, just like any other organization, involves the application of various management theories, decision-making theories, and leadership styles. These theories and leadership styles have an effect on the organizational behavior and influence employee-management engagement. 


[bookmark: _Toc513383892]Research Questions
The following questions arise out of the Research topic:
· What is the impact of decision-making practices on organization behavior and employee-supervisor relationships? 
· What is the impact of leadership styles on organizational behavior?
· Does the leadership style have an impact on employee-supervisor relationships?
[bookmark: _Toc513383893]Research Objectives
This research paper is geared towards identifying and analyzing the effects of various decision-making practices and leadership styles on organizational behavior and employee engagement in Pakistan’s Educational Sector. Understanding the impact that decision-making practices and leadership styles have on employee engagement and organizational behavior will help in understanding the underlying issues in the education sector of Pakistan. This will, hence, assist in deciding on the leadership styles and decision-making practices that will optimize the performance of the sector. This will thus assist in engaging employees sufficiently demonstrated by their willingness to be fully invested in their work (Konje, Jeve, and Oppenheimer 2015). Better employee engagement will, in turn, improve organization behavior.
[bookmark: _Toc513383894]Report Structure
This report has been structure in the case study format. It starts from the literature review of leadership styles and decision making theories and then the discussions has been made in relation to the case study of Pakistan educational sector. In the end the constructive conclusion has been made with the recommendations about suitable leadership styles and decision making procedures with the employee engagement in Pakistan education sector.
[bookmark: _Toc513383895]“Theories, Concepts and the best practices in the concept of leadership styles and decision making”.

[bookmark: _Toc513383896]Literature Review
[bookmark: _Toc513383897]Leadership Styles

The Theoretical perspectives of management as applicable to leadership styles are described in various theories such as the transactional leadership theory, the transformational leadership theory, participative leadership theories, situational leadership theories, contingency theories and decision-making theories. 
[bookmark: _Toc513383898]Transactional leadership

Transactional leadership theories expound on the transactional leadership style whereby leaders aim to promote employee performance through appraisal programs where they reward and punish excellent and poor employee performance respectively (Khan 2017). Transactional leaders follow established patterns, rules, and procedures rather than making changes. The transactional leaders set goals and expectations together with a compensation and punishment structure (Jens 2014).The employees are motivated by the desire to preserve their own self-interest rather than the group interest. Similarly, McGregor’s Theory X supposes that a typical employee is not ambitious and only aims to get a sustainable income (Kopelman and Protas 2013). The employees, therefore, have to be carefully monitored by the management to achieve performance efficiency with a reward and reprimand structure dependent on the results of employee actions. Implementation of the theories follows the hard and soft approaches where the hard approach is characterized by strict observation and punishment while the soft approach is converse which leads to resentment and improved co-operation respectively (Jens 2014). 

[bookmark: _Toc513383899]Transformational leadership

The transformational leadership theory describes the transformational leadership style which follows an approach where the leader works closely with the employees to set goals and objectives while motivating and inspiring them in the implementation of the set goals (Jens 2014). Transformational leaders help the employees identify with the set vision and act as a role model to the employees. They encourage and promote employee innovation and creativity and build a close paternalistic relationship with the employees. The style identifies with leaders who have a penchant for change as opposed to transactional leaders who aim to maintain the status quo (Jens 2014). McGregor’s Theory Y aligns perfectly with Transformational leadership where it assumes employees as being self-motivated and responsible and can work without direct supervision (Hattangadi 2015). 
[bookmark: _Toc513383900]Situational leadership theory

This theory is a variant of Contingency theories of leadership which specify that a leader is as effective as their ability to modify their management style so as to adapt to the characteristics of their subordinates. The technique is based on observation of different leadership behaviors which may categorize as selling, telling, delegating and participating (Boak 2013). The leader must identify an employee’s level of maturity and competence which consequently determines the level of supervision needed (Boak 2013). 
[bookmark: _Toc513383901]Contingency theory

The contingency theory of leadership is a theory which asserts that no leadership style is better than the other and that application of any leadership style is reliant on the organization’s internal and external environment (Hoffman-Miller 2013). Each leadership style, therefore, has its own merits and demerits, and one should, therefore, choose the one whose benefits outweighs the faults. An aptitude leader must pre-analyze the internal and external organizational environment (Hoffman-Miller 2013). The analysis will assist in aligning the internal organization factors with the external environmental factors. 
[bookmark: _Toc513383902]Autocratic leadership style

Mostly applicable in the military, the authoritarian style of leadership has in the present times found application in the modern corporate world. Autocratic or authoritarian leadership is a style described by total control over an organization’s activities by an individual with no input from others (Chishty-mujhid 2016). Autocratic leaders are expected to have a wide base of knowledge so as to be able to make informed decisions without external advice. This type of leaders focus only on making decisions which they pass on to their subordinates for implementation (Chishty-mujhid 2016). The leader closely supervises the subordinates in the implementation activities to ensure adherence to organization policies.
[bookmark: _Toc513383903]Decision-making Theories

Decision-making theories are broadly classified as being either Rational or Normative theory and Behavioral theory and include the participative decision-making theory.
[bookmark: _Toc513383904]Rational theory of decision-making

The Rational Theory of decision-making is a step-wise process that begins with problem identification and ends with a solution (Khalili and Riaz 2014).  The method de-emphasizes subjective decision-making and emphasizes on objective and logical decision-making. The first stage is problem identification and goal-setting. A criterion is then formulated for selecting a viable solution and alternative solution proposed. The proposed alternative solutions are then analyzed using criteria from whence a final decision is made. The theory is built on the assumption of a profit-maximizing organization, availability of factual information, and the presence of measuring criteria and, technical knowledge and sufficient time to examine the other options. 
[bookmark: _Toc513383905]Behavioral decision-making theory

The theory depicts any organization as being composed of a set of groups involved in setting the goals of the organization and making decisions (Das 2016). The theory assumes that different groups in the organization have differing interests which must be met, that the organization has multiple goals and makes irrational economic decisions such as paying shareholders high dividends. The decisions made are aimed at maintaining the organization’s performance at an average level rather than the best level. 
[bookmark: _Toc513383906]Participative decision-making theory

In participative leadership, the leader invites employees to openly share ideas in an organizational setting, analyses the ideas presented to come up with a decision which is communicated back to the group (Xiaoyan and Jing 2016). The variants of this theory are Collective, Democratic, Autocratic and Consensus decision-making. In Collective decision-making, all decisions are taken collectively by the organization members while also being liable for all the results of the choices. The Democratic decision-making style outlines a situation whereby all the members of the organization participate in the decision-making process (Xiaoyan and Jing 2016). The decisions are analyzed by the leader who ratifies the most viable decision which they communicate back to the group in a people-oriented process. In Autocratic decision-making, the process is more goal-oriented where, whereas, the employees may participate in brainstorming ideas on courses of action, the leader carries the responsibility of making the final decision alone. 
[bookmark: _Toc513383907]Findings and Discussion
[bookmark: _Toc513383908]What is the Impact of Decision-Making Practices on Organization Behavior and Employee-Supervisor Relationships?

Decision-making styles are closely correlated with leadership styles. The participative decision-making theory includes the variants of Collective, Democratic, Autocratic and Consensus decision-making practices. All these practices have differing levels of employee engagement in decision-making in an organization. Many organizations employ the variants of participative decision-making which results in varying degrees of success. While some organizations involve the subordinates in decision-making in an entirely democratic way, others are wholly autocratic and encourage no input from employees while the rest lie somewhere in between non-involvement and involvement. One of the research questions in this study focused on identifying the preferable degree of subordinate engagement in setting the goals and objectives of an organization. The research in the aspect of the effect decision styles on organization behavior in regard to the participative decision-making theory was modeled around two unconditional variables and one conditional variable. The independent variables were democratic decision-making and autocratic decision-making while the dependent variable was organizational behavior. 


[bookmark: _Toc513383909]Democratic decision-making

Many researchers in their work have indicated that employees have a high level of preference in working in a democratic organization where they are involved in or contribute to the making of critical decisions and in setting the vision and goals. The style consists of a voting process where the group or organization members vote for their preferred action. They inferred that it gave them a sense of belonging and could thus own the decision to which they could commit themselves in the implementation. The observation is in line with Zeb et al. (2012) who points out that such a structure could reduce demonization of supervisors and delineation of teachers a situation which is predominant in the Pakistan Education sector. The style fosters leader independence where the employees can operate on their own. Maringe (2012) in a study of the UK education sector observes that effective decision-making in an organization should not only focus on making the right decisions but also on involving every member of an organization in the process. Conversely, democratic decision-making style is sometimes viewed to be a time-consuming (Lam 2015). This is in agreement with the theoretical perspectives since in such an environment every decision has to be voted for derailing the implementation of critical decisions. It is also detrimental in the sense that the responsibility for the repercussions of any action cannot be tied to any individual. Execution may be derailed that the individuals who did not vote for a particular activity. While the style has its demerits, the merits warrant its application in the Pakistan Education sector where decisions are made in the top echelons of leadership and passed down to the lower levels for implementation. There is, hence, little to no participation or input from stakeholders in the industry.  


[bookmark: _Toc513383910]Autocratic decision-making

The autocratic decision-making style represents a situation where the leader makes all organizational decisions and only communicates them to the subordinates for implementation. This style has a low level of preference among employees who get disengaged from organization activities thereby a toll on the strength of the organization fabric. Pakistan’s Education sector follows a more autocratic style of decision-making. Autocratic decision-making cultivates exclusiveness, hinders enactment of decisions and effective communication in an organization and cultivates employee dependence on the leaders on all aspects and hence show no ability to be independent (Maringe 2012). The education sector doesn’t need this level of control associated with this style of decision-making as the environment has room for error. However, owing to the poor state of the education sector, the style may be applied in order to achieve short-term results. The style is highly ineffective for long-term effects where for example the education crisis in Pakistan continues to get worse with the attitudes of public servants being negative owing to the autocratic tendencies of the supervisors (Zeb et al. 2012). This dramatically affects the implementation of the education reform policies.
[bookmark: _Toc513383911]Consultative decision-making 

The paternalistic style of decision-making involves a situation whereby the leader does an advisory meeting with the employees who propose ideas towards a course of action. The leader then analyses the ideas and chooses a course of action from among them which is communicated to the employees. This style is desirable in the sense that the leader maintains a certain level of authority on decision-making while the employees get a chance to contribute. This style assists in creating a bond between the employees and the leader as it lends importance to the employees’ opinions (Bhau and Jyoti 2016). The organization structure is maintained as the leader gets to make the final decision which may, therefore, lead to a maintenance of the organization direction towards achieving the set goals. The Pakistan Education sector can benefit from this style as the employees develop an attitude of involvement and can, therefore, provide views on solving problems in the sector. The style develops the leader and makes them approachable. 
[bookmark: _Toc513383912]Rational decision-making

Many researchers affirm that a detailed step by step procedure in decision-making is more beneficial than detrimental to an organization’s performance prospects. Rational decision-making is based on facts and analytical review of alternative courses of action, elimination of the inferior ones and ultimately remaining with a single relatively superior course of action (Keast and Towler 2009). Rational decision making can be applied to any problem, for instance, the Pakistan Education sector where the issues inherent are complex and intuitive problem solving will prove inefficient and ineffective. The model is demonstrated in clear stages where first, the problem is defined. Secondly, the criteria for analysis is developed and then weights allocated to each parameter in the rule. In the next stage, alternative solutions are designed and then evaluated using the analysis criteria. Finally, the best alternative solution is selected. The rational decision-making approach demonstrates certain benefits such as a reduction in the chance of error since it employs a scientifically tested method, enhances objectivity while reducing subjective decisions increasing the quality of decisions. The style breaks down complex problems into manageable bits making its application in the complicated question of poor education standards in Pakistan prudent. 
The method has the disadvantage of being time-consuming rendering it inapplicable as a short-term solution. However, the Pakistan education sector requires a lasting solution to its problems by making long-term policies. The style, however, should be applied by avoiding over-reliance on facts and give careful consideration of the human aspects in the sector. The style relies on the assumption of accurate and reliable data which must be satisfied. A database of all the necessary data must be created by the ministry of education as reiterated by Zeb et al. (2012) who points out that the information must be relevant and accurate. This, however, was not the case in the development and evaluation of education policies in Pakistan as put by Zeb et al. (2012) who note the poor mechanisms employed in the assessment of Pakistan Education policies. In the constantly dynamic world, the method should be modified to be adaptable to the changing conditions which will then precipitate effective implementation.
[bookmark: _Toc513383913]Decision-making and the framing trap

Whereas bad decisions are largely attributed to a faulty decision-making process characterized by, for example, lack of accurate information and an effective engagement of stakeholders, they can also be due to psychological issues in the decision-maker. One of the most important psychological issues which have a significant influence on the quality of decision-making is the framing trap. Hammond, Keeney, and Raiffa (2015) define the framing trap as a psychological problem in decision-making whereby the framing of a question has a drastic effect on the quality of decisions made. The framing of the question is an integral part of the initial stages of the decision-making process where the problem is defined. A poor definition of the problem and therefore a badly framed decision often leads to poor and ineffective decisions. As evidenced by a study conducted in the Chinese educational sector by (Fan 2015), decisions made on any particular questions are correlated with how the question is framed in an effect labeled as the framing effect. The framing trap is caused by the perception of gain or loss attributed to any particular decision which evidences the risk-averseness or risk-taking characteristics of an individual. Fan (2015) opines that the quality of decision-making has a direct relationship with the decision maker’s level of education. This opinion can be interpolated to show that framing of questions has an effect on the decisions made which is subsequently affected by the level of education.
 In education sector this trap can be discussed in the way where the senior level of management the (Content experts) have to decide what children should learn at the age of five. On the other hand there are delivery experts (Teachers), and they framed it differently, as they are teaching and they know how children learn this. The modules or contents which is selected by the content experts was not easy or relevant at certain age of children. The framing trap is often caused by a failure to have alternative formulations of the question which ultimately does not lead to alternative decisions. It is also a result of questions which are based on either a lose-decision or a gain-decision and the accepting of decisions made by others without examining the reasoning behind them. However, according to Tversky and Kahneman (1986), framing traps can be controlled in the manner when the choice of the problem is presented as well as by norms, behaviors and expectations of the decision maker.

[bookmark: _Toc513383914]What is the impact of leadership styles on organizational behavior?

Today’s leader faces a global and rapidly changing world necessitating the application of leadership styles that conform to the dynamics. The modern leader must, therefore, demonstrate adaptability in the unpredictability of the organizational and external environment which will help in the achievement of organization objectives. The study on the effect of leadership styles on organizational behavior focused on three unconditional variables and one conditional variable. The unconditional variables were the three styles of leadership which are Transactional leadership, Laissez-faire leadership and Transformational leadership whereas the conditional variable was organization behavior. 
[bookmark: _Toc513383915]Laissez-faire leadership style 

The Laissez-faire style of leadership is characterized by leaders who are detached from organization workings and make little to no effort in influencing the activities of the organization or building relationships with the employees. Ahmed et al. (2015) in their study indicate that when employees are left to their whim with no direct supervision or guidance, implementation of organizational objectives is affected and happens in a disjointed manner most of the time. They give this as a pointer to their ineffectiveness and unproductiveness which when extrapolated could explain why the Pakistan Education sector is performing dismally. Zeb et al. (2012) in their investigation point out the industry faces leadership vacuums at various levels which slows the implementation of policies. A leader is vital in spearheading resource mobilization and ensuring efficient utilization. The findings indicate a negative correlation between organization performance and the laissez-faire style of leadership. 
[bookmark: _Toc513383916]Transactional leadership style

The Transactional leadership focuses on goal attainment but has a medium positive correlation with organization behavior. Whereas the idea of a reward system motivates employees to push themselves towards the realization of their targets, penalties for inadequate performance has a demoralizing effect (Ahmed et al. 2015). This leads to a strain in the organization fabric where the relationship between the “awarded,” and the “punished” could be unhealthy.  
[bookmark: _Toc513383917]Transformational leadership style

The Transformational style of leadership demonstrated to have a better correlation with organization behavior going by the respondents’ opinion. Transformational leaders inspire and motivate employees by encouraging creativity and innovation which leads to a closer and stronger working relationship (Bhau and Jyoti 2016). A lack of this as demonstrated by Zeb et al. (2012) leads to disenfranchised teachers and students in the Pakistan Education sector. While there is considerable effort to devolve functions in the industry, lack of political goodwill has caused the failure of these measures. Bureaucracy creates decentralization of responsibilities to the grassroots while authority remains with the top leadership. The import of this is that there is a breakdown in the organization structure significantly dwindling implementation efforts. 

[bookmark: _Toc513383918]Does the leadership style have an impact on employee-supervisor relationships?

Three leadership styles were analyzed in this study. These were: Transformational leadership, laissez-faire leadership and Transactional leadership styles with respondents showing varying levels of preference for either. 
[bookmark: _Toc513383919]Transformational leadership

Jens (2014) defined Transformational leadership as a situation where the supervisor influences and motivates the subordinates in performing a set of objectives geared towards attaining organization objectives. Various researchers have perceived the style of leadership to improve employee satisfaction in the leader and hence follow on the leader’s footsteps. Studies conducted in the field indicate a high preference rate of the transformational leadership style ranking best among the other three styles. 
The education practices in Pakistan, as in any other Country, are immeasurable activities where the performance of individual employees may not be adequately measured. This aligns perfectly with the researcher’s own opinion inspired by general knowledge. For instance, measuring a teacher’s performance is highly subjective as a “non-performer” as viewed by one person may be a performer in the opinion of another. The results further indicated that the respondents, especially those in subordinate positions, prefer a supervisor who idolizes them by instilling confidence and explicitly showing pride in them. This emphasizes the need for those in leadership positions in the Pakistan education sector to inspire subordinates’ belief in an otherwise dwindling industry. 
Following through Maslow’s hierarchy of needs, employees perform better when they are inspired and motivated by their leaders as this promotes self-actualization (Acevedo 2018). Motivation, thus, helps to empower employees who can hence resolve through negative influences in their work. Transformational leaders create a sense of purpose and are highly enthusiastic and optimistic. These are characteristics they can pass on to their subordinates who look up to them as role models. The Pakistan education sector is under-funded by the Pakistan federal government which could to a high rate of turn-over. Naviwala (2015) observes that whereas underfunding has been the norm, renewed efforts by the government has seen doubling of the sector’s funding from approximately 3 million U.S. dollars in the year 2010 to slightly more than 7 million U.S. dollars in the year 2016. The education budget rivals the military budget a pointer to a change in approach. Despite the improved spending, the rate falls below the recommended international minimum of 4 percent as compared to a country’s GDP with only 2.7 percent. Most of the provinces spend only a half of money budgeted for education (Naviwala 2015). It is easy to infer that most of the practitioners in the education sector are not motivated or inspired as under-funding is a pointer to poor remuneration packages for them. The employees, therefore, may not commit themselves to doing their work especially if they are underpaid. The outcome of the study aligns with the literature where the transformational leadership helps fight non-enthusiastic, pessimistic and demotivated teachers, students and other stakeholders in the education sector. This further dissuades against enrolment in educational institutions as the population is not inspired by those who have undergone education. The researcher may infer this to suggest that the employees are poorly paid. It is therefore advisable for supervisors and sector leaders such as education officers to motivate and create optimism in the employees by improving employee remuneration and offering bonuses (Soieb, D’Silva and Othman 2013).The supervisors should, therefore, focus on building targets and inspire employees towards meeting them. Teaching is a highly repetitive task which may lead to little or no intellectual stimulation on the employees’ part. The results of the study indicated that most of the respondents were not intellectually stimulated and thus aligns with the researcher’s expectations. 
[bookmark: _Toc513383920]Transactional leadership

Transactional leadership focuses on having a reward system for exemplary performance and penalties for poor performance. This style of leadership presents considerable benefits. Various studies indicate that employees would prefer being provided with incentives for their efforts but most of them did not, however, support the imposition of penalties and fines for non-performance. The feedback on incentives was unexpected as the teaching activities are immeasurable even though the sector is labor intensive and the performance is generally measured rather than individually. It’s however expected that the industry should have strict control over employee behavior at the workplace. This can be done monitoring teacher absenteeism an issue who plagues the sector. Teacher absenteeism rates in Pakistan are alarming with high rates in the provinces of Punjab and Khyber-Pakhtunkhwa at 20 percent and 30 percent respectively (Naviwala 2015). 
[bookmark: _Toc513383921]Free-rein leadership style 

Research conducted on the free-rein leadership style shows that it is normally in-effective and in-efficient especially among inexperienced employees or those with little technical knowledge. This is a style of leadership where employees act on a free rein without little or no interference from the leaders. This leadership style is a recipe for disaster where the respondents indicated that issues such as unavailability of the leader when needed, late response to critical problems and decision-making evasion. Such issues could lead to a lack of organizational direction which may lead to poor corporate performance. This aligns with expectations in this study as the Pakistan education sector requires a strict and hands-on approach style of leadership necessitated by the presence of ghost teachers who are still on the payroll. The ghost teachers in the public education sector are paid more than quadruple of what their counterparts in the private education sector earn (Naviwala 2015). They then pay off education administrators who kip a lid on their non-attendance. These teachers end up taking second jobs in other sectors in the country or abroad. 

[bookmark: _Toc513383922]Conclusion and Recommendations

The Pakistan education sector is plagued by issues such as lack of political goodwill, bureaucracy, poor decentralization efforts, poor policy implementation and evaluation mechanism and poor financial investment. These issues are caused by the leadership styles and decision-making styles employed which consequently affect the organizational behavior and performance, and employee-supervisor relationships. The findings indicate that there is a significant link between the leadership style and the level of employee engagement in agreement with Batool and Haider (2017). Transformational leadership is shown to provide a more positive employee engagement. There is evidence, though, to suggest that the quality of the transactional style of leadership affects employee engagement differently where good quality leads to positive employee engagement and conversely poor quality transactional leadership leads to poor quality employee engagement. The Laissez-faire style of leadership creates a situation where the employee is disengaged irrespective of the caliber of the relationship between superiors and subordinates. The style also creates a leadership vacuum which may lead to a loss of organizational direction which causes poor implementation of education reform policies (Sharma and Singh 2013). The research findings also confirm the assumption that organizational behavior is affected by the leadership styles employed. The centralized form of governance used in the Pakistan education coupled with ineffective decentralization causes a breakdown in the organization structure. 
Following up on the Contingency theory, it is worth noting that there is no style of leadership which will perfectly fit the Pakistan Education system and dissipate the growing education crisis. Despite research demonstrating that Transformational leadership leads to a better organization behavior and therefore more effective and efficient organization performance, the Transactional leadership style has its own strengths which should not be ignored (Mahdinezad, Suandi and Omar 2013). The styles should, therefore, be applied concurrently where the Transactional style focuses on achieving short-term results for example by ensuring that teacher absenteeism is sufficiently reduced by setting job expectations and having a hands-on approach to departmental management. This will help in identifying and striking ghost workers off the payroll and hence free funds for investment in other areas. The transformational leadership style will then assist in achieving long-term results by focusing on motivating and influencing all the stakeholders to work towards achieving the goal of improving the state of the education sector. 
Decision-making styles play a crucial role in either building or breaking the fabric of the organization. As suggested by research, despite its advantages, autocratic decision-making is detrimental to the interpersonal relationships in an organization as it creates disenfranchisement among employees who demonize their dictatorial superiors (David 2013). This affects their attitude which in turn affects their effectiveness in policy implementation. On the other hand, decision-making styles which encourage employee participation such as democratic decision-making to strengthen the employee-supervisor relationships. This then gives them a sense of belonging towards the organization and ownership of decision which is vital for effective implementation (Lam 2015). Rational decision-making presents considerable benefits as it provides a detailed procedure which if followed can enable selection of solutions to complex problems inherent in the Pakistan Education sector. The framing decision-making trap can be avoided using the various techniques outlined by Hammond, Keeney, and Raiffa (2015), who suggests reframing the problem in multiple ways, framing of problems in a neutral way whence combining losses and gains, and finally formulating alternative decisions to alternative framings of the problem. This technique, used in conjunction with other techniques will lead to a more effective and fail-proof decision which will stand the test of time. 
In conclusion, it has been demonstrated that the decision-making and leadership styles have an effect on organization behavior and employee engagement. This, therefore, calls for a detailed analysis of the analysis of the underlying issues in the Pakistan Education sector and applying adaptable decision-making and leadership styles. 
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