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Chapter 1: Introduction
[bookmark: _Toc127571238] Background   
The most important key factor on which an establishment's success rate and failure depend is the role of the leadership. Organisation performance refers to the capability of the organisation to achieve their desires goals by measuring the efforts to intend the output. The role of leadership is essential in establishing a mission with a clear vision and innovation of new ideas and strategies (Bin Abdullah, 2021). Leadership style directs the people and encourages the leader to accomplish the organization’s goals.
In traditional times leadership is evolved for a very long time. In early times it was believed that leaders are born with such qualities to lead the people of their society. These types of leaders prefer different styles to lead their people (Hunt and Fedynich, 2019). A leader should have the power to influence others as these abilities are their natural skills. Leader should motivate their people through their different styles of charisma. The leader should have possessed such intelligence and persuasiveness so that all the members of their group should be in control of the leader's authority. 
People under the influence of leadership get the organisation's main aims and objectives and work efficiently by coordinating with their leaders. The leaders are the one that shows the right path to the employees of the organisation. The leadership style identifies the quality and method (Schwepker and Dimitriou, 2021). High-quality leadership is needed to achieve the organisation's mission, which can stimulate changes in the external environment. The leader is the one that gives shape to the organisation by playing the central role in an organisation. The behaviour of a particular group and its effort truly determine the leadership style.
 When an employee achieves a strong ambition in an organisation, the leadership is appreciated for that, as an employee is motivated by their leader. Leadership enhances the performance of the individual employee and their features according to the requirements of an organisation (Al Khajeh, 2018). If leadership is implemented correctly by each employee, then it results in a strong binding relationship that shows effectiveness for an organisation. Leadership style will be effective in such a way that it delivers equality to all the members in a group to which a leader tends. An organisation cannot achieve its desired goals if there is a lack of proper leadership. The following characteristics should be involved when establishing leadership: skills, knowledge, positive attitude, and experience that make a leadership group strong (Ali et al., 2020). Leaders should be an expert and have experience while adapting the leadership style. Leadership is how leaders deal with human resources factors that facilitate the utilisation of effective material resources.
The employee polishes their skills and gets more knowledge under powerful leadership. In other words, leadership can be defined as how a group of individuals gets influenced to achieve their goals (Dwivedi et al., 2020). Leadership is denoted as the life wire for any organisation. Douglas McGregor's theory refers to X and Y theory as the perfect view for the leader as it gives the human nature influence how an individual behaves and how employees are affected by the styles of leadership. It is essential to be noted by a leader that leadership is not effective with only one leadership style. It requires a different style of leadership under certain circumstances. Focussing on a single leadership style can vary individuals' approach, which depends on three primary factors. Different situations and forces exist according to the situation (Al Khajeh, 2018).In past studies such Influential leaders styles such as charismatic leadership style had an impact on organisation performance in such a way that one should know how to analyse and manage their group to pass through certain organisational situations (Zhao et al, 2021).It states that leadership qualities should be high enough to produce a high performance along with the group members.
[bookmark: _Toc127571239] Problem statement  
Recently, many organisations have faced problems related to unethical issues that lead to increased turnovers, which cause a high workload on the labourers with a high financial crisis. These problems usually arise due to inefficient leadership. Other issues are due to the inflexibility of the leadership style in the management of the organisation (Joy, 2020). This failure usually occurs due to a lack of understanding or misinterpretation. Sometimes selecting no particular leadership style is also the reason for unsuccessful leadership.
[bookmark: _Toc127571240] Research gap
There are many problems that creates such gaps that needs to be filled. These problems that affect the leadership in an organisation is the failure related to a leader as the manager needs to dictate the specification of a situation. In these situations, the leader should lead the employee to adopt a particular leadership style. The issue also arises when there needs to be a stronger communication line between the leader and their employee (Kindarto et al., 2020). This communication gap could lead to ineffective patterns where weak coordination with the leader poses significant problems for the organisation. This concluded that not having enough knowledge regarding managing a team and lack of experience in leadership style leads to unsuccessful leadership. A weak leadership style contributes to a lack of motivation, resulting in low performance and low outcomes for the employees.
[bookmark: _Toc127571241]Aim and objectives:
This research aims to examine the diverse leadership styles and their effect on the performance of an organisation.
The following are the main objectives of the leadership.
· To estimate the relationship between a leadership style and the employee's motivation.
· To highlight the impact of different leadership styles on the success rate of an organisation.
· To identify the essential aspects and significance of leadership style for the survival of an organisation.
[bookmark: _Toc127571242] Research Questions:  
1. What are the different leadership styles that impact an employee's productivity within an organisation?
2. How leadership style affects employee motivation?
3. What is the significant impact of leadership styles on the survival of an organisation?
[bookmark: _Toc127571243] Research Significance: 
The significance of this research work is that it aims to improve the productivity work of an employee with different leadership styles. The research work also contributes to identifying the link that connects an individual's motivation to the leadership style. Different leadership styles strongly affect the organisation as the leadership style depends upon the situation (Ichsan et al., 2021). Different conditions refer to various kinds of leadership styles. These basic leadership styles are also served in the document so that it can contribute to such advancements. These advancements will further help in the management of leadership styles for the success of an organisation. 
The style of leadership act to convey the personality style that shapes the person to the vision of the world. The leadership style also contributes to the ways of communication. It helps in building effective communication. Developing an awareness of leadership styles helps to communicate effectively so that others can benefit from such leadership and produce productive relationships (Cortellazzo et al., 2019). The research also shows the importance of leadership style from the perspective of an organisation. The leadership style helps to improve an employee's productivity, which significantly impacts an individual's performance. The leadership fashion may be a pivotal calculate for the extend victory of an association, so an association ought to centre on adjusting the kind of administration. The styles of administration have a positive effect on the ethics of the worker serving an association. There is a need for improvement in different aspects of leadership as there are several problems on the global level that occur due to leadership problems. An organisation's internal factors show that many organisations are immune due to poor leadership, as these organisations believe that their characteristics are ubiquitous (Guterresa et al., 2020). The impact of poor leadership tolls the stakeholder of an organisation from internal and external factors; in the real world, an individual's leadership can lead to crises for an organisation, so an organisation needs to develop such an effective leadership style. The leadership styles enhance the powerful performance of an organisation. These powerful leadership styles help an organisation gain positive outcomes and feedback and improve the motivation of an organisation to achieve the desirable individual goal of the organisation.


[bookmark: _Toc127571244]Chapter 2: Literature review
[bookmark: _Toc127571245]Introduction 
A literature review is all about previously published data which caters for the selected area of study, and with the information concerning a selected interest in a topic found regarding a particular time period (Paul and Criado., 2020). Here, the review is concerned with the topic of leadership styles and organisational performance. The following literature review elaborates on the term leadership and what is the style adopted throughout the world. Furthermore, theories regarding leadership are shared. All are analysed with the help of different published data found online.
[bookmark: _Toc127571246]Leadership
It has been characterised from various perspectives by several research academics since this field of study on leadership is quite vast. Lauren (2022) asserts that leadership has nothing to do with a PHD title or position in a company's pyramid. It does not also refer to the most senior members of the organisation's administration. In actuality, having a title is not a prerequisite for leadership because anybody may lead in their church, community, or family without one.
Second, the word "leader" is not descriptive; most people associate it with a domineering, charismatic individual who takes command. To develop authority, one does not require extrovert charismatic traits.
Finally, leadership is not considered management. Management and leadership are different. A manager's responsibilities include planning, evaluating, facilitating, unwinding, firing, and many other tasks. No matter how big or small an organisation is, effective leadership is necessary to flourish since managers often supervise activities while leaders take the initiative. The process of leadership results in the development of leaders.
Dividing the term leadership into two categories: "lead” and “ship”. The definition of the term "lead", as given by Merriam-Webster (2019), emphasises: to direct on a route, to go ahead of, or to serve. Simply said, the one who leads has the edge over the one who follows. An illustration might be a little child taking the hand of an elderly blind person or a father walking his son. It does not matter how old or young the leader is, if they can show leadership in a specific circumstance. The second term, "ship," similarly emphasise the concepts of a ship, sailing, a crew, and prosperity. Intriguingly, fortune refers to change happening. Merging the two words, lead and ship means a person who leads and influences a crew of people to bring about a positive change.
Oreg and Berson (2019) define leadership as processes to initiate or sustain, implement, and enable a change within an organisation (Oreg and Berson., 2019). It can be stated in another way as a process of social influence, with the output that maximises the efforts of others, leading to the achievement of the concerned goal (Roupnel et al., 2019). Although it is not dependent on status or rank, leadership is dynamic. The critical terms in the latter definition above that are highlighted are Process, which is a continuous and systematic activity conducted by someone. Social; Friendly friendship is a defining characteristic. Influence: the ability of a person to persuade others to act or think a certain way. Maximise: 
That is a possible amount or degree of magnification or the highest estimated increase. Effort; is hard work, achievement, drive, or mental power (Dictionary.com, 2022).
Leaders do not advocate for their causes; instead, they accept responsibility for inspiring and motivating others to reach their goals. Leadership can be understood as motivating individuals with distinct perspectives to work together, leading to a common goal. This suggests that every organisation's success depends on its capacity for having great leadership if the organisation's interest is to achieve its desired goals. As a result, much has changed in the current era of leadership. Leadership now emphasises the organisation's success (Alrowwad and Abualoush., 2020). Therefore, an organisation must equip and update its leaders on any change.
[bookmark: _Toc127571247]Leadership in the Context of Gender
It is widely acknowledged that, historically, discrimination against women in the nation has mostly occurred in rural areas (Davin, 2019). They discriminated against women and gave precedence to men since they lived in rural areas. They came to believe that women are liabilities. They will impose demands but offer no return on investment. Males, on the other hand, are seen as assets and will make a considerable effort to improve the welfare of their families and communities. As a result, males can obtain an education and partake in career prospects. Females, on the other hand, were stifled from pursuing an education and instructed beginning in early childhood in terms of carrying out home duties and tending to the wants and expectations of the family members. Because of this, these things were seen as obstacles to women's status advancement.
The position of women is improving because of developments, as well as the onset of modernisation and globalisation (Roces and Edwards. 2020). Due to the underdeveloped nature of the educational system in rural areas, many are moving to metropolitan areas to further their education. At this time, women are receiving a high-quality education in various professions, including law, management, administration, science, technology, engineering, and others. They are even rising to positions of leadership in a variety of organisations. According to some studies, some women are rising to leadership positions. However, there have also been instances of discrimination against women and a lack of equal chances for them as there have been for males (Begeny et al., 2020). Women now hold more leadership roles than ever in the age of modernisation and globalisation. However, people are gaining possibilities for empowerment as a result of getting high-quality education and improving their competencies and talents.
Some findings acquiring empowerment chances have been valuable and helpful in helping them rise to leadership roles inside diverse companies (Mogaji et al., 2021). 
In addition, the women are concentrating on enhancing their entrepreneurial skills and competencies and starting their firms. As a result, women do well when given a chance to hold leadership roles. Therefore, it can be said that women are making a significant contribution to improving their well-being and are utilising their educational background, skill set, and aptitude to advance communal welfare.
The claim is that to achieve the position of a political leader, pragmatic prejudice is a barrier that women must face (Corbett et al., 2022). This claim was inspected in six ponders from the point of view of the 2020 Law based Party presidential essential. In this situation, down to earth predisposition may have been clear and noteworthy against female candidates. Equitable voters make a gather of individuals who support ladies more in places of control. Democrats in 2020, meanwhile, were also quite worried that their preferred candidate may beat President Donald Trump in the US general election (Corbett et al., 2022).
[image: Leadership Styles]
Figure 1: Common Leadership styles. (Source: Ctfassets.net. 2022).
[bookmark: _Toc127571248]Leadership style (advantages and disadvantages).
Leadership style is a reflection of how individuals do and behave. Many methods are present through which the leadership styles are categorised, including coaching, Laissez-faire, bureaucratic, and much more are listed and detailed below.
[bookmark: _Toc127571249]Coaching style
The coaching style of leadership incorporates elements of democracy and laissez-faire leadership, where numerous inputs are taken into account while making decisions. The team members are prepared for it and it has a long-term plan. This approach trains participants enhances their performance abilities and addresses performance issues. Leaders view this leadership style as "slow" and "tedious" in environments with plenty of deadline pressure. However, Goleman discovered that coaching style leadership only needed a little additional time investment after the initial session (USB, 2020).
The advantage is that team members’ strengths and weaknesses are easily observed in the process, and once the team is coached in the initial stage, they do not need to continue coaching because they would have been empowered.
Disadvantage: A few leaders only employ this leadership style because they feel it requires too much time.
[bookmark: _Toc127571250]Visionary leaders
Visionary leaders think creatively, consider the organisation's overall vision, and derive their motives without becoming bogged down in the details. The visionary may create objectives and communicate them to their team even when a vision has yet to be realised. It encourages a strong sense of community and supports the team's ability to communicate effectively in difficult circumstances. 
Advantage is that anything the leaders decide can start without hitches.
The disadvantage is that because a vision is yet to be achieved, some technicalities may be encountered. Sometimes the energy might fade and may intend to look for another source of energy (McMackin, T. 2022).
[bookmark: _Toc127571251]Servant leadership
Servant leadership emphasises an employee's pleasure with their workplace and the idea that when an employee has a positive outlook or is content, they will perform effectively and deliver positive outcomes. The desire to put the needs of others above their own is a trait of servant leaders, according to Business (n.d.).
In this setting, the leader frequently arranges one-on-one sessions to learn about the team members' issues. He or she also assists the group in developing its strengths.
Advantage is that it has a powerful community based on trust and can create an environment for lower members to work in.
Disadvantage is that it focuses heavily on training and the well-being of the team members.
[bookmark: _Toc127571252]Autocratic leadership
Autocratic leadership is a style that is assertive and in charge. These types of leaders are dictators as they dictate to their subordinates to function accordingly (LEADERSHIP et al.). It always allows for wiggle room and demands promptness and excellence from subordinates. This leadership style fosters a rigorous and submissive environment and is more authoritarian and dominating. However, if the information is correctly shown, it may be useful.
The military and manufacturing organisations are examples of such settings under authoritarian leadership, where everyone must strictly adhere to the rules. The drawbacks include the fact that there is no open venue for input or promotion of innovation.
Advantages are that there will be no gap because the leader takes the decision, and any uncertainties are handled easily. In other words, autocratic leaders do provide a fast catastrophe management benefit. 
Disadvantages are that this type of leadership decreases group morale as they have no say in the decision-making, which also promotes a lack of trust between leaders and the group.
[bookmark: _Toc127571253]Laissez-faire leadership
Laissez-faire leadership is characterised by confidence in others, monitoring of performance, regular feedback, and tolerance for original thought. It enables teams to operate alone or with little intervention. It is referred to as a hands-off approach where duties are assigned to team members. The English translation of the French phrase laissez-faire, which means "let them do," is "leave things be."
People in this setting are sufficiently skilled and only require a little supervision. Although there is the freedom to work in this setting, they must nonetheless keep an eye on performance and note any potential barriers.
An American politician Andrew Mellon who was also a financer, is a prime example of this leadership style. Mellon was a brilliant inventor and the prototypical laissez-faire American leader of the 20th century. He was equally comfortable in banking and business as in politics and philanthropy.
Advantages are that this type of leadership enables quicker decision-making and promotes innovation and personal growth. 
Disadvantages are that it does not have a defined role within the team and these leaders are often seen as uninvolved and withdrawn from what is happening.
[bookmark: _Toc127571254]Democratic leadership
Democratic leadership, on the other hand, is more receptive to suggestions, criticism, and originality. This leadership approach gives the team a voice in important choices, gives them the freedom to come up with solutions, and provides them with various possibilities.
In contrast to an authoritarian style, a democratic style encourages innovation and is open to all suggestions and criticism. Even while on the job, leaders give their followers advice. The superior encourages the subordinates to take the initiative and continue offering assistance. There are several advantages of democratic leadership.  
A previous US president, Barack Obama, is a fabulous illustration of a majority rule pioneer. Obama came up with the state "Yes ready to," which may have been listened by everybody mindful of the American decisions. The setting of the US economy, which included noteworthy unemployment brought around by the 2008 Lehman Emergency, served as motivation for the nation.
Advantages are that various ideas are allowed, and employees have their morale boosted.
Disadvantages are that it is sometimes complicated to preserve coordination, and there may also be a gap in final decision-making or agreements between unskilled groups.
[bookmark: _Toc127571255]Pacesetter leadership
Pacesetter leadership expects the team to have self-direction, microwave or quick results, and look out for excellence. It is a very effective leadership style in an organisation where the team focuses on achieving quick results with accountability. If an employee does not need to keep up with the leader's rapid-fire style, the leader may ask them to leave so they can take over (Lindberg, C. 2020). 
Advantage is that the organisation's goal is quickly achieved, and issues are immediately addressed.
Disadvantages are that the level of trust could be higher, employees can easily be stressed, always in a rush and can experience high pressure.
[bookmark: _Toc127571256]Transformational leadership 
Transformational leadership style. The big company uses transformational leadership frequently because it encourages creative, intellectual thinking across various sectors. Because the organisation has specialised managers to handle the day-to-day issues, transformational leaders are charismatic and have a broad perspective on the organisation. They are less concerned with the small details.
The advantage is that there is increased communication and encouragement within the group, and it promotes success.
The disadvantages are that results can easily fail because team members must pay attention to the organisation's protocols. 
[bookmark: _Toc127571257]Transactional leadership
Transactional leadership is very rewarding for an excellent job and may be punished for bad work. This is because every piece of information for the set task is made visible and accessible to the team, giving them no room for mistakes.
Advantage In this leadership is that it increases employee productivity and removes doubts from the team towards the task.
Disadvantage is that leaders focus more on targets than employees’ creativity, and there is also the tendency of leaders to be insensitive to the team members. 
[bookmark: _Toc127571258]Bureaucratic leadership
According to the Cambridge dictionary (2022), the bureaucratic leadership style is a system that follows the organisation’s rules and ensures its team members follow the same rules. This system is good for the administrative environment in that structured rules are strictly followed in the order of hierarchy.
Advantage is that every decision and task is defined, and jobs are guaranteed.
Disadvantage is that tasks have no flexibility or creativity, and the team must keep everything the same.
[bookmark: _Toc127571259]Charismatic leadership 
Charismatic leadership is a popular one because it has a way of attracting people. Even though it looks like a one-person show, it has a way of collaborating with people with energy to achieve the goal. The leader has confidence with a strong passion for what they intend to do and can easily initiate.
Advantage is that the leader may need to be more confident and skilfully equipped, but their charismatic nature will entice his followers to achieve his goal.
Disadvantage is that when the leader loses morale, it affects the team's whole performance, hence, the goal. 
[bookmark: _Toc127571260]Good Leadership Qualities
At each point of a leader's career, acing authority abilities will offer assistance a individual flourish, whether in charge of a group or a assembly. Delicate and specialized aptitudes are combined in authority, for occasion, by applying interpersonal capacities to rouse the group or using down to earth skill to address and execute assignments and issues. A person may make strides and utilize these abilities at work by learning around the characteristics of solid pioneers. Listed below are a few points according to the Centre for Creative Leadership (2021) which demonstrate the qualities of a good leader:
· Because others follow and look up to one as a leader, honesty and integrity are essential.
· Since a leader assists others in understanding their jobs, a leader must be incredibly inspirational.
· Effective communication skills are also crucial since employees are more likely to grasp instructions when there is openness.
· A leader needs to share their vision with it and be a Visionaire.
· It may be a challenge for an employee to present their point at work, to provide a fresh perspective or give direct report feedback. Leaders who exhibit bravery take charge and steer events in the correct direction. Because of this, bravery is a crucial quality of effective leaders.
· Intuitive while making difficult choices. Sometimes a leader must act impulsively under difficult circumstances.
· A leader must be sensitive and empathic to foster a solid relationship with their team.
· A good leader should also be objective and capable of making decisions without bias.
· A person must be intelligent enough to handle difficult circumstances as they arise and be able to analyse the advantages and drawbacks before choosing a course of action.
· Must be innovative, open to new concepts, think outside the box, be prepared to listen and observe, and be flexible.
· Being patient is a crucial quality of a successful leader. It may take time for a company's strategy, employees, and processes to mature and produce results.
· Be flexible; a leader's plans might need to be adjusted. A leader may establish their grounds in a complex by using the principle of continuous development.
· Able to delegate. A leader must be able to trust their team members with their vision so a leader can progress to the next stage.
· A leader can be the reason for less stress and conflict (Smith et al., 2019), in addition to it a leader can increase productivity and build rapport. This can be done by treating people with respect at work.
[bookmark: _Toc127571261]Theoretical Framework
According to Merriam-Webster (2019), the theory is defined as a scientifically acceptable principle, a belief or procedure or followed as the basis of action. Leadership theories emphasise the traits and behaviours individuals can adopt to boost their leadership abilities (CFI Team 2022). It is crucial to thoroughly comprehend how these ideas affect a leader and an organisation since that is how these attributes are developed. Additionally, a stronger and more effective psychological and social influence of a successful leadership system will be needed to support and motivate the leader so that followers may become more effective and ultimately become great leaders.
[bookmark: _Toc127571262]“Great Man” Theory:
According to the Great Man Theory, charisma, self-assurance, the ability to communicate effectively, social graces, and intelligence are innate to great leaders. Like when it is said that someone is "born to lead," it is something that they are capable of.
[bookmark: _Toc127571263]Traits Theory:
This idea is based on traits that both effective and ineffective leaders share. Numerous features, including look, weight, age, education, intellect, decisiveness, judgement, and knowledge, have been linked psychologically to a person's innate qualities, according to research for the Great Man Theory. Therefore, it can be concluded from research on trait theory that when leaders are aware of these elements and effectively implement them, they can contribute positively to enhancing their qualities and fostering the growth and advancement of the business and human resources.
[bookmark: _Toc127571264]Contingency Theory:
This is founded on the knowledge that there is not only one type of leadership style that works in all situations; they must access the particular conditions and select the best style suitable for the circumstance. The numerous essential factors in this contingency theory aid in determining the ideal equilibrium, verifying it, and assessing the populace's demands. The leader's efficacy will influence whether or not the circumstance they are in is good or harmful. 
The question about which researchers still need to conduct research studies is what aspects of leadership need to be considered to enhance their performance and conduct. According to the contingency leadership model, a good leader employs appropriate strategies and tactics. It should be the priority of a leader to create good and friendly terms and connections among the people and ensure the effective performance of its employees. Further, this theory must also take into account the factor of upgrading connections. 
Additionally, there needs to be understanding among the people. Information regarding time management techniques, the use of technologies, tools, and materials, resource management, communication, investigation, and analysis, as well as providing effective solutions to problems and difficulties, logical thought, managing the occurrence of conflicts and disputes, making wise and useful decisions, and developing work ethics, is necessary.
[bookmark: _Toc127571265]Behavioural Theory:
This emphasises a leader's behaviour and deeds rather than their character attributes. The leaders did not appear to have any distinguishing attributes or qualities, as is abundantly clear. According to this view, these traits and deeds are referred to as "styles of leadership." Task-oriented leaders, people-oriented leaders, country club leaders, status-quo leaders, and authoritarian leaders are a few examples of leadership styles (WGU, 2020). The abilities they have acquired might affect the leader and be imitated by others.
According to the behavioural approach to leadership, anyone who exhibits the appropriate behavioural characteristics can be an effective leader (Coursehero.com, 2023). Leaders place a high priority on the formation of interpersonal friendships and connections. Leaders should be reliable, honest, straight, and moral when dealing with their staff, carrying out their responsibilities, and advocating for organisational structure changes.
According to the theory regarding behaviour, there are three predominant leadership philosophies which are; democratic, autocratic, and laissez-faire. Most of the time, the leaders' tasks and obligations are laborious and hard. They may, however, implement techniques and tactics in a well-organised manner and get the intended results when they are well aware of them.
It is believed by many that a company's leadership plays a significant role which influences an organisation’s performance and employee satisfaction. 
Additionally, to this, it also impacts employee engagement. It is addressed in several academics, from which (Newman and Ford., 2021) explained that leaders who can employ techniques of leadership that are effective can motivate and support the success of their teams. Successful leadership philosophies should be adhered to promote performance levels regarding team members' professional development.
Leadership philosophies and organisational effectiveness go hand in hand. A strong source of sustained competitive advantage and growth management is considered an effective leadership style (Arsawan et al., 2020). This is by intervening in success with rewards. Therefore, linking an employee's success to anticipated rewards with this insurance means that workers are provided with the necessary resources. With a good leadership style an organisation can more effectively reach its current goals (Khan et at., 2020). Without authority, there's a more noteworthy chance that botches will be made and a consistently declining chance of victory. 
Leadership plays a crucial role in the processes of establishing, expressing, and changing the corporate culture in this way by increasing individual desire to achieve goals along with stimuli and opportunities (Men et al., 2020). Given that leadership entails power, the capacity to rally people to fight for common goals may be regarded as leadership. Results and leadership go hand in hand. Leaders confront a intense challenge in today's worldwide advertise, where businesses must adjust to always changing conditions. Pioneers who can enhance whereas acting as centres of gravity, keep up an inside centre, and offer assistance individuals and organisations alter and flourish are presently required.
[bookmark: _Toc127571266]Organisational performance: 
Nordqvist (2017) states that an organisation's performance depends on a leader's ability to manage a team and create a collaborative work environment. In other words, the actual outcomes rather than desired ones are included in organisational performance. An organisation can optimise its results to reach its objectives or goals. The relationship between the two, organisational culture and structure, will lead to better performance and effective achievement of goals. A leader is accountable for confirming that the organisation's performance is consistent with achieving its goals and objectives by taking the necessary steps to ensure that the work is consistent with its overall goals and objectives.
[bookmark: _Toc125546985][bookmark: _Toc127571267]Understanding/measure/application in organisational Performance 
Organizational performance has been traditionally measured using a variety of metrics, such as financial measures, customer satisfaction, and employee satisfaction (Den Hartog et al., 2018; Gao et al., 2018). Financial measures, such as return on investment (R.O.I.) and net profit margin, indicate the organization's financial health and efficiency (Fahimnia and Chan, 2018). Customer satisfaction measures, such as "Net Promoter Score (N.P.S.)" and customer satisfaction index (C.S.I.), provide insight into how well the organization is meeting the needs and expectations of its customers (Chen et al., 2018; Zhang et al., 2018). Employee satisfaction measures, such as employee engagement surveys, provide insight into the level of motivation and commitment of the organization's workforce (Liu et al., 2018). However, these traditional measures of organizational performance have several limitations. For example, financial measures do not consider the organization's long-term sustainability, customer satisfaction measures do not account for the quality of the organization's products or services, and employee satisfaction measures do not account for the organization's overall success. A comprehensive measure of organizational performance, known as the balanced scorecard (B.S.C.), has been developed to address these limitations. The B.S.C. is a strategic management tool that measures organizational performance from different perspectives according to different departments. By considering performance from these various perspectives, the B.S.C. provides a more holistic view of organizational performance.
The B.S.C. model consists of four perspectives: "financial, customer, internal process, and learning and growth (Neely et al., 2018)". The economic perspective focuses on financial performance measures such as R.O.I. and net profit margin. The customer perspective focuses on customer satisfaction measures such as N.P.S. and C.S.I. The internal process perspective focuses on standards of organizational efficiency, such as productivity and quality. The growth and learning of the organization depend on innovation, such as employee engagement and training. In this research, the B.S.C. model will be applied to measure the performance of a specific organization. Data will be collected on the organization's financial performance, customer satisfaction, internal processes, and employee engagement. Then the data will be used to create a B.S.C. for the organization. This B.S.C. will provide a comprehensive view of the organization's performance and allow for identifying areas for improvement.
In recent years, there has been an increasing interest in the B.S.C. as a comprehensive measure of organizational performance. Studies have found that the B.S.C. is a valuable tool for evaluating corporate performance, providing a more holistic view of the organization than traditional measures. For example, in a study published in 2020 (Kumar and Sharma, 2020), researchers found that the B.S.C. was a useful tool for evaluating the performance of (S.M.E.s) in the manufacturing industry. They found that the B.S.C. helped S.M.E.s identify areas for improvement and enabled them to make more informed strategic decisions.
Another study published in 2019 (Jain and Sharma, 2019) found that the B.S.C. was a valuable tool for evaluating the performance of public sector organizations. The study found that the B.S.C. helped public sector organizations identify areas for improvement and enabled them to make more informed strategic decisions. Studies have also highlighted the importance of proper implementation and communication of the B.S.C. within the organization to use it as a performance measurement tool effectively (Li et al., 2018). It is essential to ensure that all organizational stakeholders understand the B.S.C. and its objectives and are properly trained to use it. This will help ensure that the B.S.C. is used effectively to drive performance and improve decision-making.
Furthermore, it is also essential to regularly review and update the B.S.C. to ensure that it remains aligned with the organization's goals and objectives (Kang and Lee, 2018). As the business environment and organizational goals change, the B.S.C. should be adjusted accordingly to ensure that it remains relevant and valuable as a performance measurement tool. Thus, the balanced scorecard (B.S.C.) is a comprehensive measure of organizational performance that considers performance from multiple perspectives such as financial, customer, internal process, and learning and growth. Proper implementation and communication of the B.S.C. within the organization and regular review and updating of the B.S.C. are also crucial for effectively using it as a performance measurement tool (Li et al., 2018). This research will apply the B.S.C. model to measure the performance of a specific organization, taking into consideration all these aspects to ensure the validity and reliability of the results.
[bookmark: _Toc125546986]Leadership styles and organizational performance
Leadership and organisational performance play the sufficient role in motivating and achieving the growth. This section will discuss the types of leadership style and its impact on the organisational performance. "The Multifactor Leadership Questionnaire (M.L.Q.)" is a widely used instrument to measure leadership styles. Developed by James Bass in 1985, the M.L.Q. assesses three distinct leadership styles: "transformational, transactional, and laissez-faire leadership." Transformational leadership is characterized by inspiring and motivating followers to achieve a common goal, providing intellectual stimulation, and fostering an environment of trust and respect (Hsu et al., 2022). Transactional leadership is characterized by focusing on rewards and punishments to achieve specific goals and maintain order. Laissez-faire leadership is characterized by a hands-off approach in which the leader provides little direction or support to followers. The M.L.Q. is a self-report instrument that consists of 45 items, 15 for each of the three leadership styles. The research respondents were asked to fill out the survey questionnaire with higher scores indicating a more significant endorsement of the leadership style. The M.L.Q. is a commonly used instrument in leadership research, providing a reliable and valid measure of leadership styles. However, it should be noted that the M.L.Q. Measures perceptions of leadership behaviour rather than actual behaviour. Therefore, it may need to reflect the leader's true leadership style accurately. 
Many studies have applied the M.L.Q. Model in different settings and contexts to determine the relationship between leadership and organizational performance.
 One study that applied the M.L.Q. the model was conducted by Chen, Liu, and Wang (2018) in the healthcare industry. The study aimed to identify the connection between leadership and corporate performance and their role in psychological capital. The study result showed transformational leadership positively related to organizational performance and that psychological capital was also often relevant to the relationship. The study also found that psychological capital was positively associated with organizational performance. This study provides evidence that transformational leadership can improve organizational performance by developing psychological capital among employees.
Another study, conducted by Al-Batayneh and Al-Lozi (2019), applied the M.L.Q. to investigate the relationship between leadership styles and organizational performance in the Jordanian banking sector. The study found that transformational leadership positively related to organizational performance, as measured by employee job satisfaction and financial performance. The study also found that transactional leadership was positively associated with employee job satisfaction but not significantly related to organizational financial performance.
Moreover, Kosterev and Kostereva (2019) applied the M.L.Q. model in the retail industry. The study aimed to examine the moderating role of emotional intelligence. The study found that transformational leadership was positively related to organizational performance and that emotional intelligence significantly moderated this relationship. The study also found that emotional intelligence was positively associated with organizational performance.
This study provides evidence that transformational leadership can improve organizational performance when coupled with high levels of emotional intelligence among employees.
A study by Khatibi and Riahi (2020) in the field of education, used the M.L.Q. model to explore the relationship between different styles of leadership and corporate performance. The study found that some leadership styles, such as transformational, are positively related to organizational performance. In contrast, others like transactional and laissez-faire were unrelated to organizational performance. This study provides evidence that the transformational leadership style may be more effective than the other styles in improving organizational performance in educational organizations.
Competitive advantage is an additional source of profit for the investors. But, higher profits always attract major competitors in the market to compete with the firm and to weaken the businesses competitive advantage (Mueller et.al, 2020). The combination of internal and external forces and the unique resources bring out some particular competitors with a high barrier that imitates the business. Due to the uniqueness, the competitive advantage contributes to more profits to the business in the long term.  The rapid development of the knowledge economy, business is facing intensified market competition and a rapid change in the environment of the market. An important development trend that has been going on in the organisations is the decentralisation (Sriyakul et.al, 2019). The management in the company pays more attention to the employee's self-realization wants and needs while hopes to realize the coordination, flexibility, and decentralisation of the administration. The impact of B.S.C. implements on sustainability of the competitive advantage in undeniable and it has many effects on the company. Organisations make each conceivable endeavor to pick up an upper hand within the showcase and utilizing the B.S.C. as a key device for the execution assessment will offer assistance the company to progress the budgetary and showcase position of any firm. The data collected is the secondary data that has been gathered from previous studies and articles from the (Astuty and Udin, 2020). Data reporting is the procedure of collecting and formatting raw information and translating it into a more accurate format that assesses the ongoing performance of the firm. A data report answers the basic queries about the business state. The validity and reliability of this research are accurate and the results that came are reliable. The reliability can give out same results on separate occasions as well. 
[bookmark: _Toc127571268]Summary 
This chapter comprises of literature review of leadership styles and organisational behaviour. The act of instigating, facilitating, implementing, and maintaining change within an organisation is called leadership. A leader should be honest, intellectual, innovative, flexible, patient and delicate. A leader's qualities help manage a team, build a sense of trust, and create a collaborative work environment. A leader can increase organisational performance through these qualities. Organisational performance is the capacity of an organisation to maximise its performance to meet its goals or objectives. Then Discrimination against men and women in leadership positions has been widely observed. But it is seen that women are significantly enhancing their well-being and advancing societal welfare by applying their educational background, skill set, and aptitude.
           A leadership style reflects the ways that how people act and behave. The various styles can be categorised in several ways. Leadership speculations center on the characteristics and conduct that individuals can receive to progress their authority capacities. Awesome man hypothesis, Characteristics hypothesis, Possibility hypothesis, and Behavioral hypothesis are talked about. A certain controversy is seen in these theories as a Great man theory says that a leader is innate leadership abilities. While according to Traits theory, when leaders are aware of abilities and successfully use them, they can positively contribute to improving their qualities to be a leader. Contingency theory states that the leader's effectiveness will determine whether the situation they are in is advantageous or disadvantageous. Behavioural theory emphasises a leader's actions and behaviour rather than their personal qualities.


[bookmark: _Toc127571269]Chapter 3: Methodology 
[bookmark: _Toc127571270]Introduction 
The following chapter is methodology which helps in selecting the tools and the methods which can be used to collect the information. This chapter helps in gathering the data which is relevant to the study in order to meet the research objectives.
[bookmark: _Toc125546987][bookmark: _Toc127571271]Research Philosophy:
According to Tamminen and Poucher (2020), the philosophical discussion in research society is related to the investigators' beliefs that have acceptable and ethical knowledge. In this study, the epistemological contemplations reflect the researchers' view of whether to improve understanding of the social phenomenon objectively or subjectively. This study is based upon the interpretivism school of thought based on the assumption that reality is subjective and socially built. A person can only understand someone else when the specific person has gone through it. To prove this philosophy, the researchers must do qualitative research to gain ethical knowledge.
[bookmark: _Toc125546988][bookmark: _Toc127571272]Research Method
Quantitative research is based upon gathering the large amount of data and converting it into the numerical form to understand the extended information. It can be used to generate new ideas or information from the wide range of audiences (Liamputtong, 2020). The quantitative research that is being done will be on the primary data which was gathered through questionnaire. The questionnaire was distributed in order to find the up-to-date information. 
[bookmark: _Toc125546989][bookmark: _Toc127571273]Sampling
Convenience sampling is described as the method that is adopted by the investigators from which they can gather market research information from an expediently available pool of participants. It is the most frequent method that is used as it is incredibly easy, not complicated, and cost-effective (Stratton, 2021). In many of the research, the respondents are ready to be a part of the specific research. This study will be done through this sampling method by selecting the participants working in different sector with different leadership styles affecting their performance in an organization. 
[bookmark: _Toc125546991][bookmark: _Toc127571274]Data Collection
The data collected will allow the researchers to measure the information on the interested topic in an established system that will enable the researchers to get the answer to the queries, test out the hypothesis and evaluate the results. It is effective in order to get the desired outcome that helps to seek the objective of the research done. The data collected was based upon the leadership skills and organizational performance of companies that helps to cater to the research questions that how the companies are growing and what are the benefits and disadvantages of leadership.
In this research, the M.L.Q. The model was used to identify leadership styles and organizational performance in a specific industry. The study examined potential moderating or mediating factors that cause affect performance and leadership practices. The ponder comes about give important bits of knowledge into the administration styles that are most compelling in moving forward organizational execution and the variables that can upgrade or prevent the relationship between authority styles and organizational execution. In brief, the M.L.Q. the show has been broadly utilized in different considers to look at the relationship between authority styles and organizational execution. The studies discussed above provide evidence that transformational leadership can improve organizational performance and that factor such as psychological capital, and emotional intelligence, can moderate or mediate this relationship. This research adds this literature by applying the M.L.Q. model in a specific industry and examine the relationship between leadership styles and organizational performance. An organisation can improve its results to reach its objectives or goals with the help of this study. Many organisations have been facing some issues regarding the role of leadership. The data collected will help the companies to know where they lack behind and how to identify and remove this problem so that the company can reach its goals. Researchers collect the data through an ethical process so that the study is not affected by any means.
The data gathered from the participants allowed the companies to reach their objectives and goals (Jaarsveld et.al, 2019). It was done through B.S.C. and M.L.Q. models to analyse the behaviour and measure the leadership styles to know which one suits the best for the organisations and other companies to achieve success throughout their mission. The Multifactor Leadership Questionnaire (M.L.Q.) which is also known as standard M.L.Q., measure a wide range of types of leadership from passive leaders who give conditional rewards to the followers, to leaders who transform their workforce into becoming the leader themselves. M.L.Q. identifies the features of a transformational leader, and it helps other people to discover how to measure their own self and in the eyes of others whom they work with. According to Kolomboy et.al (2021), a retesting program is available in order to track any changes in leadership style through which success can be measured. 
Balanced Scorecard Model (B.S.C.), was originally intended for the non-profit organisations but were later adopted by the government companies too. It works to measure the intellectual capital of a company, such as training, knowledge, skills, and other exclusive data that can have a competitive advantage in the market (Syahridlo et.al, 2020). The B.S.C. model supports the good behaviour in an organization by segregating four separate areas that need to be scrutinized. These areas are also called legs, they involve learning and growth, processes in a business, consumers, and the finances of a company. According to Muller et.al (2019), the model is used to collect crucial data such as measurements, objectives, goals of a company, and the initiatives a firm will take to progress those results in the four primary functions of a company. Through these models, a company can easily spot which factor is causing problems in the performance of a company, and it also helps to achieve strategies that can be used by future scorecards. 
[bookmark: _gjdgxs] 	The scorecard provides data about the business as a whole when the businesses objectives are being viewed. An organisation can use the B.S.C. model to apply strategy mapping to see the value of the company that where it stands (Iqbal and Ahmed, 2021). A company can also use these models to take the initiative to make strategies and objectives so that the company may achieve the target. This can be done through assigning tasks and projects to different areas of the firm to boost the financial and operational effectiveness, which helps in improving the company’s bottom line. 

[bookmark: _Toc125546990][bookmark: _Toc127571275]Ethical Process
Ethical principles are the values and principles that the investigators observe to show reliability with the other researcher and society. As the research is based on the primary method where different participants answered the survey questionnaire ethical consideration plays the significant role for research validity and reliability. In order to meet the research ethical consideration, the participants were provided with the consent form. This consent form helped the participants to make decision regarding the participation in the research. The participants were also aware about the objective of the survey. The participants were allowed to quit the questionnaire any time they want to and they did not face any penalty from the researcher. The participants were also allowed to skip the question. These steps were followed by the researcher in order to make the study ethically accepted. 
[bookmark: _Toc127571276]Research Limitations 	
While conducting the study different types of research limitations are faced by the researchers which can affect the results or findings of the study. The following study was based upon the quantitative primary research where questionnaire was distributed to gather the Reponses of different participants on the leadership and its effects on organisational performance. The questionnaire includes the structured questions where participants were only allowed to submit their responses in structured responses which does not allow them to provide their answers in detail. Therefore, the study lacks the details regarding the effect is different leadership styles on organisational performance.


[bookmark: _Toc127571277]Chapter 4: Results and Discussion 
[bookmark: _Toc127571278]Introduction 
This is the chapter which represents the results which are extracted by using the SPSS which represented the numerical data and values of the respondents. This section clarifies the correlation between the variables and it also provides the values based on their reliability and validity. This chapter has reviewed the results and analysis of quantitative and qualitative data. This chapter provided a sense and compare the current results with the previous studies. This chapter enlightens the importance of the variables which are used in the study. The basic purpose of this chapter is to answer the problem that is being identified in the research. In the finding section of the research, the researcher described the entire calculation process and data is presented in the form of results. Following this section, the discussion section has covered and analysed the findings. The discussion section further connects with the introduction section by the means of research questions and hypotheses and also literature that was previously reviewed. The fourth chapter is composed of a discussion and results chapter where researchers have presented the gathered responses and results in a meaningful manner by making the use of SPSS technique. This chapter includes the demographic, correlation as well as regression analysis, along with a discussion related to the main findings that are entirely dependent on the set objectives of the research. 
[bookmark: _Toc127571279]Correlations
Within statistical methods, the correlation analysis technique is being used to investigate the relationship between various ones. There are wide ranges of the technique of correlation exists that are used such as Spearman, Pearson and Kendall correlation. Among all the remaining a Pearson correlation is best suited and mostly used due to relative ease and simplicity of interpretation for analysis.  Thus, the Pearson correlation remains ideal for usage in this study due to clarity and easiness depending upon analysis and performance.  Signifies of all variables were measured on p-value where it was below 0.05/ 5% confidence interval. On other hand, Spearmen and Kendell's correlation are quite similar and are non-parametric test that measures a monotonic relationship by making use of ranked data.  
	Table 1 given below represents the results of the correlation analysis of several variables whereas the association is dependent variables. The authoritative execution is explored with the different authority styles like transformational, value-based, and detached authority styles the comes about appear a critical affiliation found with transformational, value-based, and detached administration styles. The p-value and the sig (2 –tailed) are found to be of coefficient value. The association between is strong with transformational, transactional, and passive leadership styles. The results show multiple correlations. The transformational leadership style is positively correlated with the balanced scorecard of organisational performance. The positive correlation between transformational leadership style is positively correlated with financial status and the value is .321. The second is the citizen and the value of citizen is .245 under transformational leadership. The value of the internal process perspective is .301 and the value of learning and growth is .343 on the transformational leadership style. On the other side, the transactional leadership style also positive correlation with organisational performance based on a balanced scorecard. The value of the financial status is .467 and the value of the citizen is .378 and the value of the internal process is .440 and the value of learning and growth is .304. the value of a balanced scorecard on passive and avoidant leadership style is .236 on finance and the value on the citizen is .108 and the value in internal process perspective is .177 and the value on learning and growth is -.041 and this passive leadership is negatively correlated with the organisational performance by using the balanced scorecard. 



	Correlations

	
	Financial
	Citizen
	Internal Process Perspective
	Learning and Growth

	Transformational Leadership Style
	Pearson Correlation
	.321**
	.245**
	.301**
	.343**

	
	Sig. (2-tailed)
	.001
	.009
	.001
	.000

	
	
	
	
	
	

	Transactional Leadership Style
	Pearson Correlation
	.467**
	.378**
	.440**
	.304**

	
	Sig. (2-tailed)
	.000
	.000
	.000
	.001

	
	
	
	
	
	

	Passive/Avoidant Leadership Style
	Pearson Correlation
	.236*
	.108
	.177
	-.041

	
	Sig. (2-tailed)
	.012
	.256
	.061
	.667

	
	
	
	
	
	

	 Table 1: Correlations analysis.
N=113
**. Correlation is significant at the 0.01 level (2-tailed).

	*. Correlation is significant at the 0.05 level (2-tailed).



[bookmark: _Toc127571280]Regression Models’ Summary 
The cause and effect of the variables are depicted using regression analysis that enables cause and effects to be studied. The main purpose of regression analysis is to gain the fundamental aim for which research is carried out which is to investigate the impact and influence of various leadership styles namely transformational, passive and transactional on organisational performance. The dependent variable in this research is organisational performance whereas the independent is various styles of leadership. The dependent variable in this area is the performance of the organisation. Table 2 below gives the summary of the model that evaluates the determinant or R-square. The following model has an R square value of 0.103 on the financial performance of the organisation in the context of transformational leadership style.
 In the category of transformational leadership style, the value of the citizen is 0.06 which positively correlates with transformational leadership style. The impact of the transformational leadership style is positively related to the internal process perspective and the value is 0.09 according to the balanced scorecard. The impact of transformational leadership style positively correlates with the learning and growth of the balanced scorecard and the value is 0.118. On the other side, the transactional leadership style impacts the financial aspects of the organisation and the value is 0.218. Second, the transactional leadership style impacts citizens and the value is 0.143. This leadership style impacts the internal process perspectives on the balanced scorecard and the value is 0.194. The transactional leadership style had an impact on learning and growth and the value is 0.092. 
The third leadership style is the avoidant/passive leadership style which had an impact on financial status in organisational performance and the value is 0.05. On the other side this leadership style directly impacts the citizen and the value is 0.012 and this leadership style impacts the internal process perspectives and the value is 0.031. The passive leadership style also impacts learning and growth and the value is 0.002. The past studies of Cho et al., 2019 also depicted the results that organisational performance has better results when people who are in managerial positions have a transformational leadership style. The past studies of Wahyuni et al., 2020 depicted the results that transactional leadership also positively correlates with the performance of the organisation. The past studies of Kindarto et al., 2020 also depicted that the passive/avoidant leadership style is negatively correlated with organisational performance. 
ANOVA 
The statistical analysis method known as analysis of variance (ANOVA) divides the observed aggregate variability within a data set into random factors and systematic factors the results of ANOVA are reflected in table 2, which identifies whether the regression model is free from numeric (statistical) errors or am I signed. It is clear from the result section, the effective value from the table is 0.00 that identifies which specifies the significance of the regression model and the significance of the value is 0.001 from a financial perspective, the value of ANOVA on the citizen category is 0.009 and the value in internal process perspective is 0.001 and the value on learning and the growth is 0.00. In transactional leadership the value of financial is 0 and the value of citizen is 0 and the value of internal process perspective is 0 and the value of learning and growth is 0.001. The value of passive/avoidant leadership on financial is 0.012 and citizen is 0.256 and the value of internal process and perspective is 0.061 and the value of learning and growth is 0.667. 


	Transformational Leadership Style
	Financial 
	Citizen 
	Internal Process Perspective 
	Learning and Growth 

	R-Squared
	0.103
	0.06
	0.09
	0.118

	ANOVA significance
	0.001
	0.009
	0.001
	0

	Beta
	0.39
	0.247
	0.217
	0.316

	Transactional Leadership Style

	R-Squared
	0.218
	0.143
	0.194
	0.092

	ANOVA significance
	0
	0
	0
	0.001

	Beta
	0.57
	0.382
	0.32
	0.281

	Passive/Avoidant Leadership Style

	R-Squared
	0.05
	0.012
	0.031
	0.002

	ANOVA significance
	0.012
	0.256
	0.061
	0.667

	Beta
	0.291
	0.11
	0.13
	-0.038


Table 2: ANOVA.

[bookmark: _Toc127571281]Reliability – Cronbach’s Alpha
The term reliability is referred to how consistent the method is to measure something. According to the concepts of Drost, (2011) reliability is the extension in which to measure the repetition in which the people performed the measurements on several occasions. In the presence of different conditions using alternative instruments in which the measurement is based on the construct or the skill. This has moreover been characterized as the degree to which the estimation of the development is steady and tried and true. There's an case that a few individuals accept their weight and the value of weight isn't fundamentally rectified. And the estimation is noted to be as untrustworthy. In the event that there's a circumstance where weight is measured by diverse people to grant the values to the weight, at that point there's a probability of extricating the same values and these are the estimation which is being said to be more dependable.  In this study, there are of two scales are used. The first one is the MLQ which is the multifactorial leadership Quality Scale the Cronbach's alpha value of that scale is .599 and the items of that scale are 9.  On the other side, the second scale is the Balance Scorecard and Cronbach's alpha value of that scale is .864 and the total item of that scale is 15. In past studies the value of Cronbach's alpha in MLQ scale on transformational leadership style is .92 and the value of transactional leadership style is .61 and the value of passive or avoidant leadership style is .75. This study compares the MLQ and sub-ordinate effect in Utah's certified public accounting profession. In our study, the correlation is between the MLQ on the balanced scorecard on organisational performance (Barnes et al., 2013). The balanced scorecard is divided into four factors the first is finance, the second is the citizen, the third is the internal business and the fourth one is learning and growth. The value of Cronbach's alpha on finance is 0.64. Simultaneously the value of Cronbach’s alpha on the citizen is 0.51 and the value of Cronbach’s alpha on the internal business process is 0.55 and the value of Cronbach’s alpha on learning and growth is 0.58. The past studies of Turshan et al., 2020 depicted the results and provided the values of Cronbach’s alpha. 

	Reliability 
	Cronbach’s alpha
	Item

	MLQ-Scale 
	.599
	9

	BSC Scale
	.864
	15


Table 2: created by the author.
[bookmark: _Toc127571282]Discussion 
Based on the results that are generated by the carried-out research it was identified that overall transformational leadership has a positive impact on organisational performance based on each of the individual parameters in form of finance, customer/citizen satisfaction, internal process perspectives and on learning and growth. Likewise, the results from the research by Chen, Liu, and Wang (2018) in the healthcare sector to identify the impact of leadership style on corporate performances and the study outcomes resulted that transformational leadership was positively related performance of the organisation. This study further enables evidence that transformational leadership improved positive psychology among the employees in turn induce positive organisational performance.  Similarly, Al-Batayneh and Al-Lozi (2019), made the usage of M.L.Q to investigate the relationship that exists between leadership style and organisational performance in the banking sector and it was identified that transformational leadership is related positively to a performance by measuring the level of financial performance and job satisfaction.  Another prior research by Kosterev and Kostereva (2019) by making use of the M.L.Q model on the retail sector to explore this impact with the intermediating role of emotional intelligence and it was identified that emotional intelligence was positively related to firm performance and that transformational leadership with the high level of emotional intelligence can improve organisational performance. While M.LQ. model used by Khatibi and Riahi (2020) in the field of education to study the influence of leadership style on performance concluded that transformational leadership are being positively related to firm performance. Presidents' transformative leadership philosophies seem to have more of an impact on financial performance metrics than trustee competence. A correlation between trustee competencies and performance measures was not supported by the data. According to a study on leadership, presidents who exhibited transformational leadership traits tended to oversee organisations with steady or improving financial performance.
Transactional leadership style also overall had a positive relationship with organisational performance resulting from a positive relationship with financial, growth and learning, internal process and consumer satisfaction. Al-Batayneh and Al-Lozi (2019), a study was done on the M.L.Q model for identification of the relationship between various styles of leadership and organisational performances in the banking area also identified that transactional style of leadership has a positive relationship with employee satisfaction. Ali et al (2015) found that a strong correlation was identified between the style of leadership and the culture of working. This strong relationship between these factors identifies that the transactional style of leadership that is being adopted by the majority of leaders in the financial sectors had a positive influence on the working process at a whole. Abaslim et al (2019) also identified that transactional leadership in an organisation have a more positive relationship with the engagement of employee resulting in a positive relationship with firm performance.  To ascertain the relationship between job satisfaction and the independent variables, organisational commitment, perceived organisational support, transactional and transformational leadership behaviour, and nurses' degree of education, multiple regression analysis was used. The dependent variable and the accompanying independent variables showed a positive association, according to the Pearson product-moment correlation coefficient. Multiple regression analysis showed that work satisfaction was most highly correlated with organisational support among the five independent variables (Gottlieb., 1990). Another study analyses the connection between transactional leadership and project performance in the context of non-governmental organisation (NGO) development projects in Ethiopia. Results of the study show that project success is favourably correlated with contingent compensation in transactional leadership (Aga., 2016). The study was conducted to identify the impact of leadership style transformational and transactional styles on customer satisfaction in banking and stores of food and it was identified that customer satisfaction depended widely on the attitude of the employee that they might come in contact within the sector. It was thus identified that factors of transformational leadership such as intellectual stimulation, individual consideration, and charisma had a much higher correlation with the satisfaction of employees at job resulting in a way higher level of customer satisfaction in job compared with the transactional style of leadership (Emery et al, 2007).  
Whereas the Passive style (Avoided leadership style) was characterised to have a positive relationship with various factors such as finance, customer and process internally but had a negative relationship with growth and learning thus overall having a limited impact on performance compared to transactional and transformational styles of leadership. A study that was done by Abaslim et al., (2019) found that due to this negative relationship between passive leadership style with employee engagement resulting from lower training and learning organisational performance was low. 
Confidence in others, performance monitoring, regular feedback, and tolerance for innovative thought are traits of laissez-faire leadership. It enables teams to function independently or with minimal supervision. When tasks are delegated to team members, it is known as a hands-off attitude. Laissez-faire, which is French for "let them do," translates to "let things alone" in English. Individuals working in this environment are competent enough and just need minimal supervision. Although there is flexibility to working in this environment, they still need to monitor performance and take notice of any potential obstacles. For a job well done, transactional leadership is immensely rewarding, and it can be penalised for subpar effort. This is due to the fact that the team has access to and visibility of every piece of information necessary to do the assigned work, leaving no space for error. Providing intellectual stimulation, building an atmosphere of trust and respect, and inspiring and encouraging followers to reach a common objective are all characteristics of transformational leadership (Hsu et al., 2022). Focusing on rewards and punishments to achieve specific goals and uphold order is a hallmark of transactional leadership. There was convenience sampling. Multiple linear regression analysis was employed in this study to examine the effects of laissez-faire, transactional, and transformational leadership on the degree of employee motivation. The findings demonstrated that, in contrast to laissez-faire and transactional leadership styles, transformational leadership significantly affects the degree of employee motivation in Nepal's ICT sector (Rajbanshi., 2020). The connection between employee motivation and leadership style has been the subject of numerous research. According to research, a leader's style can have a big impact on how motivated their team members are. Whereas, Employee motivation is frequently low under autocratic leadership, in which the boss makes decisions without consulting the workforce. Transformational leadership, in contrast, tends to boost employee motivation levels by involving them in decision-making (Heiss, 2023).
It has also been demonstrated that transformational leadership, which emphasises motivating and empowering staff, raises motivation. Increases in  job satisfaction and employee engagement are frequently observed by leaders who apply transformational leadership strategies, such as offering intellectual stimulation and individualised consideration (Abolnasser et al, 2023). The results of transactional leadership, on the other hand, which is centred on the payment of incentives for performance, are conflicted. While it can help some employees become more motivated through rewards, it might not be as good at encouraging long-term drive. Also, it has been discovered that servant leadership, which focuses the leader's attention on the requirements of their team, dramatically raises employee motivation levels. Higher levels of motivation result from this leadership approach, which encourages employee input and gives workers the freedom to take responsibility for their job (Heiss, 2023).
Ultimately, there are many different facets and a complex relationship between management style and staff motivation. To build a motivated and engaged workforce, it is crucial for leaders to be aware of how their approach affects their team members (Heiss, 2023). A person's actions and demeanour are reflected in their leadership style. There are different ways to categorise the various styles. The focus of leadership theories is on the traits and behaviours that individuals might adopt to increase their leadership effectiveness. There is a discussion of the Great Man Theory, Traits Theory, Contingency Theory, and Behaviour Theory. These views have generated some debate because the Great Man theory says that a leader's ability to lead comes naturally. Although Traits theory states that when leaders are aware of their skills and effectively utilize them. They can successfully contribute to enhancing their leadership abilities. According to contingency theory, a leader's performance will influence whether their circumstances are favourable or unfavourable. The focus of the behavioural theory is on a leader's behaviour and deeds rather than on their inherent attributes (Bolden et al., 2003).
Leadership reflects the leader's character and behaviour. One may classify the various styles in a variety of ways. Theories of leadership often centre on what followers can do to improve their own leadership skills. Many different perspectives on leadership are discussed, including the "Great Man" theory, "Traits" theory, "Contingency" theory, and "Behaviour" theory. According to the Great Man theory, a leader's capacity to lead is innate to him or her. On the other hand, according to the characteristic’s hypothesis, leaders may actively develop their abilities to lead by becoming more self-aware of their own strengths and making the most of those abilities. According to the contingency hypothesis, a leader's success or failure will be based on their actions. Behavioural theory places emphasis on a leader's actions rather than on the leader themselves.
The other leadership styles "passive, transactional, and transformational" have significant positive associations with one another, with the exception of transactional leadership, which has a weakly positive link with organisational success. The most successful types of leadership are transformational, transactional, and then passive. Although scores in inspiring motivation were shown to have a minor but positive link with the quality of employee performance, scores in transformational leadership style were found to be considerably and favourably associated to both measures of organisational success. An organisation's sustainability depends on its leadership since it has a big impact on employee engagement, motivation, and performance. The communication, decision-making, and organisational culture are all impacted by a leader's style, and these factors can either help or hurt a company succeed. A great work atmosphere, innovation, and progress can all be fostered by effective leadership styles, which can also motivate and empower staff. Ineffective leadership techniques, on the other hand, can result in low employee morale, high personnel turnover rates, and eventually the failure of the company. Hence, choosing and implementing the proper leadership style is essential for an organization's survival and long-term success (Hussain & Alharafsheh, 2023).
It was discovered that transactional leadership significantly improved the overall performance of the organisation and its subsystems. There was a positive correlation between the transformational leadership style and the productivity of all departments and the company as a whole. There was also a significant relationship between passive and both individual and aggregate indicators of organisational performance. The effectiveness of a company was significantly impacted by "transformational, transactional, and passive leadership styles". In a positive perspective, passive leadership has a significant impact on an organization's success.
Employees were more certain that their immediate supervisor exhibited leadership styles that were transactional and transformational, less certain that their immediate supervisor exhibited leadership styles that were passive, and least certain that their immediate supervisor exhibited leadership styles that were transformational. Outliers have the potential to affect both the mean and the standard deviation. According to the correlation of variance across the responses, Transactional leadership has the least amount of variation, which is followed by "Transformational leadership, and then Passive leadership." To determine whether or whether there was a connection between leadership style and performance, the researcher looked at the organization's performance, which they described as the quality and quantity of the work that was finished. Nonetheless, there was one worker who was dissatisfied with how well they carried out their responsibilities.
With the use of Pearson's correlation, the researcher was able to come to certain conclusions on the link and relevance between leadership style and the success of a business. There was a link between transformational leadership and organisational performance that was only slightly positive but statistically significant. This lends credence to the first claim, which asserts that "Transformational leadership style has an effect on the success of a company." The correlation study lends credence to the second hypothesis, which states that "Transactional leadership style contributes favourably to improvements in organisational performance." The concluding hypothesis, which states that the evidence does not support a "passive leadership style promoting organisation performance in a positive way," was not supported by the data. The reason for this is because there is a thin inverse link that exists between transformational leadership and the performance of an organisation. The findings of the correlation research between Passive leadership style and organisational performance support the fourth hypothesis, which claims that Passive leadership style has a positive impact on organisational performance. This hypothesis asserts that Passive leadership style has a positive impact on organisational performance. The success rate of a company can be impacted by several leadership philosophies. While democratic and transformative leadership can boost employee engagement and job satisfaction, autocratic leadership can result in low motivation and engagement. Some employees may be motivated by transactional leadership, but it may not be as successful in fostering long-term drive. Servant leadership has a strong positive impact on employee empowerment and motivation, which increases success. To build a motivated and engaged workforce, it is crucial for leaders to be aware of how their approach affects their team members (Heiss, 2023).
By using a regression analysis to calculate R-squared, we will be able to ascertain the degree to which each kind of leadership contributes to explaining the entire range of variation in the performance of an organisation. According to the findings of the study, transformational leadership can be responsible for 0.06 % of the variance in the performance of a business. A research found that the difference between transactional and transformational leadership styles accounts for 0.09 % of the variances in characteristics that determine the performance of a company. Nevertheless, there are numerous factors that affect the success of an organisation. The passive component may account for 0.218% of the volatility in the company's performance.
The regression analysis was also utilised to construct the table that can be seen below. This table displays how the Beta coefficient can be used to anticipate how well an organisation will do in the future. According to the data, a company's overall performance improves for everyone standard deviation that's added to the proportion of executives who practise transformational leadership inside that firm. Transactional leadership projects a improvement in organisational performance for every unit increase in the standard deviation of leadership styles. Every additional standard deviation of a Passive Leadership style leads to boost in an organization's performance when compared to an aggressive leadership style. So, it is anticipated that levels of performance will drop in the event that the standard deviation of transformational leadership rises by one unit.
This research now has a better understanding of human resources as a direct outcome of this study's showing of how altering leadership practises might potentially boost the performance of an organisation. The researcher also considered that this study would help fill a gap in the research literature on the food industry, which had not previously been thoroughly and effectively addressed. The researcher believed that this gap would be helped close by the study. As a direct outcome of this study, we are in possession of a greater body of scientific knowledge pertaining to leadership and the ways in which it influences personnel.
[bookmark: _Toc127571283]Chapter Summary 
The overall conclusions of the study are presented in the results and findings section of Chapter 4, which was conducted using SPSS. Organizational performance is the dependent variable in the study, and the independent factors include transactional, transformational, and passive leadership styles. Regression, correlation, and frequency were discovered in this section. The outcome demonstrates a favourable relationship and influence between leadership style and organisational performance. The study also displays the study questionnaire and clears the answers to the items in the chapter. The identification of the participants' solutions is demonstrated in this chapter. The chapter summarises the results which are extracted by the independent and dependent variables. The independent variable is the leadership style where there are three leadership styles highlighted and discussed in the study. The transformational leadership style, the transactional and the passive/avoidant leadership style and on the other side the dependent variable is the organisational performance. After the applicability of the SPSS, the results show that the transformational and transactional leadership styles have positively affected the organisational performance and there is a negative impact of passive/avoidant leadership style on organisational performance.


[bookmark: _Toc127571284]Chapter 5: Conclusions and Recommendations 
[bookmark: _Toc127571285]Conclusion
The primary purpose of this research was to determine how various leadership styles (transformational, transactional, autocratic, and passive) influenced organisational performance. The study's objectives were as follows: 1) To determine how a leadership philosophy influences employee motivation; 2) To demonstrate how various philosophies affect how well an organisation performs; and 3) To determine what the most significant aspects of a leadership philosophy are and why they are important. The Multifactor Leadership Questionnaire (M.L.Q.), commonly known as the Standard M.L.Q., assesses many forms of leadership, ranging from passive leaders who provide followers with conditional incentives to active leaders who empower their staff to manage the organisation. M.L.Q. defines the characteristics of a transformational leader and teaches individuals how to assess themselves and the others with whom they work. According to Kolomboy et al. (2021), there is retesting software that may be used to monitor performance and follow any changes in how individuals lead.
Employees from several departments were included in the sample size, including managers, retail officers, production line workers, customer service representatives, logistics officers, and sales representatives. To get first-hand information from the sample, a modified structured questionnaire was employed.
The independent variable, which consists of the leadership styles indicated above, was measured using a modified version of Avolio and Bass's (1995).  Multi Factor Leadership Questionnaire. Moreover, the Yousef (2000) scale was used to assess organisational performance, which was defined as the quantity and quality of work completed. The researcher examined the information from these surveys using both descriptive and inferential statistical approaches. The researcher discovered that Pearson's correlation and regression analysis were effective for examining both connections and effects in accordance with the study's assumptions when using inferential statistics. The purpose of this chapter is to provide "conclusions, repercussions, and proposals" based on the findings of this investigation.
[bookmark: _Toc127571286]Implications of the Study
According to the findings of this research, managers who want to get the most out of their workforce should first adopt characteristics of the transactional style of leadership, then those of the transformational style, and finally those of the passive style. This is the order in which these characteristics should be adopted.
[bookmark: _Toc127571287]Recommendations
It is necessary for managers to exhibit traits of leadership that motivate their employees to do their best work for the organisation to realise its goals and accomplish its objectives. This research reveals how different leadership styles may have a significant influence on the overall performance of a team. The researcher suggested that the leaders of the company make use of this information to discover the style of leadership that was valued the most by their personnel and then make more frequent use of that style of leadership (Barnes et al., 2013). Because of this, managers will be more equipped to lead their teams to success, which will in turn facilitate the formulation of plans for the organization's future as well as the realisation of its goals. The author of the research concludes that transformational leadership is the most successful technique for managers to rule their organisations based on the outcomes of the organization's operations. As compared to the other leadership styles that were taken into consideration and used in the process of determining how productive the organisation was, transformational leadership was discovered to be the most well-liked by the workforce. The best way for managers to ensure the success of their teams is to be vigilant about all aspects that may influence the productivity of their personnel. It is the responsibility of the management to cultivate an atmosphere in which people are resilient and creative to facilitate the natural occurrence of innovation (Kindarto et al., 2020). Exhibiting a greater number of the attributes linked with transformative leadership, most notably the quality of having an idealised influence It is important for managers to demonstrate to their workforce that they trust them by placing the needs of the team ahead of their own demands. As a direct consequence of this change, overall productivity inside the organisation will go up.
According to the findings of the study, managers who want to get the most out of their employees should steer clear of adopting a transformational leadership style. This is the recommendation made by the researchers. It is the job of managers to convey the organization's vision and goals to the staff members of the company. They have a responsibility to address the problems before they become more serious. The most successful leaders look forward to upcoming events and make informed estimates about their outcomes to increase the possibility that their organisations will achieve the goals and objectives that they have set out (Wahyuni et al., 2020). Workers put in the bare minimal amount of effort necessary to meet a goal or quota because they anticipate being rewarded for doing so regardless of how much effort they really put in. The researcher suggested to them that they should be creative on the job, supposing that management truly does encourage employees to be creative in the workplace.
There is a possibility that the organisation will also give management and supervisory staff with leadership development programmes. The end consequence would be more effort and improved quality from the members of the workforce. It's likely that staff may get training on how to collaborate effectively, and that decision-making procedures will be made more transparent to them. The researchers came to the conclusion that the fact that managers and supervisors are using a variety of leadership styles may be to blame for the deterioration in product quality. According to the findings of the research, managers may be able to increase productivity by using a variety of leadership strategies that have been shown to be successful in motivating employees from a variety of departments (Cho et al., 2019).
[bookmark: _Toc127571288]Limitations and Suggestions for Future Research
Firstly, the majority of quantitative research employs the use of a questionnaire, which typically consists of prepared questions and answers and does not permit free form replies. This suggests that making broad generalisations about the outcomes of the research is not advisable due to the inherent constraints of the data that was utilised (Turshan et al., 2020). The researcher will choose the available choices, and the participants will indicate which of those choices they do not like.
Due to the fact that it was quantitative study, a significant amount of effort in statistics was also necessary. As a result of the fact that their training in statistical analysis had only covered the most basic techniques, some researchers had difficulty with this.
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Leadership Questionnaire and BSC Framework:
Excel attached below.
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Appendix A: Questionnaire

LEADERSHIP STYLES AND ORGANIZATIONAL PERFORMANCE

Demographic Characteristics
1. Gender

o Male

o Female
2 Age

o 18028 years
o 2938 years
o 3948 years

o Above 48 years

3. What is your duration of employment?
o Lessthanayear
o 1todyears
o 2to3years

* More than 3 years
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Tkeep the track of all mistakes

Ttry to tesolve conflict at initial stage
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Ttry to make my team independent
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performance

Different leadership styles can affect the
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Using effective leadership style can help the
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Poor leadership is one of the factors militati
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Organisational objectives can only be achieved

through effective leadership style
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Leadership Questionnaire and BSC Framework.xlsx
Sheet1

		Participants		leadership																																BSC

		SR#		Style		Gender		Age		Duration of Current Employment		Transformational Leadership Style		My managers go beyond self-interest for the good of the group		My managers consider the moral and ethical consequences of decisions.		My managers talk optimistically about the future		My managers reexamine critical assumptions to question whether they are appropriate.		My managers help others to develop their strengths		Transactional Leadership Style		My managers make clear what one can expect to receive when performance goals are achieved.		Transactional Leaders keep track of all mistakes.		Passive/Avoidant Leadership Style		My managers wait for things to go wrong before taking action.		My managers avoid making decisions		Financial 		Leaders can keep organisation stable utilizing budging and allocation of resources		Leader’s design Strategy leads to the financial growth of the organisation 		Citizen 		Leaders/organisations can deliver the promised quality to end users.		Leaders formed policies resulting in customer attraction 		Internal Process Perspective 		Leaders have brought visible Improvement in internal processes.		My Leaders enable access to proper tools and equipment.		At work, I feel restricted to access safety tools.		 Evaluation done by leaders and staff is fair.		Serious changes are brought into the department by leaders.		Organisation/heads allow appropriate usage of skills and knowledge.		Departmental leadership can create a culture of continuous improvement to improve processes and services.		Learning and Growth 		Responsibilities are briefed clearly by departmental heads and leaders. 		Expected quality is being communicated by team leads.		Sessions related to training are arranged monthly by leaders.		Clear conversations by heads regarding the strategic objective are made.

		1		Transanct		1		4		4		2.6		2		2		3		3		3		4		4		4		1.5		2		1		5		5		5		4		4		4		3.5714285714		5		5		2		4		4		4		1		4.5		4		5		4		2

		2		Transanct		2		2		4		2.8		3		2		3		3		3		4.5		5		4		1.5		2		1		4.5		5		4		5		5		5		4.4285714286		5		5		5		5		5		4		2		4.5		5		4		4		2

		3		Transform		1		2		3		2.8		3		3		4		2		2		2		2		2		1		1		1		1.5		2		1		3		3		3		2.5714285714		3		2		4		2		1		2		4		1.5		1		2		2		5

		4		Transform		2		3		1		4.8		5		5		5		5		4		2		2		2		2		2		2		5		5		5		4		4		4		4.2857142857		4		5		2		4		5		5		5		4.5		5		4		5		4

		5		Transform		2		4		3		4.6		4		5		4		5		5		2.5		2		3		2		2		2		4		4		4		5		5		5		3.7142857143		5		4		1		4		3		4		5		5		5		5		5		5

		6		Transanct		1		3		4		2.4		2		3		2		2		3		4		4		4		1		1		1		4.5		5		4		4.5		5		4		3.8571428571		5		4		2		5		2		4		5		5		5		5		5		4

		7		Transform		1		4		4		2.6		3		3		3		2		2		3		3		3		1		1		1		2.5		2		3		2		3		1		2.4285714286		1		3		4		2		2		3		2		2.5		2		3		3		1

		8		Transanct		1		1		4		2.6		3		3		2		2		3		3.5		3		4		2		2		2		2		1		3		2.5		1		4		2.8571428571		4		3		5		1		1		1		5		1.5		2		1		4		5

		9		Transanct		2		4		2		2.6		3		3		3		2		2		1.5		1		2		2		2		2		2		2		2		2.5		1		4		2.4285714286		5		1		3		1		1		1		5		3		4		2		1		5

		10		Transanct		2		2		1		2.2		2		2		3		2		2		1		1		1		1.5		1		2		1.5		1		2		3		1		5		3.1428571429		5		2		4		1		4		2		4		1.5		1		2		1		4

		11		passive		2		4		2		1.8		1		2		2		2		2		2		1		3		5		5		5		5		5		5		4.5		4		5		4.1428571429		4		4		3		5		5		4		4		4.5		5		4		4		5

		12		Transanct		2		1		4		2.4		2		2		3		2		3		4.5		4		5		2		2		2		4.5		5		4		4.5		5		4		4.1428571429		5		4		5		5		4		4		2		3.5		2		5		4		4

		13		Transanct		2		2		4		2.6		3		3		2		2		3		4.5		4		5		1.5		1		2		4.5		4		5		4.5		5		4		4.4285714286		5		4		2		5		5		5		5		4.5		4		5		5		4

		14		Transform		2		4		4		2.4		3		1		1		3		4		3		3		3		1.5		1		2		3		4		2		3		3		3		2.7142857143		3		1		5		4		3		1		2		2.5		4		1		3		3

		15		Transform		1		2		1		1.4		1		1		2		2		1		3		3		3		1.5		2		1		1.5		2		1		3		1		5		2.8571428571		5		2		4		2		1		1		5		3.5		5		2		2		5

		16		Transanct		1		2		3		2.6		3		3		2		3		2		2.5		1		4		1.5		1		2		2.5		3		2		2.5		1		4		3.1428571429		4		3		4		2		2		4		3		4		4		4		1		2

		17		passive		1		3		1		1.8		2		2		2		1		2		2.5		2		3		2.5		2		3		2		2		2		2		2		2		2.7142857143		2		2		3		2		3		3		4		3		4		2		2		4

		18		Transform		1		2		2		3.4		2		4		4		4		3		2.5		3		2		2		2		2		1.5		2		1		2		1		3		2.7142857143		3		2		3		3		1		2		5		3.5		3		4		3		5

		19		Transform		2		3		2		1.8		2		1		3		1		2		2.5		3		2		1.5		1		2		2.5		2		3		4		4		4		2.2857142857		3		1		4		1		3		1		3		3		5		1		2		2

		20		Transform		2		1		3		2.8		3		2		3		3		3		2		2		2		1.5		2		1		2.5		2		3		2		3		1		2.7142857143		2		2		2		2		5		2		4		2.5		3		2		2		1

		21		Transanct		1		4		3		3		3		3		3		3		3		3		3		3		1.5		2		1		4		4		4		3.5		4		3		3.5714285714		2		3		5		3		3		4		5		3		3		3		4		5

		22		Transform		2		4		4		1.4		1		1		1		2		2		2.5		2		3		1.5		1		2		1.5		2		1		3		1		5		2.8571428571		5		2		3		2		2		2		4		2.5		4		1		2		5

		23		Transform		1		4		4		4.8		5		4		5		5		5		2.5		2		3		1.5		1		2		4.5		5		4		4.5		5		4		4.5714285714		5		5		5		4		4		4		5		4.5		4		5		4		5

		24		Transform		1		1		3		1.2		1		1		2		1		1		2.5		3		2		1.5		2		1		2		2		2		2.5		1		4		2		3		1		5		1		1		1		2		2.5		4		1		2		3

		25		Transanct		1		3		2		2.8		3		3		3		2		3		4.5		4		5		1.5		2		1		4.5		5		4		4.5		5		4		4.4285714286		5		4		5		5		5		5		2		3.5		2		5		4		2

		26		Transform		2		3		2		4.6		4		5		4		5		5		3		3		3		1.5		1		2		4.5		4		5		3.5		4		3		3.5714285714		2		5		2		4		3		4		5		4.5		4		5		4		5

		27		Transform		1		3		1		2		2		2		2		2		2		2.5		3		2		1.5		2		1		2		2		2		2.5		3		2		3.4285714286		2		2		5		3		5		3		4		2.5		2		3		3		3

		28		Transanct		2		2		2		2.6		3		3		2		3		2		4.5		5		4		2		2		2		4.5		4		5		4		5		3		4		3		5		1		5		5		5		4		3.5		3		4		5		5

		29		passive		2		2		1		1.4		2		1		1		2		1		2.5		2		3		1.5		2		1		1.5		2		1		3.5		2		5		2.7142857143		5		1		4		1		2		2		4		3		4		2		2		4

		30		Transform		2		3		4		4.4		5		4		4		5		4		2.5		3		2		1.5		1		2		4.5		4		5		4.5		5		4		4		4		5		2		4		4		5		4		3		1		5		5		4

		31		Transform		1		3		4		4.4		5		4		5		4		4		2		2		2		1		1		1		4		4		4		4.5		5		4		4		4		5		1		5		4		5		4		4		3		5		4		5

		32		Transform		2		4		1		4.2		4		4		5		4		4		2.5		3		2		2		2		2		4.5		4		5		5		5		5		4.1428571429		5		5		4		5		4		4		2		4.5		4		5		5		2

		33		Transanct		2		1		3		2.6		3		2		3		2		3		3		3		3		1.5		2		1		2.5		2		3		2		2		2		3.1428571429		2		2		4		3		3		3		5		3.5		5		2		3		4

		34		Transanct		2		4		4		2.8		3		2		3		3		3		2		2		2		2		2		2		3		3		3		2		3		1		2.5714285714		2		3		1		3		4		3		2		3		3		3		2		2

		35		Transanct		2		4		2		2.2		3		2		2		2		2		2		3		1		1		1		1		1.5		1		2		2.5		1		4		2.8571428571		4		3		4		2		2		1		4		3.5		3		4		3		4

		36		passive		1		4		2		1.6		2		1		2		1		2		1.5		1		2		3.5		4		3		3.5		4		3		2.5		3		2		3.4285714286		3		4		5		4		3		3		2		3.5		4		3		4		1

		37		Transanct		2		1		3		2.8		3		2		3		3		3		4.5		5		4		2		2		2		5		5		5		2.5		4		1		4		3		4		4		4		5		5		3		2.5		1		4		5		4

		38		Transform		2		4		1		3.6		3		3		4		4		4		2.5		3		2		2		2		2		3.5		4		3		3		4		2		3		2		3		4		4		4		3		1		3		2		4		4		1

		39		passive		1		4		3		1.4		1		1		2		1		2		2		1		3		4.5		5		4		4.5		4		5		4		4		4		3.7142857143		1		4		4		4		5		5		3		2.5		1		4		5		4

		40		Transform		1		2		4		4.8		5		5		4		5		5		2		2		2		1		1		1		4.5		5		4		4.5		5		4		4.2857142857		4		5		3		5		4		4		5		4.5		5		4		4		5

		41		Transanct		1		2		1		2.4		3		2		3		2		2		4		4		4		1.5		1		2		4.5		5		4		4.5		4		5		4.4285714286		4		5		4		4		5		4		5		4.5		4		5		4		5

		42		Transanct		2		4		2		2.2		3		2		2		2		2		4		4		4		1		1		1		4.5		4		5		5		5		5		4		5		4		1		4		5		4		5		4		4		4		5		5

		43		Transform		1		1		2		2.8		3		2		3		3		3		2		2		2		1.5		1		2		3		3		3		1.5		2		1		2.5714285714		1		2		3		3		2		3		4		2		1		3		2		4

		44		Transanct		2		1		2		2.4		3		2		3		2		2		4.5		5		4		2		2		2		5		5		5		5		5		5		4.5714285714		4		5		5		5		4		5		4		4		3		5		4		3

		45		Transform		2		1		3		4.6		5		5		4		4		5		3		3		3		1.5		1		2		4		4		4		4.5		4		5		3.7142857143		4		4		3		5		1		5		4		4.5		4		5		5		4

		46		Transform		2		4		4		4.6		5		4		5		5		4		3		3		3		1.5		1		2		4.5		5		4		4		4		4		3.8571428571		5		4		3		4		4		5		2		5		5		5		4		2

		47		Transanct		1		2		4		2.8		3		3		3		2		3		2.5		3		2		2		2		2		2.5		2		3		2		2		2		2.5714285714		2		3		3		2		3		2		3		2		2		2		3		4

		48		Transanct		1		4		2		2.6		3		3		2		2		3		4		4		4		1		1		1		3.5		4		3		2.5		3		2		3.1428571429		2		3		4		4		5		3		1		2.5		2		3		3		1

		49		passive		2		4		2		1.6		2		1		2		1		2		2		2		2		4		4		4		4		4		4		2.5		4		1		3.8571428571		4		5		2		4		4		4		4		3		2		4		5		5

		50		Transform		1		3		2		2.4		1		1		4		3		3		2		2		2		1.5		1		2		2		3		1		2.5		2		3		3.7142857143		4		4		4		4		4		2		4		3.5		4		3		4		4

		51		Transanct		1		3		1		2.6		2		2		3		3		3		4.5		5		4		1.5		2		1		5		5		5		3.5		4		3		4		2		4		5		5		4		4		4		3		2		4		5		3

		52		Transform		2		3		4		2.6		3		3		3		2		2		3		3		3		1.5		2		1		3		3		3		2		2		2		2.4285714286		1		2		4		2		2		2		4		3		4		2		3		4

		53		Transanct		1		2		1		2.6		3		2		3		2		3		1.5		1		2		1		1		1		1.5		2		1		3		1		5		2.8571428571		5		2		4		1		2		2		4		3.5		5		2		2		4

		54		Transform		2		2		4		3.4		3		4		4		3		3		2.5		3		2		2		2		2		3.5		4		3		3		4		2		2.8571428571		2		3		4		3		4		3		1		4		5		3		4		2

		55		Transanct		2		2		3		2.6		3		3		3		2		2		4		4		4		2		2		2		3.5		4		3		3		3		3		3.5714285714		2		4		2		3		5		4		5		3		3		3		3		4

		56		passive		2		2		3		1.6		2		2		1		1		2		2		1		3		5		5		5		5		5		5		4.5		5		4		4.4285714286		4		5		4		4		5		5		4		3.5		3		4		5		4

		57		Transform		2		3		1		4.8		5		5		5		5		4		2.5		2		3		2		2		2		4.5		4		5		4		5		3		4.2857142857		4		4		4		5		5		5		3		3		2		4		4		3

		58		Transform		1		2		3		4.2		4		4		4		5		4		2		2		2		2		2		2		5		5		5		4.5		5		4		4		4		5		5		4		2		4		4		5		5		5		4		4

		59		passive		2		3		2		1.6		2		2		2		1		1		1.5		1		2		4		4		4		4.5		4		5		5		5		5		4.5714285714		5		5		2		5		5		5		5		3		1		5		5		5

		60		Transanct		1		1		4		2.2		2		2		2		2		3		4.5		4		5		2		2		2		4.5		4		5		3.5		5		2		4.1428571429		1		5		5		5		5		4		4		3		1		5		4		3

		61		Transanct		1		4		4		2.6		3		2		3		2		3		4.5		5		4		1.5		2		1		4.5		5		4		4.5		4		5		4.2857142857		5		4		5		5		3		4		4		4		4		4		4		4

		62		Transanct		1		1		1		2.8		3		3		2		3		3		1.5		2		1		1.5		1		2		2		2		2		3		2		4		2.2857142857		3		1		4		1		4		1		2		3		4		2		2		3

		63		passive		1		3		2		1.4		1		2		1		1		2		1.5		1		2		4.5		4		5		4.5		4		5		4.5		4		5		4		5		4		4		4		4		5		2		3.5		3		4		4		4

		64		Transanct		1		3		1		2.2		3		2		2		2		2		4.5		4		5		1.5		2		1		4.5		4		5		4.5		4		5		4.1428571429		5		5		5		4		5		4		1		5		5		5		4		1

		65		Transform		2		2		4		4.6		5		4		5		4		5		3		3		3		1.5		2		1		4.5		5		4		4		4		4		4		4		4		4		4		5		5		2		4		4		4		4		2

		66		passive		2		1		4		1.4		2		1		1		2		1		2		1		3		2		1		3		3.5		3		4		2		1		3		3		4		1		5		1		4		1		5		4		4		4		1		4

		67		Transanct		1		2		2		2.8		3		3		2		3		3		1.5		1		2		1.5		2		1		1.5		1		2		2		2		2		2.8571428571		2		1		5		2		5		2		3		1		1		1		2		3

		68		Transform		1		3		2		4.6		5		4		5		5		4		2		2		2		1		1		1		5		5		5		4		4		4		4.1428571429		4		4		4		5		4		4		4		4		3		5		4		2

		69		Transanct		1		2		3		2.6		2		3		3		2		3		2.5		3		2		1.5		2		1		2.5		3		2		2		3		1		2.2857142857		2		2		4		2		3		2		1		2.5		2		3		2		2

		70		Transanct		1		3		2		2.6		2		2		3		3		3		1.5		1		2		1		1		1		1		1		1		3		1		5		2.2857142857		5		2		4		1		1		1		2		3.5		5		2		1		3

		71		Transform		2		2		4		3.2		3		3		3		4		3		2.5		2		3		2		2		2		3		3		3		3		4		2		3.2857142857		2		3		4		3		4		3		4		3.5		4		3		3		5

		72		Transanct		1		4		4		2.4		2		3		2		2		3		3.5		4		3		1.5		1		2		3		3		3		3		4		2		3.1428571429		3		3		4		3		4		4		1		4.5		5		4		4		2

		73		passive		2		3		3		1.6		1		2		2		2		1		1.5		1		2		4.5		5		4		5		5		5		4		4		4		4.1428571429		5		4		1		5		5		5		4		3		2		4		5		5

		74		Transanct		1		4		4		2.6		3		2		2		3		3		4.5		4		5		1		1		1		5		5		5		4		4		4		4.4285714286		5		5		2		5		5		4		5		4.5		4		5		5		5

		75		Transform		1		2		3		4.2		4		4		4		4		5		3		3		3		2		2		2		4		4		4		2.5		4		1		4		4		4		1		5		4		5		5		3		1		5		4		4

		76		Transanct		1		1		2		2.6		2		2		3		3		3		3.5		4		3		1		1		1		3.5		4		3		3		3		3		3.2857142857		2		3		5		4		4		3		2		3.5		4		3		4		1

		77		passive		1		3		1		1.6		1		2		2		1		2		2		2		2		3		3		3		2.5		3		2		2		2		2		2.8571428571		1		3		4		3		2		2		5		3.5		5		2		3		4

		78		passive		1		1		4		1.4		1		2		1		1		2		2.5		2		3		4.5		5		4		5		5		5		3		4		2		4		3		4		4		5		4		4		4		3		1		5		5		3

		79		passive		1		4		3		1.4		1		2		1		1		2		1.5		1		2		2		2		2		2.5		2		3		2.5		3		2		3.5714285714		2		3		5		3		5		3		4		2.5		2		3		3		4

		80		Transform		2		3		3		1.6		2		2		2		1		1		2		2		2		2		2		2		1		1		1		2		1		3		2.5714285714		2		1		4		1		5		1		4		2		2		2		2		4

		81		Transform		1		3		2		2.6		2		3		3		3		2		3		3		3		2		2		2		3		3		3		2		3		1		2.5714285714		2		3		1		3		2		3		4		3.5		5		2		3		5

		82		Transanct		2		3		4		2		2		2		2		2		2		3.5		3		4		1.5		1		2		3.5		3		4		3.5		4		3		3.2857142857		2		3		4		4		4		4		2		2.5		2		3		3		1

		83		passive		1		2		3		1.6		2		2		1		2		1		2		2		2		2		2		2		1.5		1		2		2.5		1		4		2.8571428571		5		2		4		1		2		2		4		3.5		5		2		1		4

		84		Transform		1		2		4		3.8		4		3		4		4		4		3		3		3		1.5		1		2		3.5		3		4		3		4		2		3.7142857143		3		4		4		3		4		4		4		2.5		2		3		3		2

		85		passive		1		2		3		1.4		2		1		1		2		1		2		1		3		3		4		2		2		3		1		3		2		4		3		4		1		5		2		3		4		2		4		4		4		4		2

		86		Transanct		2		1		1		2.4		2		3		2		3		2		4.5		5		4		1		1		1		4.5		5		4		4		4		4		4.4285714286		5		4		3		4		5		5		5		4.5		5		4		4		5

		87		passive		2		4		1		1.6		2		1		1		2		2		2		1		3		4		4		4		3.5		3		4		3		4		2		3		2		3		4		3		4		4		1		4		4		4		4		1

		88		Transform		1		3		3		1.8		2		2		2		2		1		2		2		2		2		2		2		2		2		2		3		1		5		2.7142857143		4		2		4		2		2		2		3		2.5		4		1		1		2

		89		Transform		2		4		1		1.6		2		1		2		1		2		2		2		2		1		1		1		1.5		1		2		3		2		4		3.1428571429		5		1		4		2		4		2		4		1.5		2		1		2		3

		90		passive		1		4		2		1.6		1		2		2		1		2		2.5		2		3		3		3		3		3.5		4		3		3		3		3		3.4285714286		2		3		5		3		5		4		2		2.5		2		3		4		4

		91		Transanct		1		2		4		2.6		3		3		2		3		2		4.5		5		4		1		1		1		4.5		4		5		4.5		5		4		4.4285714286		4		4		5		4		5		4		5		3.5		3		4		4		5

		92		Transanct		1		4		1		2.4		2		2		2		3		3		4		4		4		1		1		1		4.5		4		5		5		5		5		4.2857142857		5		4		2		5		5		4		5		5		5		5		4		4

		93		passive		2		1		1		1.8		1		2		2		2		2		1.5		1		2		2		2		2		2		2		2		2.5		2		3		2		3		1		4		1		1		1		3		3.5		5		2		2		2

		94		Transanct		1		1		2		2.8		2		3		3		3		3		4.5		4		5		1		1		1		5		5		5		5		5		5		4.7142857143		4		5		5		5		5		5		4		3.5		3		4		5		4

		95		Transform		2		3		4		4.2		5		4		4		4		4		3		3		3		2		2		2		4		4		4		4.5		5		4		4.4285714286		5		4		4		5		4		5		4		4		4		4		5		5

		96		Transanct		2		3		3		2.6		2		3		2		3		3		4		4		4		1.5		2		1		5		5		5		4.5		5		4		4.2857142857		5		4		1		5		5		5		5		3.5		2		5		5		5

		97		Transform		2		3		4		4.8		5		4		5		5		5		2.5		3		2		1.5		1		2		4.5		5		4		4		4		4		4.2857142857		4		4		4		5		3		5		5		5		5		5		5		5

		98		Transform		2		3		3		4.4		4		4		5		5		4		2.5		2		3		1.5		1		2		4.5		5		4		4		4		4		4.1428571429		1		5		4		5		5		5		4		3		1		5		5		4

		99		Transform		1		3		2		3.2		3		4		3		3		3		2.5		2		3		1		1		1		3.5		3		4		3		3		3		3.1428571429		3		3		4		4		3		4		1		4		4		4		4		1

		100		Transanct		1		3		1		2.2		2		2		2		2		3		4.5		5		4		1		1		1		4.5		5		4		5		5		5		4		5		5		3		5		1		5		4		5		5		5		4		5

		101		Transanct		1		1		4		2.4		2		2		2		3		3		4.5		5		4		1.5		2		1		5		5		5		4		4		4		3.4285714286		2		5		2		4		2		5		4		5		5		5		4		5

		102		Transanct		1		4		2		2.8		3		3		2		3		3		2		2		2		1		1		1		2.5		2		3		2		1		3		2.5714285714		4		1		5		4		1		1		2		3.5		4		3		1		2

		103		passive		2		2		3		1.8		1		2		2		2		2		1.5		1		2		4		4		4		4.5		5		4		4.5		4		5		4.1428571429		5		4		2		4		5		5		4		4.5		5		4		4		5

		104		Transform		2		2		1		3.4		3		4		4		3		3		2.5		2		3		1		1		1		3.5		3		4		3.5		4		3		3.7142857143		3		3		3		3		5		4		5		4		4		4		4		5

		105		Transanct		1		2		1		2.4		3		3		2		2		2		4		4		4		1.5		2		1		5		5		5		4.5		5		4		4.1428571429		4		4		2		5		4		5		5		2.5		1		4		5		4

		106		Transform		1		4		3		4.2		4		5		4		4		4		2.5		3		2		1.5		1		2		4.5		5		4		4		4		4		4.4285714286		5		4		3		5		5		5		4		5		5		5		4		5

		107		Transanct		1		2		3		2.8		2		3		3		3		3		2.5		3		2		1.5		1		2		2.5		2		3		2.5		3		2		2.7142857143		2		2		2		3		3		2		5		3.5		5		2		3		5

		108		Transanct		1		2		4		2.6		3		2		3		2		3		1.5		1		2		2		2		2		3		2		4		3.5		4		3		3		4		1		4		1		4		3		4		2.5		4		1		1		5

		109		Transanct		1		1		1		2.8		3		3		3		2		3		4.5		5		4		2		2		2		4		4		4		5		5		5		4.5714285714		5		5		4		5		3		5		5		4.5		4		5		5		5

		110		passive		1		3		3		1.4		1		2		1		2		1		2		2		2		4		4		4		5		5		5		5		5		5		3.8571428571		4		4		5		4		4		4		2		3		2		4		5		4

		111		Transanct		2		3		4		2.4		2		3		2		2		3		2.5		2		3		1.5		1		2		3		3		3		2		2		2		3.2857142857		2		3		4		3		4		3		4		2		1		3		2		4

		112		passive		1		2		1		1.6		2		1		2		1		2		2.5		2		3		5		5		5		5		5		5		5		5		5		4.7142857143		5		5		4		5		5		5		4		4		3		5		4		5

		113		Transform		1		2		1		4.4		4		5		4		5		4		2		2		2		1.5		1		2		5		5		5		4.5		4		5		4.1428571429		5		4		4		4		4		4		4		4		3		5		5		1
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