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 Abstract--In this article, the authors have reviewed and summarized the main leadership styles in 

management. These leadership styles are represented by the participative style and democratic leadership styles that 

usually empower employees and gives them more freedom to maneuver on the one hand. On the other hand, there is 

the authoritative style, which is a leadership style that limits the creativity and action taking by employees. Then, the 

researchers conducted a pilot study to have a preliminary idea about the attitudes of leaders regarding two leadership 

styles, each on each end of a spectrum; namely the participative style and the authoritative style.  

 Key words--participative, authoritative, democratic, leadership style, attitudes, leaders 

INTRODUCTION 

 Leadership styles can have an effect on an organization performance. In this article, we will define three main 

leadership styles; mainly participative, authoritative and democratic styles. Our research also consisted of a pilot study 

that looked at the attitudes of leaders regarding the participative and authoritative leadership style.  

Performance and Leadership Style 

 It is worthwhile mentioning that performance may be affected by leadership style. Indeed, research has shown 

that leadership styles can have an impact on the performance of a given entity, organization or company. It is worth 

noting that leadership is a skill like any other. In as much as there are people who are always better than others are, 

this skill needs constant sharpening and strengthening. Leadership development is highly dependent on the 

performance of the leader as well as the people who are around him or her (Day et al. 63). When a leader develops, 

the capacity to perform his or her roles within the specific position improves. One can handle issues that are more 

complex and gets better at making decisions that affect the entire organization that one leads. One has to invest in 

leadership development through the performance that they adopt.  Notably, performance can be improved by several 

actions that a leader can deliberately apply. It depends on the personal characteristics of an individual as well as the 

environment that they work. In as much as people can gain new and effective behavior; some leaders decline to accept 

change, thus affecting the way they perform in their capacities. In addition, future events, including the predictable 

and the unpredictable ones also affect the performance of leaders. Training in leadership skills also contributes 

significantly to leadership performance. These factors can lead to positive or negative leadership development, 

depending on how one approaches them. Organization performance is a crucial element in any organization. It is 

defined as: “Organization performance comprises the actual output or results of an organization as measured against 

its intended outputs (or goals and objectives). It is a broad construct which captures what organizations do, produce, 
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and accomplish for the various constituencies with which they interact”… “Measure of efficiency and effectiveness, 

with which administrators take advantage of resources to satisfy customers and achieve the goals of the organization” 

(IGI Global, 2019, p. n.p.). Organization performance is determined by the performance of the employees and 

leadership style largely. According to research, leadership style contributes to the profitability performance of the 

companies. Moreover, leadership style creates a positive work atmosphere based on responsibility, flexibility, 

standards, employee well-being, rewards, leadership training, commitment and clarity. Profit involves the positive 

outcome of an activity. In leadership, the actions that individual leaders use can determine the outcome of the 

respective groups or organizations that they lead. The effectiveness of a leader is directly related to a more profitable 

venture (Antonakis and House, 13). Consistent improvement is achieved in a setting where the leadership initiatives 

and development are strong. To be able to realize constant growth and improved outcomes, the leadership development 

and model have to be linked to the immediate activities of the group that the person leads.  Profit levels provide a 

distinction between effective and non-effective leaders. In essence, effective leadership leads to a higher value, both 

social and economic, for an organization. On the other hand, a leadership that is inconsistent and unreliable leads to 

deterioration of profit. On this note, leadership development and style play a crucial role in determining how a group 

progresses. Good governance involves a situation where the leadership observes the human rights of the followers 

(Stahl and Luque 235). It entails promotion of gender equality and equitable distribution of resources among all the 

people under the particular leadership. Good governance is mostly used in international affairs to ensure that 

governments observe all the fundamental human rights of their respective citizens. It focuses on the responsibility of 

national leadership in meeting the needs of the people. In essence, good governance focuses on the democratic style 

that is used in the western nations.  The concept of good governance focuses on some essential qualities of leadership 

that promote the equal distribution of resources in an entity. For instance, participation is a characteristic that involves 

getting all the people to take part in decision-making. Participation of all individuals promotes the freedom of speech 

that is fundamental. Apart from that, transparency entails adopting accessibility between the leader and the followers. 

The leader should be accountable to all the people that one leads.  

Strategic vision 

 Strategic vision is another quality of good governance that involves focusing on the development of the 

people in the short-term as well as the long-term. Leadership needs to ensure that it sets a clear path for the followers. 

Further, leadership under good governance adopts consensus orientation of all the followers. The leader can bring all 

the people on board and make them feel part of the group. Achievement in leadership development involves attaining 

the results that a leader sets for the followers and organization at large. Effective leaders influence positive 

performance among the followers. Therefore, they attain a collective achievement. They know how to balance the 

various talents that the people have and tuning them to work on achieving a common goal. It is worth noting that 

motivating all the followers is not an easy task. Leaders who achieve this are resilient and know the exact needs of the 

people they lead. They inspire the followers through their behavior and how they interact with them.  Achieving the 

targets is a deliberate effort that leadership undertakes by focusing resources on the results. The leader develops a 

suitable culture that all the followers can observe. The culture is centered towards the vision that guides the attainment 
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of the targets that are set. The leader also observes the strengths and weaknesses of the people and takes appropriate 

action.  

Leadership styles 

Participative style 

 The participative model of leadership involves a situation where the leader takes part in the daily operations 

of the group that one leads (Nanjundeswaraswamy and Swamy 57). The leader invites the subordinates in decision-

making and setting of goals for the organization. However, the final decision rests with the leader. He or she acts as 

the facilitator during the interactions with the followers. Every person is given an equal opportunity to express his or 

her views and concerns. A person who practices participative leadership has certain qualities that enable them to 

achieve it. Notably, the leader is a team builder. He or she knows how to engage the subordinates amid their differences 

and unique capabilities and weaknesses. Apart from that, the leader can empower the followers and enable them to 

achieve their full potentials. They are willing to give the subordinates a chance to express their skills, giving them 

confidence and motivation. In addition, the leader is always there to help the employees when they make mistakes. 

She observes the growth of all the followers and guides them accordingly. Chawla and Sharma define the participative 

leadership as: “The leader shares the decision-making ability with the group members. It is also often called 

democratic leadership style. Ideas move freely amongst the group. The discussion is free flowing. This style is required 

in rapid and dynamic changing environment where very little can be taken as a constant” (Chawla & Sharma, 2017, 

p. 201). Yukl defines this type of leadership as: “Participative leadership involves the use of various decision 

procedures that allow other people some influence over the leader’s decisions. Other terms commonly used to refer 

to aspects of participative leadership include consultation, joint decision-making, power sharing, decentralization, 

empowerment, and democratic management. Participative leadership can take many forms and includes several 

specific decision procedures. Although primarily a relation- oriented behavior, participative leadership also has 

implications for achieving task objectives and implementing change”. One advantage of the participative style of 

leadership is that the leader boosts the morale of the followers, making them function at their optimal levels. Further, 

the subordinates can easily accept the changes that a leader introduces because they trust the leader. Despite these, the 

style also has disadvantages. For instance, the leader may lose the authority over the subordinates. It could lead to 

poor performance in the organization.  

Democratic style 

 Democratic style of leadership entails the flow of ideas within a group. It is similar to the participative model 

because they both focus on enabling subordinates to contribute ideas over important matters (Nanjundeswaraswamy 

and Swamy 57). The model applies more effectively in environments that experience rapid change. The leaders who 

adopt this model are flexible and can adapt to change faster and guide the followers to do the same effectively.  

Democratic leadership looks at the unique skills and abilities of individual followers and lets them bond to form a 

strong force that can propel the group to grow. The leader distributes responsibilities and encourages the group 

members to work hard and achieve the targets. Democratic leadership style keeps the employees and other members 

motivated, increases their productivity and performance with guidance, facilities, and support to improve the overall 
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organizational performance. The democratic leadership style has an advantage in that the leader encourages the 

followers to come up with creative ideas and solutions for problems. Further, the leadership helps in creating 

satisfaction among the followers. Since the leader earns the trust of the subordinates, he or she can easily make them 

look at issues from his or her point of view. However, a setback of this model entails lack of clarity at times, especially 

when there is little time to accomplish a specific task. Pares et al define democratic leadership as “Even though 

democratic leadership could be understood as leaderless – there is no need for a leader – it cannot be devoid of 

leadership. Rather than leaderless, democratic leadership is a form of collective and concurrent leadership…does not 

need single leaders but it can produce organizations or groups full of leadership, as it requires full participation in 

leadership and decision-making at all levels of an organization…” (Pares, et al., 2017, p. 42).  

Authoritative style 

 The authoritative style of leadership entails a situation where a leader can create a vision and guide the people 

in understanding it (Nanjundeswaraswamy and Swamy 57). It involves motivating the followers and showing them 

the benefits of following on the vision. The leader can also influence the people into full commitment. This style is 

most effective where a vision is needed or when a particular vision is not clear enough. Authoritative Leadership: 

“The leader makes all the decisions alone without the effort of the others. The leader possesses all the authority and 

can enforce his or her decisions on team members. The judgment of autocratic leader cannot be challenged. This 

leadership style benefits the team members who need close supervision” (Chawla & Sharma, 2017, p. 201). One aspect 

of an authoritative leader is that they can control the people that they lead.  The leader has total influence on the 

followers. Apart from that, the leader has little concern for the needs of the followers and ensures that all efforts are 

geared towards understanding the vision. At times the leader could use coercion or punishment to enforce the desired 

behavior among the followers.  Another aspect of authoritative leadership is that in situations that are urgent, the leader 

can make quick and effective decisions that lead to success. In addition, in a situation where the people lack a clear 

focus, authoritative leadership helps in providing the focus. However, one setback of the model is that it could lead to 

negative outcomes among the followers. They could have a negative mentality on the leader and drop their 

performance levels. The style of leadership also reduces the morale of the subordinates and decreases their willingness 

to cooperate with the leader. Authoritative leadership style involves leaders having control over every activity and 

directs members to act as per instructions. This style does not allow participation of members in decision-making, and 

it is adapted to manage scarce resources and to meet deadlines for some projects or activities, considering financial 

stability. 

Pilot study 

 The researchers conducted a pilot study by comparing two leadership styles in a public organization 

(Municipality of Al-Ain) in the UAE. This pilot study showcased results and highlighted the leadership style of a 

small number of leaders in this organization. The participants consisted of 20 leaders. There were 8 female leaders 

and 12 male leaders.  
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Fig:1 

RESULTS AND DISCUSSION 

 The following charts show the preliminary results from some questions that were asked in the questionnaire 

for the leaders. 
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Fig:5 

 

Fig:6 

 

Fig:7 

 The leaders of the Al-Ain Municipality considered the participative leadership style as a good style.This goes 

well in line with the opinion of Tahir and Naeem (2017) within this leadership, the leaders encourage their subordinates 

to take part in the decision-making activities as well as the other business activities (Tahir, & Naeem, 2017)  

 When asked about the authoritative style, all five leaders said they do not use it in their leadership style.  
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CONCLUSION 

 Further research is needed to find out more details about how leaders of public organizations perceive their 

leadership style and how it affects their interaction with their subordinates. It will be quite interesting to analyze the 

effects of leadership styles on management of public organizations. 

REFERENCES 

1. Almohaimeed, Saleh. Understanding leadership development for young people: creating a multi-dimensional and 

holistic framework for emerging high-school students as future leaders in KSA. Dissertation, the University of 

Edinburgh, 2015. 

2. Antonakis, John, and Robert J. House. "The full-range leadership theory: The way forward." Transformational 

and Charismatic Leadership: The Road Ahead 10th Anniversary Edition. Emerald Group Publishing Limited, 

2013, pp. 3-33. 

3. Chawla, D. & Sharma, H., 2017. Relationship between leadership styles and stress indicators of sports leaders. 

International Journal of Engineering Development and Research , 5(3), pp. 201-207. 

4. Day, D. V. Leadership Development: A Review in Context. Leadership Quarterly, 11(4),   

5. Day, David V., et al. "Advances in leader and leadership development: A review of 25 years of research and 

theory." The Leadership Quarterly, vol. 25, no. 1, 2014, pp. 63-82. 

6. IGI Global, 2019. What is Organizational Performance. [Online]  

Available at: https://www.igi-global.com/dictionary/organizational-performance/21528 

7. in Arts Organisations & Museums commissioned by the Clore Leadership  

8. individual and  programmatic growth. Journal of Adolescent Research, 22 (3), 275-297.  

9. Leadership Styles Questionnaire - Sage Publications 

10. Nanjundeswaraswamy, T. S., and D. R. Swamy. "Leadership styles." Advances in management, vol. 7, no. 2, 

2014, pp. 57. 

11. Pares, M., Ospina, S. M. & Subirats, J., 2017. Social Innovation and Democratic Leadership: Communities and 

Social Change from Below. New York: Edward Elgar Publishing. 

12. Qureshi M. I Bhatti M. N, K. M. M., & K., Z. (2011). Project Management: Tools and Techniques. LAP 

LAMBERT Academic Publishing ISBN Number: 978-3-8433-1061-0. 

13. Qureshi, M. I., & Zaman, K. (2011). Waiting Time Management in the Student Affair / Admissions Offices: a 

Case Study of Pakistani Universities. Journal of Marketing and Operations Management Research, 1(2), 143. 

14. Qureshi, M. I., Rasli, A. M., & Zaman, K. (2016). Energy crisis, greenhouse gas emissions and sectoral growth 

reforms: Repairing the fabricated mosaic. Journal of Cleaner Production, 112, 3657–3666. 

https://doi.org/10.1016/j.jclepro.2015.08.017 

15. Qureshi, M. I., Rustam, A., Rustam, S., Umar, A. Bin, & Zaman, K. (2012). Measuring Bank Branch Performance 

in Pakistan: Data Envelopment Analysis (DEA). Oeconomics of Knowledge, 4(4), 25–40. 

16. Qureshi, M. I., Yusoff, R. M., Ahmed, A. R., Isa, K., & Imran, A. (2017). Linking quality of work life with 

sustainable manufacturing performance. Advanced Science Letters, 23(9), 8232–8235. 

https://doi.org/10.1166/asl.2017.9867 

17. Qureshi, M. I., Yusoff, R. M., Hishan, S. S., Alam, A. F., Zaman, K., & Rasli, A. M. (2019). Natural disasters 

and Malaysian economic growth: policy reforms for disasters management. Environmental Science and Pollution 

Research International, 26(15), 15496–15509. https://doi.org/10.1007/s11356-019-04866-z 

18. Qureshi, M. I., Zaman, K., & Bhatti, M. N. (2011). The impact of culture and gender on leadership behavior: 

Higher education and management perspective. Management Science Letters, 1(4), 531–540. 

https://doi.org/10.5267/j.msl.2011.05.008 

19. Rahim, N. S. A., Zahir, M. A., Wan Azman, W. N., Ayyub, M., & Qureshi, M. I. (2019). Transformational 

leadership style towards the quality of service in forwarding activity. International Journal of Recent Technology 

and Engineering (Vol. 8). 

20. Ramakrishna, S. A. (2020). Review on Nexus between Economic Growth and Environmental Quality. 

International Journal of Psychosocial Rehabilitation, 24(1), 739–746. 

https://doi.org/10.37200/ijpr/v24i1/pr200177 

21. Rao, A. S., & Kareem Abdul, W. (2015). Impact of transformational leadership on team performance: an 

empirical study in UAE. Measuring Business Excellence, 19(4), 30-56. 

http://www.sagepub.com/northouseintro2e/study/resources/questionnaires/89527_03q.pdf


International Journal of Psychosocial Rehabilitation, Vol. 24, Issue 08, 2020  

ISSN: 1475-7192 

DOI: 10.37200/IJPR/V24I8/PR280039 

Received: 19 Jan 2020 | Revised: 06 Feb 2020 | Accepted: 12 Mar 2020 411 

22. Rashid, M., Tasmin, R., Qureshi, M. I., & Shafiq, M. (2019a). A PLS analysis on the relationship between servant 

leadership and academicians OCB in MTUN universities. International Journal of Engineering and Advanced 

Technology, 8(5), 1360–1368. https://doi.org/10.35940/ijeat.E1194.0585C19 

23. Rashid, M., Tasmin, R., Qureshi, M. I., & Shafiq, M. (2019b). A proposed framework of mediating role of 

interpersonal employee conflict between the relationship of servant leadership and academicians OCB, using 

PLS. International Journal of Engineering and Advanced Technology, 8(5), 1369–1374. 

https://doi.org/10.35940/ijeat.E1195.0585C19 

24. Rashid, M., Tasmin, R., Qureshi, M., & Shafiq, M. (2017). Relationship of servant leadership with employee in-

role and extra-role performance in GLC’s of Malaysia. City University Research Journal, (2010), 88–95. 

25. Rasli, A. M., Norhalim, N., Kowang, T. O., & Qureshi, M. I. (2015). Applying managerial competencies to 

overcome business constraints and create values: Evidence from small technology-based firms in Malaysia. 

Journal of Management Info, 2(2), 22–28. https://doi.org/10.31580/jmi.v3i1.15 

26. Rasli, A. M., Qureshi, M. I., Isah-Chikaji, A., Zaman, K., & Ahmad, M. (2018). New toxics, race to the bottom 

and revised environmental Kuznets curve: The case of local and global pollutants. Renewable and Sustainable 

Energy Reviews. https://doi.org/10.1016/j.rser.2017.08.092 

27. Rasli, A., Jusoh, A., & Qureshi, M. I. (2017). Selected peer-reviewed articles from the ASIA international 

conference (AIC-2016) on emerging issues in economics and finance (EIEF) and future of marketing and 

management (FMM), Universiti Teknologi Malaysia, 10–11 December 2016. Advanced Science Letters, 23(9), 

8021–8022. https://doi.org/10.1166/asl.2017.9828 

28. Rawabdeh, I., Raqab, A., Al-nimri, D., Haddadine, S., Kim, C., Yang, K. H., … Shafiq, M. (2005). 

RELATIONSHIP OF BLUE OCEAN STRATEGY AND INNOVATION PERFORMANCE , AN EMPIRICAL 

STUDY Table 1 . Red Ocean versus Blue Ocean Strategy Red Ocean Strategy Blue Ocean Strategy. Procedia-

Social and Behavioral Sciences, 26(2), 645–652. https://doi.org/10.1108/02756660510608521 

29. Retrieved from:  https://www.britishcouncil.org/.../final_leadership_composite_report_with_references 

30. Safdar, M. Z., Awan, M. Z., Ahmed, Z., Qureshi, M. I., & Hasnain, T. (2016). What does matter? Liquidity or 

profitability: A case of sugar industry in Pakistan. International Journal of Economics and Financial Issues, 6(3), 

144–152. Retrieved from https://www.scopus.com/inward/record.uri?eid=2-s2.0-

84973623344&partnerID=40&md5=d8caeba136afe2dad2e824c5eabe9659 

31. Saleem, M. A. (2011). CREDENTIALS AND EXAMINATION OF THE FACTORS AFFECTING THE 

STUDENTS’ACADEMIC ACHIEVEMENT IN HIGHER EDUCATION. Gomal University Journal of 

Research, 27(2), 74–80. 

32. Sami, A., Jusoh, A., & Qureshi, M. I. (2016). Does ethical leadership create public value? Empirical evidences 

from banking sector of Pakistan. International Review of Management and Marketing, 6(4), 262–270. 

33. Sami, A., Jusoh, A., Mahfar, M., Qureshi, M. I., & Khan, M. M. (2016). Role of ethical culture in creating public 

value. International Review of Management and Marketing, 6(4), 255–261. 

34. Sami, A., Jusoh, A., Md Nor, K., Irfan, A., & Qureshi, M. I. (2018). Systematic Review of Public Value. Journal 

of Public Value and Administration Insights, 1(1), 1–6. https://doi.org/10.31580/jpvai.v1i1.131 

35. Sami, A., Jusoh, A., Md Nor, K., Irfan, A., Irum, S., Imran Qureshi, M., & Ishfaq, M. (2018). Professionalism is 

the Key to Create Public Value. International Journal of Engineering & Technology, 7(3.30), 583. 

https://doi.org/10.14419/ijet.v7i3.30.18436 

36. Scott-Jackson, W., & Michie, J. (2017). Culture and Business Operations: How the Gulf Arab Leadership Style 

Impacts a Contingent Human Resource Management. In Business and Society in the Middle East (pp. 31-47). 

Palgrave Macmillan, Cham. 

37. Shafie, B., Baghersalami, S., and Barghi, V. The Relationship between Leadership Style  and Employee 

Performance (Case Study of Real Estate Registration of Tehran Province). 

38. Shafiq, M., & Qureshi, M. I. (2014). Quadruple culture type approaches impacting employees attributes. Journal 

of Management Info, 1(2), 1–11. https://doi.org/10.31580/jmi.v2i1.3 

39. Shafiq, M., Tasmin, R., & Qureshi, M. I. (2019). A developed framework of mediating role of inbound innovation 

strategy between bos and innovation performance. International Journal of Engineering and Advanced 

Technology, 8(5), 1375–1381. https://doi.org/10.35940/ijeat.E1196.0585C19 

40. Shafiq, M., Tasmin, R., Qureshi, M. I., & Takala, J. (2019). A new framework of blue ocean strategy for 

innovation performance in manufacturing sector. International Journal of Engineering and Advanced Technology, 

8(5), 1382–1389. https://doi.org/10.35940/ijeat.E1197.0585C19 

41. Shafiq, M., Tasmin, R., Takala, J., Imran Qureshi, M., & Rashid, M. (2018). Mediating Role of Open Innovation 

Between the Relationship of Blue Ocean Strategy and Innovation Performance, a Study of Malaysian Industry. 

International Journal of Engineering & Technology, 7(2.29), 1076. https://doi.org/10.14419/ijet.v7i2.29.14316 



International Journal of Psychosocial Rehabilitation, Vol. 24, Issue 08, 2020  

ISSN: 1475-7192 

DOI: 10.37200/IJPR/V24I8/PR280039 

Received: 19 Jan 2020 | Revised: 06 Feb 2020 | Accepted: 12 Mar 2020 412 

42. Shah, G. U. D., Bhatti, M. N., Iftikhar, M., Qureshi, M. I., & Zaman, K. (2013). Implementation of technology 

acceptance model in E-learning environment in rural and urban areas of Pakistan. World Applied Sciences 

Journal, 27(11), 1495–1507. https://doi.org/10.5829/idosi.wasj.2013.27.11.1787 

43. Shah, I., Qureshi, M. I., & Aman, K. (2010). Relationship between Rewards and Employee’s Performance in The 

Cement Industry in Pakistan. Journal of International Academic Research, 10(2), 19–29. Retrieved from 

http://www.uedpress.org/ojs/index.php/jiar/article/view/5 

44. Shah, S. H. A., Gul, S., Shakir, H., & Qureshi, I. (2013). Switching cost and consumer behaviour: A structural 

analysis of telecom sector of Pakistan. World Applied Sciences Journal, 28(4), 513–527. 

https://doi.org/10.5829/idosi.wasj.2013.28.04.1688 

45. Shahverdi, M., Ismail, K., & Qureshi, M. I. (2018). The effect of perceived barriers on social entrepreneurship 

intention in Malaysian universities: The moderating role of education. Management Science Letters, 8(5), 341–

352. https://doi.org/10.5267/j.msl.2018.4.014 

46. Shakil, R. M., Hassan, M. A., & Qureshi, M. I. (2019). Understanding the Relationship Between HR Roles and 

HR Effectiveness : A Conceptual Review. Management Research Spectrum, 9(1), 78–82. 

47. Siddique, M., Ch, N. I., Mehmood, S., Qureshi, M. I., & Umar, A. (2017). Relationship between Channel Conflict 

and Stock Outs at Retail/Distribution Points. Abasyn Journal of Social Sciences, 2017(AIC), 604–612. 

48. Singaporean Journal of Business Economics, and Management Studies, Vol. 2, No. 5,  2013. Print. 

49. Slater, Robert O. "The sociology of leadership and educational administration.” Educational Administration 

Quarterly, vol. 31, no. 3, 1995, pp. 451-472. 

50. Stahl, Günter K., and Mary Sully de Luque. "Antecedents of responsible leader behavior: Aresearch synthesis, 

conceptual framework, and agenda for future research." Academy of Management Perspectives, vol. 28, no. 3, 

2014, pp. 235-254. 

51. Tahir, M., & Naeem, H. (2017). The Impact of Switch Leadership on Project Success: Empirical Evidence from 

UAE. European Scientific Journal, ESJ, 13(22). 

52. Tests of univarsalistic, contingency, and configurational performance predications.  Academy of Management 

Journal, 39:802-835. 1996. Print 

53. Yasir, M., Batool, S., Khan, F., Imran, A., & Qureshi, M. I. (2017). Social Media, Technostress and Workplace 

Deviance: An Evidence from The Software Houses in Pakistan. Abasyn Journal of Social Sciences, (July 2017), 

559–571. 

54. Yasir, M., Rasli, A., & Qureshi, M. I. (2017). Investigation of the factors that affect and gets affected by 

organizational ethical climate. Advanced Science Letters, 23(9), 9351–9355. 

https://doi.org/10.1166/asl.2017.10479 

55. Yasir, M., Rasli, A., Qureshi, M. I., Ullah, A., & Khan, H. (2017). Authentic Leadership Development Process. 

Abasyn Journal of Social Sciences, 17–30. 

56. Yukl, G. A. (2010). Leadership in organizations. Upper Saddle River, NJ: Pearson. 

57. Yusoff, R. B. M., Imran, A., Qureshi, M. I., & Kazi, A. G. (2016). Investigating the relationship of employee 

empowerment and sustainable manufacturing performance. International Review of Management and Marketing, 

6(4), 284–290. 

58. Zahid, M., Rahman, H. U., Ali, W., Khan, M., Alharthi, M., Imran Qureshi, M., & Jan, A. (2020). Boardroom 

gender diversity: Implications for corporate sustainability disclosures in Malaysia. Journal of Cleaner Production, 

244, 118683. https://doi.org/10.1016/j.jclepro.2019.118683 

59. Ghosh, A., Bhagat, M., Das, M., Bala, S., Goswami, R., Pal, S.Prevalence of cardiovascular disease risk factors 

in people of Asian Indian origin: Age and sex variation(2010) Journal of Cardiovascular Disease Research, 1 (2), 

pp. 81-85.  

DOI: 10.4103/0975-3583.64441 

60. Aradhyula, R., Rama Krishna, T.V., Madhav, B.T.P.Coaxial fed multilayered U-slot defectedground structured 

antenna for medical and wireless applications(2018) 

InternationalJournalofPharmaceuticalResearch,10(3),pp.371377.https://www.scopus.com/inward/record.uri?eid

=2s2.085050126330&doi=10.31838%2fijpr%2f2018.10.03.006&partnerID=40&md5=f8a9978af84a5c1233cb4

b932e57c83e 

DOI: 10.31838/ijpr/2018.10.03.006 

61. Mir Javid Iqbal, Mohammad Ishaq Geer , Parvez Ahmad Dar. "Medicines Management in Hospitals: A Supply 

Chain Perspective." Systematic Reviews in Pharmacy 8.1 (2017), 80-85. Print. doi:10.5530/srp.2017.1.14 

 
 

https://doi.org/10.1016/j.jclepro.2019.118683
http://dx.doi.org/10.5530/srp.2017.1.14

