TEME, Vol. XLVI, N° 4, October — December 2022, pp. 975-993

Original Scientific Paper https://doi.org/10.22190/TEME211001051S
Received: October 1, 2021 UDC 005.322:316.46]:65.012.12
Revised: July 3, 2022

Accepted: July 20, 2022

THE IMPACT OF LEADERSHIP STYLE ON CONTEXTUAL
PERFORMANCE: EVIDENCE FROM SERBIA

Maja Strugar Jela¢al, Nemanja Berber!, Maja Ivanovi¢ Duki¢?,
Slobodan Mari¢'", Marijana Rodi¢!

tUniversity of Novi Sad, Faculty of Economics, Subotica, Serbia
2University of Nis, Faculty of Economics, Nis, Serbia

Abstract

The primary purpose of this research paper is to present an empirical study framed by
the Situational Leadership Theory, also referred to as the Hersey-Blanchard Model, which
states that people-oriented leadership behaviours, which include more employee
participation, are positively related to contextual performance. The data used in this
research was collected through a combination of two quantitative instruments aimed at
determining the relative contribution that the independent variables (leadership style) make
to the dependent variables (contextual performance). The main method used in this
research is hierarchical regression analysis. The research results revealed that people-
oriented leadership behaviours with more employee participation (dominant delegating
leadership style) have a positive and significant relationship with contextual performance.
In terms of practice, this paper may enable organisations to understand the need for an
adequate leadership style that ensures greater employee commitment and employee
readiness to make additional efforts, which are beyond the job description. In terms of
originality and value, along with previous research in this area, this paper enables future
research and contributes to a better understanding of the impact of an adequate leadership
style, as a predictor variable, on contextual performance, as dependent variable.

Keywords: Situational Leadership Theory, Hersey-Blanchard Model, leadership
style, contextual performance

YTUIAJ CTUWIA JIMAEPCTBA HA KOHTEKCTYAJIHY
MHNEP®OPMAHCY Y OPT'AHU3AIIUJAMA Y CPBUJU

AnCTpaKkT

[IpumapHa cBpXa OBOT UCTPaXKUBAYKOT Pajia je Ja MPeICTaBH EMIUPHUjCKY aHAIH-
3y y okBupy CHUTyaroHe Teopje IHAepCcTBa, 3acHOBaHe Ha Xepcu-brianmmap Moaemy.
HcrpaxnBame HAaCTOJH Jla yKaXke Ha YHHCHHUIYY 1 je TMIEePCKO MOHAIIAmhE OPHjEeHTH-
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CaHO Ha JbyJe, ca BehoM MapTHINITIANKjoM 3all0C/ICHUX, IIO3UTHBHO MOBE3aHO ca KOH-
TEKCTYaJITHOM IephopMaHcoM. MeTooI0THja 3a MPHUKYIUbamke MolaTaka 3acHUBA ce
Ha KOMOWHAIMj1 1Ba KBAHTUTAaTHBHA HHCTPYMEHTA, ca [IUJBEM Ja Ce YTBPAU pelIaTHB-
HH JIOTIPHHOC HE3aBHCHE BapHjaliie (CTWII JMAEpCTBA) 3aBHCHOj BapHjali (KOHTEK-
cryanHa nepdopmanca). KBaHTHTaTHBHA aHANU3a y CKIOINY HCTPaKMBaMba W3BPILICHA
je momohy xujepapxujcke perpecuje. Pesynratu ucrpaxupama yka3yjy Ha TO 1a JH-
JlepcKa MOHallamba OpUjeHTHUCaHa Ha Jpyne ca Behum ydenthem 3amocieHuX (JOMH-
HaHTHH CTHJI JINIEPCTBA JeNeTupamka) IMajy MO3UTUBAH U 3HayajaH OJHOC ca KOHTEK-
cTyaJqHOM nepdopMaHcOM. Y TNPaKTHIHOM CMUCIY, Pe3yJITaTH OBOT HCTPAXHBamba
oMoryhaBajy opraHu3aiujama J1a cxBare NoTpeOy 3a afeKBaTHHM CTHJIOM JIMIEPCTBA
Koju 06e30ehyje Behy mocBeheHOCT 3amMOCICHUX M EHHXOBY CIPEMHOCT Ha JIOJaTHE
Harope KOjHi Cy BaH OIKca Iocia. 3ajelHO ca JOCaNallllbuM HCTPAKUBAKIMa y OBOj
o0macTH, OBaj paja MpeAcTaBiba MONAa3Hy Tauky OyayhuM McTpaXuBamHMa M JOIPHU-
Hocu 00JbEeM pasyMeBamy YTHIIaja aJleKBaTHOT CTHIIA JIMIEPCTBA KA0 IPEAUKTOPCKE
Bapujabie Ha KOHTEKCTyalHy eppopMaHcy, Koja mpeAcTaBiba 3aBHCHE Bapujade.

Kibyune peun: Teopwuja cuTyanuoHOT JIUAepcTBa, Xepcu-biaanmapaos Moaen
JIMZIEPCTBA, CTUII JIMAEPCTBA, KOHTEKCTyalHa nepdopMaHca

INTRODUCTION

Leadership style is a highly discussed and studied topic in the field
of management due to its influence on the job performance of employees
and the competitiveness of the organisation. Systematic research into
leadership very often employs a leader-oriented approach and is mostly
focused on identifying the specific universal characteristics and behaviour
styles which make some leaders more efficient than others (Day, 2014;
Lord, Day, Zaccaro, Avolio, & Eagly, 2017). However, the failure to
identify such universal characteristics prompted research to pay more
attention to the situation, or the context, in which leaders function. According
to Fiddler (1978), leadership does not occur in a vacuum. Better performance
requires harmonising leadership style and situational factors. After a
significant period of emphasising the importance of the organisational
context in the field of management (Johns, 2006), theoretical literature and
empirical results reaffirm and highlight the importance of contextual factors
and their impact both on leadership and the results of leadership (Ayman &
Adams, 2012; Hannah, Uhl-Bien, Avolio & Cavaretta, 2009).

Although situational leadership is currently one of the most popu-
lar areas in leadership studies (Dinh et al., 2014; Gardner, Lowe, Moss,
Mahoney & Cogliser, 2010), there is a lack of systematic approach to the
topic, as well as a lack of agreement on what comprises the leadership
context and contextual performances (Ayman & Adams, 2012). Within
the contextual approach to leadership studies, authors endeavour to iden-
tify the impact of contextual factors on the leadership process, on leaders,
followers, and the leader-follower relationship, as well as on leadership
results in the form of, among others, efficiency, attitude, behaviour and
cognition (Hiller, DeChurch, Murase, & Doty, 2011), where contextual
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factors are observed as mediators between the leadership process and its
results. When it comes to Serbia, research papers on situational leadership
are very limited, while empirical research in this area is very rare. Further
theoretical and empirical research in this area is needed in order to in-
crease the competitiveness of Serbian companies by improving their
management. The aim of this paper is to examine the influence of leader-
ship style on contextual performance in organisations in Serbia.

The researchers’ main assumption is that the leader’s style directly
influences group performance and goal accomplishment, resulting in spe-
cific employee behaviour and performance. Additionally, the researchers
assume that the leader’s style indirectly influences efficiency through other
factors. For example, leadership style can affect the adoption of ICT and,
consequently, affect productivity (Cudanov, Todorovi¢ & Jasko, 2012). An
empirical study was conducted on a sample of 100 respondents from large
organisations in Serbia in order to test the validity of this hypothesis.

The paper first gives an overview of the literature concerning the
relationship between leadership style and contextual performance. The
second part of the paper illustrates the methodology, the sources of data
processed by statistical procedures, the selected indicators, and the
research variables. The final part of the paper presents the results of the
research, discusses them, and draws conclusions and recommendations to
managers from them.

THEORETICAL BACKGROUND

Leadership features are among the significant driving forces on
which an organisation’s performance depends and by which it can be sig-
nificantly improved (Sorrentino & Field, 2013). Leaders and employees
cooperate on a higher motivation level, creating a higher degree of trust,
loyalty, and inspiration, which allows performance levels to rise above
expectations (Slamet, Toyib, Djumilah & Troena, 2013). Also, leaders
can inspire employees to express unconditional loyalty and allegiance to
the organisation and its goals (Judge, Bono, llies & Gerhardt, 2013). Such
a behaviour pattern is related to the employees’ willing commitment to
additional responsibilities and roles (Gautam. Dick, Wagner, Upadhyay &
Davis, 2006; Lekovi¢, Amidzi¢ & Ivanovi¢-Djukié, 2022).

Until the 1950s, scientific research in the area of leadership fo-
cused on leaders’ characteristics and behaviour in order to identify crite-
ria for differentiating between leaders and non-leaders (Day & Antonakis,
2012). Afterwards, this limited view of leadership underwent significant
changes with the introduction of the situation-based model of leader effi-
ciency, owing to the identification of the facts that leaders do not exist in
a vacuum and that leadership is not an individual phenomenon (Bennis,
2007). According to the situational approach, leadership will have a posi-
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tive impact on the achievement of organisational goals only if the leader-
ship style is adapted to the situational context in which the activities are
carried out. There is no generally accepted view of what determines the
situation context. For this reason, several situational theories of leadership
have emerged. One of the best-known approaches to situational leader-
ship was developed by Hersey and Blanchard (1969), based on Reddin
(1967) and 3-D management theory (Northouse, 2004; Yukl, 2006; Kaifi,
Noor, Nguyen, Aslami, & Khanfar, 2014).

HERSEY - BLANCHARD MODEL OF SITUATIONAL
LEADERSHIP THEORY

This model comprises three dimensions: relationship-oriented be-
haviour, task/job-oriented behaviour, and employee readiness (Blanchard,
2008). Leadership style implies the structure of a person’s behaviour that
seeks to influence others (Blanchard, 2010). According to this model,
leadership styles are classified into four different categories determined
by the two basic dimensions of this model: relationship (employee) ori-
ented behaviour and task/job oriented behaviour. The first, directive lead-
ership style, is maximally commanded with minimal support - leaders are
focused on goal-oriented communication which contains instructions on
what and how goals should be achieved by subordinates. Another is the
coaching style, which shows a high level of focus and a high level of sup-
port — leaders are in direct communication with both dimensions, with the
aim of achieving goals and meeting the social and emotional needs of
employees. In the third, the supportive style, the leader is expected to
show a high level of support and minimal commanding behaviour — the
leader is not exclusively focused on goals and work tasks, but shows
maximum support to employees in order to demonstrate the competencies
necessary to perform the job. The last, the delegating style, is character-
ised by minimal support to subordinates and minimal commanding be-
haviour - the leader provides the minimum social support and minimum
instructions necessary to perform tasks in order to provide motivation and
self-confidence for the independent performance of work tasks. The mod-
el emphasises that the appropriate leadership style is determined by the
degree of individual readiness, manifested in each given moment in every
employee. The level of employee readiness on the continuum line is di-
vided into four categories, as a combination of competence and job dedi-
cation: R1 - low competence and dedication; R2 - low competence and
high dedication; R3 - high competencies and low dedication; and R4 -
high competence and dedication. As employee development from lower
to higher levels implies a connection with an appropriate level of leader-
ship, thus forming an optimum combination, leadership efficiency repre-
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sents a combination of the maximum readiness level and the appropriate
leadership style (Hersey & Blanchard, 1969).

This paper is based on this theory due to the numerous advantages
it has. First of all, this theory has passed the market test. The situational
theory is well-known and frequently used in the process of leader training
in the organisation. For example, it is used as the main tool in training
and development programmes in more than 500 companies on the For-
tune 500 list (Hersey, Blanchard & Johnson, 2001; Lacey, 2019). The
second advantage of the theory is its practicality, reflected in its compre-
hensibility, intuitive accessibility, and ease of use in various circumstanc-
es (Franklin, 2009). The theory’s third advantage is the fact that it high-
lights the leader’s flexibility, which implies the need for the leader to
identify their employees’ needs and apply the appropriate leadership style
(Thompson, 2009).

We believe that the application of this theory can have positive re-
sults in modern organisations operating in a turbulent environment. In
conditions of fierce competition, employees are expected to do more than
what is defined by work division and job description, which implies per-
forming activities that do not explicitly correspond to their formal roles
and scopes of responsibility (Motowidlo & Harrison, 2014; Viswesvaran
& Ones, 2000; Rodi¢ & Mari¢, 2021). To maximise the overall employee
performance, one of the leader’s main tasks is to direct employees to be-
haviour reaching beyond personal interest, or to behaviour which appre-
ciates the interests of the entire organisation. Such a form of employee
behaviour, exceeding the behaviour framework related to formal job
tasks, is referred to as contextual performance.

CONTEXTUAL PERFORMANCE AS A RESULT OF LEADERSHIP

Contextual performance can be defined as comprising of those
elements which support the organisational, social and psychological con-
text directly affecting the completion of tasks and the business success of
the organisation as a whole (Werner, 2000). Contextual performance can
emphasize different features of the work context, such as the impact on
the psychological states of individuals, which can affect the likelihood of
other individuals carrying out actions that contribute to organisational ef-
fectiveness, or the impact on behaviours that affect an individual’s own
readiness. Taking on additional responsibility in the form of voluntary
help to colleagues with backlogs, allocating additional effort to complet-
ing tasks on time, showing attention to colleagues so as to build good re-
lationships, and accepting and assisting new employees represent behav-
iours characteristic of the employees’ contextual performance.

In situation-based approach theories, many contextual perfor-
mances are analysed. For instance, Borman and Motowidlo (1993) de-
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scribe five types of contextual activities: volunteering to carry out task ac-
tivities that are not formally part of the job; persisting with extra enthusi-
asm or effort when necessary to complete one’s own task activities suc-
cessfully; helping and cooperating with others; following organisational
rules and procedures even when they are personally inconvenient; and
endorsing, supporting, and defending organisational objectives (Borman
& Motowidlo, 1993). Leadership features are among the significant driv-
ing forces on which an organisation’s performance depends and by which
it can be significantly improved. As the key agents of organisational deci-
sions such as mergers, takeovers, development, resource allocation, and
creating and retaining stakeholder values, leadership features are among
the significant driving forces on which an organisation’s performance de-
pends and by which it can be significantly improved (Avolio, 1999). As
for interpersonal relations, leaders and employees cooperate on a higher
motivation level, creating a higher degree of trust, loyalty, and inspira-
tion, which leads to performance levels exceeding expectations (Bass,
1985). Research and meta-analyses conducted so far point to a positive
correlation between leadership, employee performance, and the organisa-
tion’s results (Dumdum, Lowe & Avolio, 2002; Kirkpatrick & Locke,
1996). Leadership inspires employees to express unconditional loyalty
and allegiance to the organisation and its goals, which is predominantly
the result of emotional factors, rather than logic and rationale. Such a be-
haviour pattern is related to the employees’ willing commitment to addi-
tional responsibilities and roles (Gautam, Dick, Wagner, Upadhyay &
Davis, 2006). An emotional link with the organisation results in pro-
social behaviour, including cooperation, help and sharing in relation to all
of the organisation’s shareholders. In conditions of fierce competition,
employees are expected to do more than defined by work division and job
description, which implies performing activities that do not explicitly cor-
respond to their formal roles and scopes of responsibility (Borman & Mo-
towidlo, 1993; Motowidlo & Van Scotter, 1994; Van Scotter & Motowid-
lo, 1996). Such a form of employee behaviour, exceeding the behaviour
framework related to formal job tasks is referred to as contextual perfor-
mance. Taking on additional responsibility in the form of voluntary help
to colleagues with backlogs, allocating additional effort to completing
tasks on time, showing attention to colleagues so as to build good rela-
tionships, and accepting and assisting new employees represent the be-
haviour characteristic of the employees’ contextual performance. The
above shows that contextual performance supports the organisational, so-
cial, and psychological contexts directly affecting the completion of tasks
and the business success of the organisation as a whole. Contrary to task
performance, which predominantly manifests on an individual level, con-
textual performance can be identified with employee behaviour on an or-
ganisational level. Another significant difference between these two di-
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mensions of performance lies in the fact that contextual performance does
not depend on individual professional competencies, but exclusively on
individual attitudes and solidarity to others (Borman & Motowidlo,
1993). To maximise the overall employee performance, one of the lead-
er’s main tasks is to direct employees to behaviour reaching beyond per-
sonal interest, or to behaviour which appreciates the interests of the entire
organisation. Research in the area of contextual performance is mostly
oriented in the following directions: (a) the importance of the manager’s
experience in assessing the organisation’s members in relation to overall
performance, especially in relation to task performance and contextual
performance; (b) whether personal characteristics determine contextual
performance in relation to task performance; (c) the interdependence of
contextual performance and organisational efficiency; and (d) the impact of
the organisation’s characteristics on contextual performance (Borman, 2004).
Theoretical papers and meta-analyses point out a positive correla-
tion between leadership style, contextual performance, employee perfor-
mance, and the organisation’s results (Dumdum, et al., 2002). Also, em-
pirical research conducted in companies from developed countries shows
that leadership style significantly impacts employee’s contextual perfor-
mance (Osabiya, 2015; Yoshioka, 2009; Stojanovi¢ & Mari¢, 2018). On
the discrete contextual level, people-oriented leadership styles play an
important role in shaping contextual performance and have a high impact
on employees’ job performance (Osborn, Hunt & Jauch, 2002; Antonakis,
2017). Furthermore, leadership style affects not only performance but al-
so the organisational culture (Savovié, Nikoli¢ & Zlatanovi¢, 2021;
Janicijevi¢, 2022). We believe that the situation is similar in organisations
in Serbia. Accordingly, the following hypotheses were defined:
H1 - There is a statistically significant impact of leadership style on
contextual performance in organisations in Serbia;
H2 — Predominantly people-oriented leadership styles (supporting style,
delegating style) have a greater impact on contextual performance
in organisations in Serbia.

A significant number of studies have noted the presence of em-
ployee orientation towards a certain leadership style, which is positively
correlated with direct leadership results and is manifested in employee
satisfaction and job performance (Wilkinson & Wagner, 1993). The re-
sults of Rise, Setiawan and dan Nimran’s (2010) research point towards
the fact that employee-oriented leadership styles have a positive and sig-
nificant effect on the employee. In discussing the results of their research,
Roscahyo and Prijati (2013) note that democratic leadership, authoritarian
and free control styles both partially and simultaneously have a positive
and significant effect on employee performance. Tampi (2014) likewise
notes that leadership styles both partially and simultaneously have a posi-
tive and significant effect on employee performance.
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METHODOLOGY
Sampling Method and Data Collection

Primary research was conducted in order to test the previously
mentioned hypotheses. The research was carried out in the period be-
tween June and September 2021. The questionnaires were distributed to
employees and managers in writing/online form. One part of the ques-
tionnaire included questions related to the general information about the
respondents: gender, age, years of service, level of education, and posi-
tion in the organisational structure. The second part of the questionnaire
included questions related to contextual performance (Borman & Mo-
towidlo, 1993; Borman, Penner, Allen & Motowidlo, 2001) and leader-
ship style (LEAD-Other instrument Hersey & Blanchard 1969).

Sample Characteristics

The basic set of research, which by its nature has all the character-
istics of a closed population due to the defined final number of members
in the form of employees/individuals of the largest companies in the Re-
public of Serbia in 2021, represents the sampling design which takes into
account primarily the properties of the base set, while the sample itself
has the characteristics of a random sample of the final base set, wherein a
sample design with repetition and a known sampling probability is pre-
sent. A sample of n = 100 has the characteristics of a proportional strati-
fied sample, with a size of 0.10, because the list of 100 companies was
divided into 10 groups, each consisting of ten companies, so that the re-
spondents of companies of different degrees of success would be evenly
represented. The selection of companies in each group was made alpha-
betically, and the strata within the selected companies was completed by
the immediate respondents according to the snowball principle.

Research Variables and Instruments

In order to measure contextual performance, we used 16 items de-
veloped to tap the construct described by Borman et al. (1993, 2001). Su-
pervisors rated participants on a five-point scale ranging from 1 = not at
all likely to 5 = extremely likely (Motowidlo & Van Scotter, 1994). Con-
textual performance as a dependent variable was included in analyses as a
regression factor score. Leadership styles, as an independent variable,
was measured according to the Hersey-Blanchard model (LEAD-Other
instrument Hersey/Blanchard 1969). Previous research results show that
variables such as position, age, gender, level of education and education
field have a predictable impact on leadership results, and they are, there-
fore, included as control variables.
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Analyses and Procedures

Correlation methods were applied in order to examine the relation-
ship between leadership styles and contextual performances. Regression
methods were applied in order to examine the influence of leadership
styles on contextual performances. The data was analysed using the SPSS
21.0 software.

RESULTS AND DISCUSSION

At the beginning of our analysis, we checked the measure of inter-
nal consistency. A Cronbach’s Alpha value of 0.85 indicates a very good
compatibility of the questions in the questionnaire for a given sample.

Table 1. Reliability statistics

Cronbach's Alpha Cronbach's Alpha N of ltems
Based on
Standardized Items

0.853 0.897 20
Source: Authors’ Calculation

A correlation analysis was performed to examine the nature and
degree of the relationship between the predictor and criterion variables.
The results of the correlation analysis and descriptive statistics are shown
in Table 2. There is a positive and strong correlation between contextual
performances and all leadership styles, at the level of significance of 5%
for the Directing, Supporting, and Delegating Leadership Style. The level
of significance of the correlation between contextual performance and the
Coaching Leadership Style is 10%.

Table 2. Descriptive statistics & correlations

Mean Std. 1 1 ] 4 ] 1] i g g
Deviation 10
1. Possition: Manager/Empl 150 050 1
2. Age 3012 978 0227 1
3. Gender: Male/Female 148 0.30 0017 0037 1
4. Education Level 192 078 -053™ 0007 0005 1
5. Area of Education: 145 030 0.084 0005 0020 011 1
6. Directing Leadership 2163 512 0349 004 000 -0.347-0.04 1
7. Coaching Leadership 2143 438 0420 009 0002 0417005 0m* 1
8. Supporting Leadership 20.60 424 02917 0144 003 04007004 066" 077 1
9. Delegating Leadership 2143 470 033" 002 003 0407005 073 08" 0793 1
0. Contextual Performance 0.00 100 0273 0021 001 0317-025 053" 0.56° 055" 0587

*+*_ Correlation is significant et the 0.01 level (I-tailed).
*. Correlation is siznificant at the 0.03 level (2-tailed),

Source: the authors’ calculation

Hierarchical multiple regression was applied in order to examine
the influence of leadership style (each of the four leadership styles) on
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contextual performances. To establish control over the unexpected impact
of independent variables, the variables of position, age, gender, level of
education, and education area were introduced. The results are presented
in Tables 3 through 6.

Table 3. Hierarchical regression coefficents 2

Meodel Unstandardized Standardized t Sig Correlations Colinearity
Coefficients Coefficients Statistics
B Std. Beta Zero- Partial Part Toleranc VIF
Error order [
{Constant) 03359 0595 604 547
Position -0316 0.161 -0.159 -1970 005 -027 -0.137 -0.13 0.66 1496
Age -0.004 0.007 -0.037 -0.535 059 0021 -0.038 -0.03 082  1.082
1 Gender 0.038 0.131 0019 0201 077 0010 0020 001 0.00  1.002
Education level 0.279 0.101 0216 2759 000 0310 0191 0.18 0.70 1413
Education area -0.219 0.133 -0.109  -1.64 010 -015 -0.115 -0.10 0.98  1.017
(Constant) -2.045 0615 -3325 000
Position: -0.040 0.147 -0020 -0270 078 -027 -0.019 -001 062 1.596
Age 0.000 0.006 -0.004 -0.067 0.94 0021 -0.005 -0.00 0.01  1.088
Gender 0.063 0.116 0031 0538 059 0010 0038 003 0.00  1.003
2 Education level 0.190 0.000 0147 2108 003 0310 0147 012 0.69 1437
Education area -0.198 0.118 -0.099 -1.683 0.09 -015 -0.118 -0.09 0.98 1.01%8
Directing Style 0.082 0.012 0476 7561 000 053 0471 044 0.85 1171

a. Dependent variable: REGR factor score — Contextual Performance

Source: the authors™ calculation

Before analysing the results of the set model (Tables 3 through 6) of
multiple regression, we want to point out the fulfilment of the assumption of
multicollinearity. In addition to the correlation coefficients, the values of
Tolerance and VIF indicate the existence of multicollinearity. Having in
mind the limit values of these indicators (Tolerance <0.10; VIF >10), we can
say that the values are the indicator of all variables in the domain of limit
values.

Table 3a. Model summary ©

Model R R Adjusted R Std. Errer of Change Statistics
Square Square the Estimate R Square F aft an Sig. F
Change Change Change
1 0354= 0.12 0.104 0.94657 0.126 5.80 5 202 0.000
2 0.565b 0.31 0.299 0.83729 0.194 57.16 1 201 0.000

a.  Predictors: (Constant). Education area: social'technical; Age: Gender: male/female; Education:
elementary/BSc/MSc/PhD; Position: manager/employee

b. Predictors:  (Constant). Education area: social'technical; Age; Gender: male/female; Education:
elementary/BSc/MSc/PhD; Position: manager/employee; Directing Leadership Style

c. Dependent variable: REGR factor score — Contextual Performance

Source: the authors” calculation

Table 3 shows a positive and significant impact (5%) of the Directing
Leadership Style on contextual performance. Table 3a represents the model
summary and shows result that evaluate the whole model using the coeffi-
cient of determination, r2. The coefficient of determination is 0.12. This value
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means that the model explains 12.60% of the variance of the dependent vari-
able (Contextual Performance).

Table 4. Coefficients 2

Model Unstandardized Standardized t  Sig. Correlations  Colinearity
Coefficients  Coefficients Statistics
B Std. Beta Zero- Parti Part Tolera VIF
Error order al nee
(Constant) 0350 0.503 604 0.547
Position 0316 0.161 -0159 -1970 0050 -0273-0137 -0.130 0668 1496
Age -0.004 0.007 -0.037 -0535 0593 0021-0.038 -0.035 0924 1082
Gender 0.03 0.131 0019 0291 0772 0010 0.020 0019 0998 1.002
Education level 0.27 0.101 0216 2759 0006 0310 0.191 0.182 0708 1413
Education area -0.219 0.133 -0.108 -1.643 0102 -0.148-0.115 -0.108 09083 1017
(Constant) -2.728 0.646 -4224 0000
Position 0.05 0.148 0029 03890 0698 -0273 0.027 0022 0602 1662
Age 0.00 0.006 0044 0730 0466 0.02 0.051 0042 0898 1113
Gender 0.07 0.1135 0039 0678 0498 001 0.048 0030 0996 1.004
Education level 0.13 0.090 0107 1541 0125 031 0.108 0088 0681 1468
Education area -0.247 0.116 -0123 -2123 0035 -0148-0148 -0122 0982 1018
Coaching Leadership Style 0.11 0.014 0527 8030 0000 055 0493 0461 0763 1310

a. Dependent Variable: REGR factor score - Contextual Performance

Source: the authors’ calculation

Table 4 shows a positive and significant impact (5%) of the Coach-
ing Leadership Style on contextual performance. Table 4a presents the
model summary using the coefficient of determination (r> =0.338). The
model explains 33.8% of the variance in Contextual Performance. The
subsequently included independent variable explained the additional
21.2% of the variance of Contextual Performance (r> changed by 0.212, F
changed by (1. 201) = 64.488, p < 0.05).

Table 4a. Model summary ©

Model R R Adjusted R std. Error of Change Statistics
Square Square the Estimate R Square F dfl a2 Sig. F
Change Change Change
1 0.354= 0.13 0.104 0.94657 0.126 5.80 5 202 0.000
2 05810 0.34 0.318 0.82567 0.212  64.488 1 201 0.000

a. Predictors: (Constant). Education area: social'technical; Age; Gender: male/female; Education: elementary/BSc/MSc/PhD; Position:
manager/'employee

b. Predictors: (Constant). Education area: social'technical; Age: Gender: male/female; Education: elementary/BSc/MSc/PhD; Position:
manager/employee; Coaching Leadership Style

c. Dependent Variable: REGR factor score - Contextual Performance

Source: authors” calculation

Table 5 shows a positive and significant impact (5%) of the Sup-
porting Leadership Style on contextual performance.
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Table 5. Coefficients 2

Model Unstandardize Standardized t  Sig Correlations  Colinearity
d Coefficients Coefficients Statistics
B Std. Beta Zero- Partia Part Toleranc VIF
Error order 1 e
(Constant) 035 0.595 0.60 0.54
Position -0.316 0.161 -0.159 -1.97 005 -0273 -0.13 -0.13 0.668 1496
Age -0.004 0.007 -0.037 -0.53 0.39 0.02 -0.03 -0.03 0.024 1.082
Gender 0.03 0.131 0.019 0.20 0.77 001 002 001 0.908 1.002
Education level 0.27 0.101 0.216 2.75 0.00 031 019 018 0.708 1413
Education area -0.219 0.133 -0.109 -164 010 -0.148 -0.11 -0.10 0083 1.017
(Constant) -2.386 0.622 -3.83 0.00
Position -0.118 0.142 -0.059 -0.82 040 -0273 -0.05 -0.04 0.648 1343
Age 0.00 0.006 0.037 0.61 053 002 004 003 0903 1.108
Gender 0.03 0.115 0.018 0.30 0.75 001 002 001 0.008 1.002
Education level 011 0.091 0.087 124 021 031 008 007 0671 1491
Education area -0.235 0.116 -0.117 -2.02 004 -0.148 -0.14 -0.11 0.083 1.018
Supporting Lead. Stvle 0.12 0.015 0.502 8.01 0.00 055 049 046 0.841 1.189

a. Dependent Variable: REGR factor score - Contextual Performance

Source: the authors” calculation

Table 5a presents the model summary using the coefficient of
determination (r? = 0.337). The summary indicates that the model
explains 33.7% of the variance of the dependent variable (Contextual
Performance). The subsequently included independent variable explained
the additional 21.2% of the variance of Contextual Performance (r?
changed by 0.211, F changed by (1. 201) = 64.274, p < 0.05).

Table 5a. Model summary ©

Model R R Adjusted R Std. Error of Change Statistics
Square Square the Estimate R Square b df1 a2 Sig. F
Change Change Change
1 0.354= 0.13 0.104 0.94657 0.126 580 5 202 0.000
2 0.581° 0.34 0.318 0.82600 0212 64274 1 201 0.000

a. Predictors: (Constant). Education area: social‘technical; Age; Gender: male/female; Education: elementary/BSc/MSc/PhD; Position:
manager/employee

b. Predictors: {Constant). Education area: socialtechnical; Age; Gender: male/female; Education: elementary/BSc/MSc/PhD; Position:
manager/employee; Supporting Leadership Style

c. Dependent Variable: REGR factor score - Contextual Performance

Source: the authors’ calculation

Table 6 shows a positive and significant impact (5%) of the
Delegating Leadership Style on contextual performance.



The Impact of Leadership Style on Contextual Performance: Evidence from Serbia 987

Table 6. Coefficients 2

Model Unstandardized  Standardized t Sig. Correlations  Colinearity
Coefficients Coefficients Statistics
B Std. Beta Zero- Partial Part Tolerance VIF
Error order

(Constant) 0.359 0.595 0.60 0.4

Position -0.316 0.161 -0.159 -1.97 005 -027 -0.13-013 0.668 1496
1 Age -0.004 0.007 -0.037 -0.53 039 002 -0.038 -0.03 0924 1.082

Gender 0.038 0.131 0019 029 077 001 0020 001 0998 1.002

Education level 0279 0.101 0216 27> 000 031 0191 018 0.708 1413

Education area 0210 0133 0100 -164 0.10 -014 -0.115 -0.01 0983 1.017

(Constant) -2.117 0.580 -3.64 000

Positien -0.089 0.139 -0.045 -0.63 0352 -0.27 -0.045 -0.03 0.645 1.550

Age -0.001 0.006 -0.014 -024 080 002 -0.017-0.01 0922 1.084
2 Gender 0.014 0.112 0007 012 089 001 0009 0.00 0997 1.003

Education level 0.092 0.089 0071 103 030 031 0073 005 0.667 1499

Education area -0.231 0.114 <0115 -2.03 000 -0.14 -0.142 -0.11 0983 1.018

Delegating Lead. Stvle 0.116 0.013 0.541 877 000 058 0526 049 0.829 1.206

a. Dependent Variable: REGR factor score - Contextual Performance

Source: the authors’ calculation

Table 6a presents the model summary using the coefficient of
determination (r> = 0.368). This model explains 36.8% of the variance of
the dependent variable (Contextual Performance). The subsequently
included independent variable explained the additional 24.2% of the
variance of Contextual Performance (r> changed by 0.211, F changed by
(1.201) = 77.030, p < 0.05).

Table 6a. Model summary ©

Model R R Adjusted R Std. Error of Change Statistics
Square Square the Estimate R Square ¥ df1 a2 Sig. F
Change Change Change
1 03542 0.13 0.104 0.94657 0.126 5.80 5 202 0.000
2 0.607° 0.37 0.349 0.80683 0242 77.030 1 201 0.000

a. Predictors: (Constant). Education area: social’technical; Age; Gender: male/female; Education: elementary/BSc/MSc/PhD; Position:
manager/employee

b. Predictors: (Constant). Education area: social'technical; Age; Gender: male/female; Education: elementary/BSc/MSc/PhD; Position:
manager/employee; Delegating Leadership Style

c. Dependent Variable: REGR factor score - Contextual Performance

Source: the authors” calculation

Based on the results of hierarchical regression, we can conclude
that leadership style determines contextual performance. Thus, hypothesis
H1, which states that there is a statistically significant impact of leader-
ship style on the employees’ contextual performance as the dependent
variable, is confirmed.

After the variables were entered into Step One, the value of the
coefficient of determination was r? = 0.126. The model explains 12.60%
of the variance of Contextual Performance. In the second model,
concerning the Coaching Leadership Style, the value of the coefficient of
determination is r2 = 0.338. Thus, the model explains 33.8% of the
variance of the dependent variable (the subsequently included
independent variable explained the additional 21.2% of the variance of
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Contextual Performance: r? changed by 0.212, and F changed by (1. 201)
= 64.488, p < 0.05). In the third model, concerning the Supporting
Leadership Style, the value of the coefficient of determination is r? =
0.337, which means that the model explained 33.7% of the variance of the
dependent variable (the subsequently included independent variable
explained the additional 21.2% of variance of Contextual Performance: r?
changed by 0.211, and F changed by (1. 201) = 64.274, p < 0.05). In the
fourth model, concerning the Delegating Leadership Style, the value of
the coefficient of determination is r?> = 0.368. Therefore, the model
explains 36.8% of the variance of the dependent variable. We can
conclude that people-oriented leadership styles, respectively, have a
higher share in the variance of the dependent variable, which is visible
from the determination coefficient. The dependent variable and the
predictor variables, in comparison with the control variables, showed a
statistical significance with a medium loading of correlation in relation to
the position/manager variable, and a statistical significance with a
positive direction and medium loading in relation to the level of
education. These results, which were expected, confirm the role of the
control variables.

Analysing each individual model, we can conclude that the highest
contribution to the interpretation of the variance of contextual performance is
made by the dominantly people-oriented Delegating Leadership Style. In
other words, a greater contribution to explaining the dependent variables is
made by people-oriented (the Supporting and Delegating) than task-oriented
(the Directing and Coaching) leadership styles and behaviour. Task-centred
(Coaching and Directing) styles have a minor or negligible impact on
contextual performance. Thus, hypothesis H2 is confirmed.

To establish how much each control variable contributes to the final
equation, regression coefficients were used in the analysis. The results are
shown in Segment 2 of Tables 3 through 6. The Segment contains cumulative-
ly presented results, obtained with all variables entered into the equation. Only
one control variable — Education level has a positive and significant impact on
contextual performances in all models, while Education area has a significant,
but negative impact on contextual performance.

CONCLUSIONS

The purpose of this empirical study was to examine the relation-
ship between leadership style and contextual performance. The research
results revealed that relations-oriented leadership behaviours (dominant
delegating leadership style) have a positive and significant impact on con-
textual performance. The analysis clarified and confirmed the basic re-
search assumption, which states that relations-oriented leadership behav-
iours (supporting and delegating leadership style) have a stronger impact
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on contextual performance than task-oriented leadership behaviours (di-
recting and coaching style) . The analysed and presented research results
have confirmed both hypotheses. First, the results confirmed that leader-
ship style determines contextual performance in the organisations in Ser-
bia. Second, the results confirmed that leadership predominantly oriented
towards developing interpersonal relationships with employees has a
larger impact on contextual performance in organisations in Serbia.

Thus, in addition to the results and impact process, context becomes
one of the three most frequent factors used in defining leadership. Leadership
is one of the significant driving forces that an organisation’s performance
depends on and by which it can be significantly improved. It can be seen
from the above that contextual performance supports the organisational,
social and psychological contexts directly affecting the performance of
assigned tasks and the business success of the organisation as a whole.

PRACTICAL IMPLICATIONS

In terms of practice, the results of this research may enable organi-
sations to understand the need for an adequate leadership style that en-
sures greater employee commitment and employee readiness for addi-
tional efforts that are beyond the job description. This paper provides di-
rect insight into the prevailing leadership style, and the need to develop
an adequate leadership style that will play a significant role in the devel-
opment of a dedicated workforce which will, in turn, contribute to better
business results. This paper provides empirical evidence which confirms
the influence of leadership style on organisational performance. Together
with previous research in this area, this paper can enable future research
and contribute to a better understanding of the impact of adequate leader-
ship style, as a predictor variable, on contextual performance as depend-
ent variables.
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zations” financed by the Provincial Secretariat for Higher Education and Scien-
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YTUHAJ CTUJIA JIMAEPCTBA HA KOHTEKCTYAJIHY
HNEP®OPMAHCY Y OPTAHU3AIIMJAMA Y CPBUJHU

Maja Ctpyrap Jenaua', Hemama Bepoep’, Maja UBanosuh Bykuh?,
Caodoaan Mapuh', Mapujana Poauh®
Vausepsurer y Hosom Cany, Exonomcku dakysrer y Cy6otumu, Cy6otuia, Cpouja
2Yuupepsurer y Humry, Exonomcku (akysrer, Hum, Cpouja

Pe3ume

Kapakrepuctuke nuaepcTa ybpajajy ce Mel)y 3HauajHe MOKpeTauke CHare Koje
yTudy Ha nepdopmancy opranusanyje. [IpeTxoaHa TBpaba ce MaHUudecTyje Kpo3 uu-
IECHUILY J1a JIMACPHU U 3aIociieHn capal)yjy Ha BUILIEM HHBOY MOTHBaLMje, cTBapajyhu
Belil CTEeNeH MoBeperba, JIOjATHOCTH M HHCIHpAIdje, [ITO AO0BOIM [0 PacTa HHBOA
YUYHMHKA KOjU IpeBa3miIa3y O4YeKHBama. Takohe, JIuaepy MOry HHCIMPUCATH 3arociie-
HE J]a HCKaXy 0e3yCIIOBHY JIOjaJIHOCT M OJAQHOCT OPraHU3allljHi U HEHUM LHJbEBUMA.
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TakaB oOpasarn moHamiama IOBE3aH je ca BOJFHOM IocBeheHomhy 3amocieHnx no-
JATHUM OJI'OBOPHOCTHMA H yJIorama.

Cryanja je obyxBatmia 100 mcnurtanuka n3 HajBehmx kommnanuja y PemyOmmim
Cpb6uju. Tlogany 3a aHaU3y NPUKYIUBCHH CY MyTEM YIHUTHHKA KOJU CaIpXH oxabpa-
HE BPEIHOCTH CTaBOBA IPE/CTaB/FEHE HA CKaJM ITOCMATPAHMX KapaKTEPUCTHKA/TIPO-
MEHJBUBHX, I'PYIUCAHUX y OKBHPY HCTPaXXHBA4Ke LIEIMHE OMIUTEr HCTPAKUBAYKOT
noapydyja. [lu3ajH y30pKoBama je IPBEHCTBEHO y3€0 Y 003Up CBOjCTBAa OCHOBHOT CKY-
na, JOK y30paK MMa KapaKTepUCTHKE CIIy4ajHOT Y30pKa KOHAYHOI' OCHOBHOI' CKYIIa,
T7ije je MpUCyTaH IMU3ajH y30pKa ca MOHABJhakeM M II03HATOM BjepoBaTHONOM y30pKo-
Bama. [IpuMemeHa je MeTo/Ia XUjepapXujcKe perpecrje Kako OM ce UCIUTAO0 YTHUIa]
CTHJIA JIMAEPCTBA Ha KOHTEKCTYyalIHy nephopMaHcy.

Ananmmsupajyhu cBaku mojeiMHAYHU MOJIEI, MOXKEMO 3aKJbYYHTH Ja HajBehu no-
MPUHOC TyMauewky BapHjaHCe KOHTEKCTyalHe eppopMaHce BE3yjeMo 3a CTHII JIUAEP-
CTBa KOjU je JOMHHAHTHO OpHjEHTHCaH Ha Jbyne. Jpyrum peunma, Behu mompuHOC
o0jamrmaBamky 3aBUCHUX Bapujabiy Aaje Juaepcka OpHjeHTauuja Ka JpyauMa (oap-
kaBajyhu u penerupajyhu crmn) y mopehemy ca cTWIoBHMa M MOHAIIAkbEM JIHAEPA
OpHjCHTHCAHNM Ka 3a1amnuma (yCMepaBame U TPCHUPAE).

CBpxa OBOT' eMIIMPHjCKOT HCTpaKHUBama OWIIa je JAa UCIHTa OJHOC u3Mely cTiia
JHMIEpCTBa U KOHTEKCTyallHe nepdopmance. Pesynrtati uctpaxuBama OTKPUIH Cy J1a
MOHAIIakhe JIN/Iepa YCMEPeHo Ha OJHOCe (IOMHHAHTHO Jenerupajyhu cTuil Bohema)
MMa MO3UTUBAH U 3HAa4ajaH YTUIA] HA KOHTEKCTyaHy nepdopmancy. OBaj mpHUCTyTI je
JIa0 OATOBOp Ha OCHOBHO HCTPAKMBAYKO MHTAHE, KOjE je Y BE3H Ca MPETIIOCTaBKOM
Jia JIJEPCKO MOHAIIAke OPHjEHTHCAHO Ha OJHOCE (CTWJI JIMAEPCTBA MOAPIIKE U Jie-
JIeTHpama) IMa CHAKHUJH YTUIIA] HA KOHTEKCTYJIHY Nep(OpMaHCy Of IOHAIIAkA JTH-
Jiepa OpHjEeHTHCAHOT Ha 3a/aTKe (CTWI ycMepaBarba M TPeHHpamba). AHATU3HPaHH 1
NPE3eHTOBAHU PEe3yJITaTH UCTPaKUBAMKba MOTBPIAMWIN Cy 00€ MCTPaKUBAYKE MPETIIO-
CTaBKe, a Haj3HauyajHUje MPETIOCTaBKy Jia CTUJI JIUJIEpCTBa ojpel)yje KOHTeKCTyalHy
nepdopmancy y opranusaipjama y Cpouju.



