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	This study examines the impact of leadership styles on the organizational effectiveness. Therefore, the purpose of this paper is to explain the effects of leadership styles on the organizational effectiveness. The focus was on two significant leadership styles – transformational and transactional. This investigation has given profound bits of knowledge about the initiative styles of transformational and transactional leadership has a positive effect on the organization effectiveness. Be that as it may, the transactional style may not work when the circumstance requires a major alter in course, or conditions request imaginative issue solving. Transformational style is frequently required and will in general be more fruitful. Transformational leadership style has a positive relationship with the organizational performance. It has been recommended that organizations use the leadership style that enhances the capabilities and abilities of the people. 




Introduction
Before, organizations zeroed in additional on monetary execution, yet now it has definitely changed towards non-monetary records, for example, quality, fulfillment, imagination, advancement and incitement. In the event that an organization needs to dominate its exhibition, the authority style of authoritative chiefs and subordinates should assume a significant job in its by and large operational execution by upgrading its viability. The leaders should be a decent, trained professional and receive a style to meet the perplexing and testing circumstances in which they work.
“It is considered that a company’s success is due to organizational performance, employee job satisfaction and employee effective commitment”. (Bass, Rigio, 2006; Drucker, 2007).
Effective leadership collectively involves motivation, management, inspiration, remuneration and analytical skills. These qualities enhance the employees’ satisfaction, quality outcomes and holistically improve the organizational structure.
“The positive effect of leadership on organizational performance was measured by several research studies (Sila, Ebrahim pour, 2005) through human resources i.e. (turnover rate and job performance), organizational effectiveness (cost and quality) and financial performance (market share, profit, and return on assets)”.
To update the hierarchical execution a leader should have the ability to support, envision, change and reestablish the subordinates to understand their own arrangement of qualities and individual creation or endeavors to improve the association viability.
“A number of studies on leadership styles (Bass, Rigio, 2006; Kouzes, Posner, 2007, Yukl, 2009) suggest that the practices of the transformational leadership have a positive impact on the organizational performance”.
Transformational leaders change their association's way of life by invigorating a feeling of mission and reason about the significance of coordinated effort and rouse various methods of sensible and critical thinking. They impact the people inside the association to accomplish better through attempting to change the framework, settling difficulties by discovering encounters that show that old examples don't fit or work, needing to realize what needs to change and boosting their groups' ability and limit. It is such a participatory methodology and through collective endeavors improves the proficiency of an organization.
Stein, (2016) considers transformational leaders to be people who can bring an organization together “to understand a common purpose and motivate in a way that creates an organizational culture focused on success.” He has found these types of leaders commonly possess a particular set of traits and characteristics.
A Transformational Leader is:
· Visionary
· Team-centric
· Engaging
· Inspiring
· Inclusive
· Emotionally Intelligent
· Collaborative
In the school setting, non-public schools are by all accounts more dictatorial, while the state funded schools are pretty much free hand (Laize fairre) in their authority styles. The non-public schools’ pioneers are better in execution regarding human connection, dynamic, oversight and correspondence design than state funded schools’ heads or pioneers who are less irritated in these districts.
“When you look at people that are good examples of transformational leaders, you think of the people that have had an impact, whether that’s on an organization or on the country,” Stein (2016) says. “These are the people that can rise to any challenge and bring everybody together collectively to make a difference.”
This transformational approach to leadership relies on urging and spurring adherents to partake in trim an effective future for an association. This frequently incorporates building up a gathering's normal reason—an idea established in an association's legitimate "vision" and "mission," which are two perspectives pioneers use to help characterize and diagram objectives.
As Stein (2016) explains, “[Vision] tells me where I want my organization to be in the future and why. [Mission] explains the reason for my organization’s existence—its purpose.” He argues that no organization can succeed without a clear vision and mission and that both are vital aspects for leadership to establish early on.
Hence, to comprehend the connection between transformational administration and the authoritative execution being a notable segment for the development of an effective association and finding the methodology to expand the presentation of the subordinates/representative is the central obligation for leaders these days.
Research Hypothesis
The following hypothesis was used for the study
Ho: There is a significant impact between leadership style and organization effectiveness.
H1: There is no significant impact between leadership style and organization effectiveness.

Literature Review
In current time, numerous organizations are confronting issues identified with dishonest practices, high work turnover, poor monetary execution, and so forth this might be because of the absence of effective leadership.
The main aim of many companies is to accomplish its stated objectives; hence, there is a need of effective leaders for coordinating and motivating the employees (Vigoda-Gadot, 2012). 
There are several types of leadership styles such as transformational leadership, transactional leadership, autocratic, democratic leadership, participative leadership style, etc. The leadership styles chosen for the study are transformational and transactional. The reason behind choosing these leadership styles is the fact that they are the most practiced leadership styles throughout the globe, and if any new ideology is developed through the research, it can improve these leadership styles further and bring further success to organizations. Therefore, the survey was designed to focus on these two leadership styles only. 
Leadership style 
Leadership style is viewed as a combination of different characteristics, traits and behaviors that are used by leaders for interacting with their subordinates. (Mitonga-Monga & Coetzee, 2012). Mitonga-Monga and Coetzee (2012) consider leadership as the pattern associated with managerial behavior, which is designed to integrate the organizational or personal interest and effects for achieving particular objectives. 
Harris et al (2007) also postulated that leadership style can be defined as the kind of relationship that is used by an individual so as to make people work together for a common goal or objective. According to modern leadership styles, leadership styles can be categorized as follows: (1) transformational leadership style, (2) transactional leadership style, (3) culture based leadership, (4) charismatic leadership, and (5) visionary leadership (Harris, et al., 2007). 
Organizational Effectiveness 
Organizational Effectiveness is a complex and multidimensional phenomenon in the business literature. Organizational effectiveness comprises of the results of an organization or the actual outputs of an organization, which can be measured against intended outputs, goals and objectives. The organizational performance involves three areas associated with the organization – financial performance (return on investments, profits etc.), shareholder return (economic value added, total shareholder etc.) and the product/service market performance (market share, sales etc.) (Gavrea, et al., 2011). 
Transformational Leadership Style and Organizational Effectiveness  
Transformational leadership style centers on building up the supporters and thinking about their necessities. The leaders that emphasis on transformational leadership center especially on building up the general worth arrangement of the representatives, improvement of moralities, aptitudes and their inspiration level. The transformational leadership goes about as a solid extension between the adherents and pioneers, to grow clear agreement related with the persuasive level, qualities and interests.
Wang et al (2011) found out that the transformational leadership and individual-level follower performance are positively linked. Further, the study also indicated that transformational leadership and performance of teams at organizational level are associated positively. 
The followers of transformational leadership associate with a self-defining and satisfying relationship with an individual or group. The idealized and behavioral charisma of the transformational leaders motivates the followers to identify with the leader (Jyoti & Bhau, 2015). 
The personalized relationship developed by a transformational leader develops an environment in which the employees feel happy and hence, their overall performance is improved. Hence, it can be said that transformational leadership and organizational performance are positively associated (Jyoti & Bhau, 2015). 
According to Sofi and Devanadhen (2015) the transformational leadership has a significant impact on the performance of the organization. They conducted the research on the banking organizations with the help of statistical tools such as SEM and SPSS and reached to the above conclusion that transformational leadership has a direct positive impact on the organization’s performance.  
Transactional leadership style and Organizational Effectiveness 
A leader is known as a transactional leader if he/she is always willing to give something in return (Uchenwamgbe, 2013). This can include a number of things like promotion, pay raise, performance reviews, new responsibilities etc. The major problem with this type of leadership is the expectation. 
Hence, transactional leadership can be defined as the exchange of targets and rewards between the management and the employees (Ojokuku, et al., 2012). The study by Longe (2014) revealed that transactional leadership style has a positive impact on the organizational performance. The transactional leadership style helps in creating as well as sustaining the context in which organizational and human capabilities are maximized as the employees are always able to achieve the tangible and intangible rewards. 
This leadership style particularly helps in creating an environment that is optimal for performance and also articulates the compelling vision that enhances the overall organizational performance (Longe, 2014). According to the research conducted by Sofi and Devanadhen (2015), transactional leadership was not found to have a direct impact on the performance of the organization. This leadership style does not encourage creativity and innovation among the employees and hence, the employees do not perform as per the expectations of the organization. 
Bernard Bass (1985) built on MacGregor Burns' ideas. He used the term 'transformational leadership' instead of 'transforming leadership' and since then most authors have followed his lead. 
Bass also strengthened the idea that transformational leaders have a greater impact when he wrote: "Transactional leaders work within the organizational culture as it exists; the transformational leader changes the organizational culture.”
Bass argued that there are four keys to successful transformational leadership
Trust. Building a high degree of trust between leaders and followers by setting a high moral and ethical example. He called this idealized influence.
Inspiration. Providing a vision or goals that inspire and motivate followers to act because they feel the direction, they are going in is significant and worthwhile. This he called inspirational motivation.
Creativity. Giving people the big picture and a way of working that allows them to question conventional wisdom and come up with fresh solutions to old problems. He called this intellectual stimulation.
Personal growth. Paying attention to followers as individuals with their own needs and ambitions, offering them coaching and mentoring, enabling them to grow and feel fulfilled. This he called individual consideration.
Although we are referring to two different styles of leadership, it wouldn't be correct to say that someone must be either a transformational leader or a transactional leader. It is possible to combine both styles. 
It is also reasonable to suggest that no leader need be confined to one or other of these two styles because as we shall see, other styles certainly exist, and this is before we consider the potential influence of philosophies and models upon any leader's chosen methods and development.
The transactional leadership style often works well – provided everyone knows and agrees on the goals, priorities and methods. However, the transactional style may not work when the situation calls for a big change in direction, or circumstances demand creative problem-solving. In such a climate, a transformational style is often required and tends to be more successful.
Methodology
The overall Research Design was quantitative research method where the researcher used questionnaire to find out from the Leaders’ view (Principals/Headmaster/Headmistress) of the impact of leadership style in enhancing the organizational effectiveness of Private Schools in Karachi Districts.
Population
The population of the study was comprised of 1000 Principals/Headmaster/Headmistress from different schools of Karachi from 7 districts.
Sampling
Stratified Random sampling was used to draw from 115 Principals/Headmaster/Headmistress of different schools of Karachi from 7 districts.
Data was collected through a questionnaire using online Google form and statistical data was analyzed through SPSS.
A questionnaire was used to identify participants’ opinions regarding the impact of leadership style in enhancing and the organizational effectiveness of private schools in Karachi Districts. Questionnaire consist of five-point Likert scale (strongly agree = 5 to strongly disagree = 1).
It had three parts: the first part consisted of demographic variables of the respondents, the second part consisted of statements about different co-factors of leadership style i.e. (transformational & transactional) and last part of the questionnaire consisted of different co-factors related with organizational effectiveness.
Research Question

The particular research question raised in the study was,

· Is there a significant impact between leadership style and organization effectiveness?
The pilot testing was conducted to check the validity and consistency of the scale. Validity was ensured by the opinion of experts. Cronbach's Alpha value was calculated to ascertain the reliability of the questionnaire. The detail of the reliability test has been given below:
Table 1: Reliability Test
	Reliability Statistics

	Cronbach's Alpha
	No. of Items

	.910
	51


There were 51 items in the questionnaire about credibility of online assessment. The value of the reliability index was 0.910, which is statistically significant. The return rate of the questionnaires was 100 percent. After data collection, the data were entered into SPSS for analysis.
In descriptive statistics, frequencies, percentages, means, and standard deviations were obtained. In inferential statistics, independent sample t-test was used to see the difference between male and female students, One-way ANOVA and Linear Regression was used to find out the impact of leadership style in enhancing the organizational effectiveness.
Data Analysis
A detailed description of data analysis is as under:
Demographic Information of Principals/Headmaster/Headmistress
Table 2
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The sample of the study had different demographic characteristics (Gender, Control, Age, Professional Development, Experience, Professional Qualification and Districts). Total sample of the study was 115 Principals/Headmaster / Headmistress from schools of 7 different districts i.e. (East, West, South, Central, Malir, Korangi and Keemari).
Chi-Square-First Test
Table 3
	Chi-Square Tests

	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	3.424a
	2
	.181

	Likelihood Ratio
	3.385
	2
	.184

	Linear-by-Linear Association
	2.993
	1
	.084

	N of Valid Cases
	115
	
	

	a. 3 cells (50.0%) have expected count less than 5. The minimum expected count is 1.25.


Table 4
	Chi-Square Tests

	
	Value
	df
	Asymp. Sig. 
(2-sided)

	Pearson Chi-Square
	34.947a
	6
	.000

	Likelihood Ratio
	38.664
	6
	.000

	Linear-by-Linear Association
	20.324
	1
	.000

	N of Valid Cases
	115
	
	

	a. 0 cells (.0%) have expected count less than 5. The minimum expected count is 6.26.


In Table 3 the Chi-Square first test between Gender and Age where the (Asymp. Sig (2-sided = 0.181) signifies that Null Hypothesis was accepted and there is a significant difference between Gender and Age, which shows that leadership style has a great impact on organizational effectiveness with reference to Gender and Age.
But in Table 4 between Gender and District it was found that (Asymp. Sig (2-sided = 0.000) which tells us that Null Hypothesis is rejected and there is no significant difference between Gender and Districts, hence the leadership style has no impact on organizational effectiveness with reference to Gender and Districts.
Chi-Square- (Goodness of Fit)-Second Test
Table 5
	Test Statistics

	
	Gender

	Chi-Square
	3.139a

	df
	1

	Asymp. Sig.
	.076

	a. 0 cells (.0%) have expected frequencies less than 5. The minimum expected cell frequency is 57.5.


Table 6
	Test Statistics

	
	Control

	Chi-Square
	164.104a

	df
	2

	Asymp. Sig.
	.000

	a. 0 cells (.0%) have expected frequencies less than 5. The minimum expected cell frequency is 38.3.


In Chi-Square (Goodness to fit) for Gender in Table 5 shows that Null hypothesis was accepted
(Asymp. Sig. = 0.076) and hence there is a significant difference of Gender i.e. Male and Female as
they are consistent which emphasizes that leadership style preference is given and has a great impact
on organization effectiveness as well.
In Chi-Square (Goodness to fit) for Control in Table 6 shows that Null hypothesis was rejected (Asymp. Sig. = 0.000) and hence there is no significant difference of Control Groups i.e.  Private, Public and Private/Public Partnership as they are not consistent which emphasizes that leadership style preference is not given and has no impact on organization effectiveness.
An Independent Sample t-test for the analysis of the impact of Leaders’ Influence in Enhancing the Organizational Effectiveness of Private Schools in Karachi based on Gender and Professional Development.
Table 7
	Group Statistics-Independent Samples Test
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Table 8
	Group Statistics-Independent Samples Test
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Table §

Group Statistics-Independent Samples Test

In Table 7 shows that (Sig. 0.017) Null Hypothesis was rejected and there is a difference regarding the
perception of Gender and Service quality related to Leadership style in enhancing the organizational
effectiveness.

In Table 8 shows that (Sig. 0.540) Null Hypothesis was accepted and there is no difference regarding
the perception of Professional Development and Service quality related to Leadership style in
enhancing the organizational effectiveness.

‘One Way ANOVA for the Difference in the Mean Scores of Students based on their Control, Ages,
Experiences, Professional Qualifications and Districts.

POSTHOC=TUKEY ALPHA (0.05).
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In Table 7 shows that (Sig. 0.017) Null Hypothesis was rejected and there is a difference regarding the perception of Gender and Service quality related to Leadership style in enhancing the organizational effectiveness. 
In Table 8 shows that (Sig. 0.540) Null Hypothesis was accepted and there is no difference regarding the perception of Professional Development and Service quality related to Leadership style in enhancing the organizational effectiveness. 
One Way ANOVA for the Difference in the Mean Scores of Students based on their Control, Ages, Experiences, Professional Qualifications and Districts. 
POSTHOC=TUKEY ALPHA (0.05).
Table 9 (Control)
	ANOVA

	Services

	
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	Between Groups
	.008
	2
	.004
	.068
	.934

	Within Groups
	6.333
	112
	.057
	
	

	Total
	6.341
	114
	
	
	


Table 10 (Ages)
	ANOVA

	Services

	
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	Between Groups
	.445
	3
	.148
	2.795
	.040

	Within Groups
	5.895
	111
	.053
	
	

	Total
	6.341
	114
	
	
	


In Table 9, One-way ANOVA was used to explore the difference among the mean scores of different Control Groups by Service quality of the Leaders of schools. It was found from the Sig. value of different Control Groups (Sig. = 0.934), that Null Hypothesis was accepted and there is exist a significant impact of Leaders’ Influence in Enhancing the Organizational Effectiveness of Private Schools in Karachi Districts.
On the contrary in Table 10 it was found the Sig. value of different Ages, (Sig. = 0.04), that Null Hypothesis was rejected and there is no significant relationship between the Ages and Service Quality. It means that leaders of different Ages have the perception that there is no impact of Leaders’ Influence in Enhancing the Organizational Effectiveness of Private Schools in Karachi Districts.
Correlation
In Table 11 below, it has been found that there is strong correlation between Leadership style and organizational effectiveness, which is 76.6%.
Table 11
	Correlations

	
	Assurance
	Reliability

	Assurance
(Leadership Influence)
	Pearson Correlation
	1
	.766**

	
	Sig. (2-tailed)
	
	.000

	
	N
	115
	115

	Reliability (Organizational Effectiveness)
	Pearson Correlation
	.766**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	115
	115

	**. Correlation is significant at the 0.01 level (2-tailed).


Linear Regression
Table 12
	Model Summary
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b. Dependent Variable: Reliability(Organizational Effectiveness)

Page 140 16 soa7words [ hpAccessbity, Unavallable Cl






	a. Predictors: (Constant), Assurance (Leadership Style)
b. Dependent Variable: Reliability(Organizational Effectiveness)


In Table (12), Linear Regression shows that dependent variable (Reliability/Organizational effectiveness) and independent variable (Services), the value of correlation (R = 94.2 %), co-efficient of determination (R2 = 0.887), Durban-Watson (2.318) and Anova (0.000) shows the model is a very effective one and hence the Null Hypothesis was accepted. Therefore, there is a significant difference on the Leaders’ influence in enhancing the organizational effectiveness.
Findings, Recommendations and Conclusion
Findings
The current research paper shows that there is a significant impact of leadership style which influences in enhancing the organization effectiveness. 
1) By analyzing the statistical data i.e. (Chi-Square), the researcher has found that except for Gender and District & Professional Development and Professional Qualification, the Null Hypothesis was rejected but the rest showed that Null Hypothesis was accepted which means that there is a significant difference between other demographics on the impact of leadership style which influences in enhancing the organization effectiveness. 
2) While analyzing Chi-Square(Goodness to Fit Test) of the demographics it was found that only Gender, Experience and District showed consistency i.e. Null Hypothesis was accepted whereas the other demographics did not show consistency amongst the Age,  Control Group, Professional Development and Qualifications which means that Null Hypothesis was rejected and there is no significant difference amongst each demographics on the impact of leadership style which influences in enhancing the organization effectiveness. 
3) In the Independent Sample T-Test it was found in the demographics that Gender in relation with Service, Null Hypothesis was rejected and there is no significant impact of leadership style which influences in enhancing the organization effectiveness, whereas Professional Development in relation with Service, Null Hypothesis was accepted and there is significant impact of leadership style influences in enhancing the organization effectiveness.
4) One-Way Anova it was found except for Age and Districts in relation with Service, Null hypothesis was rejected whereas Control Group, Experience and Professional Qualifications in relation with Service, Null Hypothesis was accepted and there is significant impact of leadership style influences in enhancing the organization effectiveness.
5) It has been found that there is strong correlation between Leadership style and     organizational effectiveness which is 76.6%.
6) In Linear Regression shows that dependent variable (Reliability/Organizational effectiveness) and independent variable (Services), the value of correlation (R = 94.2 %), co-efficient of determination (R2 = 0.887), Durban-Watson (2.318) and Anova (0.000) shows the model is a very effective one and Null Hypothesis was accepted, therefore there is a significant difference on the Leaders’ influence in enhancing the organizational effectiveness.
Hence, Null Hypothesis has been accepted overall and it has been proved that there is a significant impact of leadership style which influences in enhancing the organization effectiveness. 
Recommendations
Leadership skills are not tangible. While many leaders are born with specific leadership ability, anybody can learn to improve their leadership skills. Through self-awareness and training, you can boost the impact you have on your team, which often has a tangible effect on performance. Based on the findings from the study, analysis on the impact of leadership style on the organization effectiveness collected by personal observation and though the questionnaire conducted in the organization; it is necessary to offer the following recommendations. 
1) A leader needs the same work done but looks to help employees find their internal motivation to achieve it. Leaders who inspire and empower have a greater ability to influence the team's actions. Inspiring and empowering build loyalty and trust, which are positive qualities that create a strong, productive corporate culture. 
2) A leader who is engaged with his team is able to discover all sorts of insights. Insights could include a fulfillment issue that's stalling deliveries or it could be that an employee is experiencing a personal issue that's causing a dip in performance. Speak with your team and start to get a pulse on what the team's normal mood is; what the team is like when everyone is excited; and what the team is like when the mood drops.
3) As a leader, you don't need to box yourself into one leadership style. At the same time, holding a staff meeting every morning can help to inspire the team. Take a moment to review the team's successes, and ask the team what they are struggling with. In a five-minute meeting, your staff will feel a positive sense of energy, and the whole staff then becomes a resource that helps find solutions to co-worker's struggles.
4) Leadership style also could be in form of adequate remuneration to staff and the avoidance of unnecessary bias or a show of favoritism in handling staff grievances and other related matters. 
5) Subordinates should be creating awareness about the need for harmony with the organization and their leaders in the work place for the mutual benefit of both parties.
Hence, leadership style is one of the tools used in attainment of organizational goals and objectives, therefore every organization should as issue of importance, ensure of getting the right leader that will man their organization; in order to achieve their set goals/objectives. 
Conclusion
This research work has demonstrated that for any organization to endure, proper effect of leadership on the worker should be followed. It is trusted that the introduction of leadership in this task will add to the better comprehension of the requirement for adopting of transformational and transactional leadership in an organization, which will enhance organizational effectiveness. It was deduced that transformational and transactional types of leadership is the best of all the leadership styles because of the benefits that will be derived from it by the employees amid the overall result to the organization as a whole.
The study additionally shows that it is important to impact changes in effect of leadership when the need emerges in an organization to upgrade execution. Organizations are set up for explicit reason and destinations, individuals additionally join organizations to fulfill their requirements, and in this manner they add to leadership styles to accomplish the goals of the organization. Along these lines, it is the duty of each leader to assemble an organization that will work successfully in light of the fact that the degree to which he/she succeeds will depend significantly particle subordinates eagerness to corporate with him/her in addition to other things will rely upon the level of congruency between the leadership style received by the pioneer and the assumptions and wants of the subordinates. The overview results affirm that a person who exhibits better leadership skills aptitudes will be advanced all the more without any problem. Along these lines, workers need this characteristic to accomplish their profession objectives.
Since the world is changing and on the grounds that issues and tasks are turning out to be much more perplexing, one can at this point don't expect to be that a sole leader or director can take care of all issues without help from anyone else or herself. No individual can deal with all of today’s rapid changes, competitive threats, and escalating employee demands. Instead, effective leadership must permeate the organization.
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