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Abstract 
The overall performance of a bank depends on the efficiency of its human capital. Human capital is 

considered to be an indispensable and strategic asset which increases the efficiency of banks.  An 

employee‟s perceived level of job performance and job satisfaction is affected by several factors. The 

objectives of this study are to identify and analyse the factors affecting leaders‟ behaviour and the impact 

of leadership on the performance of banks. Five hypotheses were tested. Through structured and validated 

questionnaire, data was collected from 50 leaders (Branch Managers) of Conventional and Islamic 

Commercial Banks in the Kingdom of Bahrain. Factor analysis, correlation and regression analysis were 

applied to analyse and interpret the collected data.  Overall, the results revealed that team orientation and 

development is the crucial aspect in enhancing employees‟ performance. However, there is no correlation 

between the age of the leader and the behaviour towards employees‟ team orientation and development.  

Pearson correlation confirmed that there is a positive relationship between the risk taking behaviour of the 

leaders, motivation and rewards. A good reward system plays a crucial role in boosting employees‟ 

performance. Satisfactory reward practices can motivate the right performance, attract and retain the right 

people and create a supportive and good working climate within an organization.  This research adds 

useful contribution to the current base of knowledge and related industries by generating an extensive 

model for leadership behaviour and performance. 
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Introduction 

Effective leaders play a pivotal role in fostering high-performing teams in any organization. As firms and 

industries relentlessly grow, the responsibility of a leader becomes more imperative, formidable and 

intricate. A leader‟s behaviour is the result of the interplay of various factors and influences by the 

external environment, internal environment and personal attributes. Leadership is a complex, multifaceted 

capability, with myriad nuances and subtleties (Kumar & & Meenakshi, 2009). Its nature is dynamic as it 

varies with situations and individuals involved. The characteristics that help a person succeed in one 

environment may lead to failure in another one. Leadership behaviour greatly influence organizational 

performance or outcomes. Leaders motivate followers to go to places they would never otherwise go; 

hence, they are needed to change organizations and deliver results (Maccoby, 2004). The leaders‟ display 
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of committed behaviour enables the building of trusting behaviours among the team members (Gillespie 

& Mann, 2004). 

 

Bahrain is a constitutional monarchy with a population of just over 1.3 million people which makes it a 

fairly small island country.  According to the Oxford Report on Bahrain (2015), the country is widely 

known for its financial expertise for more than 40 years and currently, it is confronted by stiff competition 

from emerging regional centres namely Abu Dhabi, Dubai, Doha and Riyadh.  The report further stated 

that Bahrain‟s banking sector has remained resilient amidst the 2008 financial crisis and in 2014, the 

Central Bank of Bahrain reported that the finance and banking sector accounted for nearly 17% of the 

country‟s GDP. 

 

Across the globe, attracting and retaining talent is the most arduous challenge facing the banking industry. 

At present, leaders in the private sector banking are confronted by leaner organizational structures 

(Gautam and Malla 2013).  According to Cherian and Farouq (2013), the service domain of the banking 

industry qualifies it as “people business.”  Efficient risk management is jeopardized without efficient and 

skilful human resources.  Success in the banking business necessitates two central challenges-

management of risk and management of people. 

 

Literature Review 

Dabke (2016) found that emotional intelligence of a leader is positively associated with leadership 

effectiveness and that transformational leadership behaviour contributes positively to this effectiveness. 

The study stated that the leader‟s ability to understand and manage the emotions of self and others, as 

well their environment and relationship with their subordinates, significantly contribute in leadership 

effectiveness. Further, it was presented that transformational leaders have high level of confidence to 

inspire their subordinates. 

 

According to Jaramilloa (2015), leaders play a very big role in creation of moral climate in an 

organization. Servant leadership practices has significant impact on employees‟ performance and thus 

generates an organizational climate where employees are motivated to contribute productively in the 

organization. Therefore, servant leaders act as positive ethical model which contribute to better employee 

performance. 

 

In the study of Sanders (2015), leaders‟ trait-like tendency to experience contempt was negatively related 

to people orientation of leaders and their ethical orientation. Thus, the study asserted that the higher 

power can be given to those leaders who have less contempt and vice versa. As a result, leaders who had 

self-serving behaviour didn‟t increase the monetary benefits of subordinates. Deficiency in sense of 

values, consciousness of value, ethics and capabilities as well as value-based competence renders a leader 

incapable of solving ethical problems.  In effect, this hinders the right fit of the leader to the 

organization‟s goals, strategies and operations (Viinamaki 2012). 

 

According to Zhang et. al. (2015), a paradoxical leader behaviour is displayed though very strong 

cognitive basis; hence, there is a strong association between paradoxical leader behaviour and 

subordinates‟ job role proficiency, flexibility to work and their proactive thinking. On the other hand, the 

study observed that the structure of an organization is an insignificant factor in paradoxical leader 

behaviour. 
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Youli and Wang (2014) used statistical tools such as confirmatory factor analysis, mean standard 

deviation, correlation and descriptive analysis on their empirical study of the relationship of 

transformational leadership and employee‟s pro-social rule.  Results indicated that leaders who are 

practicing motivation, idealized influence, and intellectual stimulation had greater level of pro-social rule 

breaking attitude and noted that middleman role of work freedom in the correlation among changing 

leadership and staff pro social rule has breaking behaviour. 

 

Alabi (2012) reported that there is a significant relationship between leadership effectiveness and 

organization citizenship behaviour. This premise is explained by stating the positive and statically 

significant influence of quality of leader member exchange on organizational citizenship behaviour 

(OCB). Further, the Quality of leader member exchanges (QLMX) shows a positive and statistically 

significant influence on organizational citizenship behaviour. The authors found that, three of the four 

components of QLMX Affect, Contribution and Professional Respect have statistically significant 

relationships with OCB. Although loyalty is not statistically significant in OCB. This result suggests that 

loyalty does not influence members‟ organizational citizenship behaviours either in form of extra effort or 

compliance in higher institutions of learning in Ghana. 

 

Jaroslav (2013) investigated the applied leadership style of branch manager‟s impact on the loyalty of 

bank sales persons during crisis time and found that the branch managers in 2012 had given priority to the 

customer relationship management (although in 2008 the priority was given for human resource 

management). The statistical analysis carried out by the author showed that there was change of attitude 

in managers during the crisis. In 2008 and 2012, managers of bank branches had given importance to 

performance management of employees in their department to yield customer satisfaction. The study 

explained that the percentage of managers who tried to achieve maximum profit has significantly 

increased over the time period. 

 

Liang et al. (2011) conducted a study on 23 branches of big commercial banks situated in Taiwan and 

found that transformational leadership of leaders in the bank had significantly positive impact on the 

performance of bank employees. The transformational leadership was translated effectively to employee 

performance and the cohesiveness of group members strengthened the relationship between leader and 

member which contributed to superior job performance. The study also revealed that relationship and 

behaviour transformational leadership had positive impact on the group performance. To provide superior 

performance to customers, there has to be meaningful social exchange relationships and transformational 

leadership by the leaders in the banks.   

 

Ayoko and Callan (2009) studied the emotional management behavior of leader in reduction of conflicts 

in the organization. They stated that leader should try to minimize conflict behavior of employees to get 

productive results continuously. If there is conflict behavior from the leader it can negatively influence 

the organization performance. Thus, emotional management skills training can be effective in reducing 

the conflict behavior of the employees and focus on more productive teams in the organization. The study 

also emphasized for team leader to have effective skills and behaviors. They also stated that the leader 

needs to understand the supportive team climate for the organization. He acts as link among the 

employees in the organization by effective communication and inter- personal relations. Effective 

emotional management can bring a sense of belongingness among the employees. 
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Objectives of the Study 

The study aims to identify and analyse the factors affecting leaders‟ behaviour, study the relationship 

between the various attributes of leadership behaviour and understand the problems faced by leaders in 

banks. 

Research Methodology 

In order to achieve the objectives, the authors have used primary and secondary data. Primary data are 

collected by using structured questionnaire. In the study, the authors used convenience sampling method 

and collected information from 50 leaders (branch managers) of Conventional and Islamic Commercial 

Banks in the Kingdom of Bahrain through questionnaire. Based on literature review, a well framed and 

structured questionnaire has been developed. The questionnaire includes 30 questions which is divided 

into two parts. First part contains demographic details of the respondents while the second part contains 

various statements on leadership behaviour and its impact on performance of the bank. The secondary 

data are collected from periodicals, reports, research articles, and newspapers. 

 

Analysis and Discussion 

In the study, the authors have used correlation, chi square and factor analysis for data analysis.  The 

Factor analysis technique was used for data reduction and the data are reduced to eight factors. The 

identified factors were given a title based on the following set of statements: 

Factor Analysis 

Factor 1: Team Orientation and Development 

Team Orientation and Development (Factor 1) consists of all the statements concerned with leader‟s 

behaviour towards team orientation and development of employees at the work place. The factor analysis 

has stated seven statements which constitutes the Team Orientation and Development such as, “I am clear 

about my team strengths and weaknesses”, “I listen to my team members”, “I support the decisions 

employees make on their own”, “There is free flow of information among the members in my team”, “I 

regularly rely on some key people to accomplish the group tasks” and “My team happiness is important 

than bank performance.” 

Factor 2: Facilities and Environment 

Facilities and environment (Factor 2) consists of statements concerned with facilities available in the bank 

and the environment prevailing  such as “I enjoy the working environment in my bank”, “State of the art 

technology is important get maximum results from the employees” and “My performance depends on the 

resources available in the bank.”  

Factor 3: Motivation and Rewards 

Motivation and Rewards (Factor 3) consists of statements connected to leaders behaviour towards 

motivating the employees such as “I praise people for a job well done”, “I give rewards for the employees 

for their good performance”, “I find ways to celebrate accomplishments”, “I appeal to others to share 

their dream of the future”, “There is penalty for non performance in my bank and I believe that training 

makes people better.” 

Factor 4: Risk-taking 

Risk-taking (Factor 4) consists of all statements connected to leaders behaviour towards risk taking in the 

organization such as “I seek out challenging opportunities that test my own skills and abilities”, “I go 

outside the formal boundaries to get best performance” and “I take risks, even when there is a chance of 

failure.” 
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Factor 5: Rules and Regulations 

Rules and regulations (Factor 5) consists of statements related to leaders‟ behaviour to the rules and 

regulations followed in the bank such as “I spend time with people to adhere the rules and regulations” 

and “I strictly follow the discipline code in the workplace.” 

Factor 6: Delegation 

Delegation (Factor 6) consists of statements connected to leaders‟ behaviour towards delegation of duties 

to his subordinates in the bank such as “I enjoy delegating duties to subordinates” and “I ensure that 

people grow in their jobs by learning new skills and developing themselves.”  

Factor 7: Self-Management 

Self-Management (Factor 7) consists of statements connected to leaders‟ capacity to manage himself such 

as I take feedback on my actions, “I have strong sense of belongingness for my bank”, “I balance personal 

and professional life effectively” and “My performance is affected by my family issues.” 

Factor 8: Interpersonal Relations 

Interpersonal relations (Factor 8) consists of statements which affect inter- personal behaviour of 

employees in the bank such as “I treat others with dignity and respect” and “There is a cordial 

relationship between senior and junior employees.”  

 

Table 1: Descriptive Statistics of Factors 

 

 

 

 

 

 

 

 

 

 

 

As per the descriptive statistics (mean) of factors, Interpersonal relations got the highest acceptance 

followed by Rules and Regulations and the lowest being Facilities and Environment. The mean values 

shows the acceptance level on the parameter of 1-5 (Strongly disagree to strongly agree) for the different 

statements in the questionnaire. Therefore, interpersonal relationship by the leaders is essential in 

improving the performance of banks. It is confirmed with findings that transformational form of 

leadership is required to motivate people in the organisation (Gillespie & Mann, 2004). The better 

interpersonal relations are, the key strength of the leader, in getting the better results (Darling, John; 

Leffel, A, 2010).   

 

 Testing of Hypotheses 

The analysis of the data is carried out through testing of various hypotheses.  

 

Hypothesis 1  

H0: Age of the respondents have no influence on Team Orientation and development behaviour of 

leaders.  

 

 

Factors 
Number of 

Respondents Mean 

Rank 

Team Orientation and Development 50 3.9629 5 

Facilities and Environment 50 3.6500 8 

Motivation and Rewards 50 4.2800 3 

Risk-taking 50 3.7400 7 

Rules and regulations 50 4.4000 2 

Delegation 50 3.8800 6 

Self-Management 50 4.0100 4 

Interpersonal Relations 50 4.4900 1 
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Table 2: Age and Factor1 Cross Tabulation 
 

       Age  
Factor 1 (The below values shows the number of respondents for Strongly 

disagree to strongly agree for statements under Factor 1 in relation to Age)  
Total 

 

30-39 0 0 1 0 1 2 1 3 1 0 0 0 9 

40-49 0 2 0 3 7 2 4 0 4 2 1 1 26 

50-59 1 0 0 1 0 3 2 2 0 4 1 0 14 

Above 60 0 0 0 0 0 0 1 0 0 0 0 0 1 

Total 1 2 1 4 8 7 8 5 5 6 2 1 50 

Table 2 reveals that 9 out of 50 respondents belong to the age group of 30-39, 26 belong to the age group 

of 40-49, 14 belong to the age group of 50-59 and 1 above 60. This implies that more than 50% of 

respondents belong to the age group of 40-49. It also shows the agreement scale for statements related to 

team orientation and development and its relationship with age group of the respondents. 

 

Table 3: Chi-Square Test Results 

 

 
Value df 

Asymp. Sig. 

(2-sided) 

The results of the study are not 

significant at 5% significant level as  

the results are ≥  .05  Pearson Chi-Square 37.706
a
 33 .263 

 

When the Age and Team Orientation and Development are tested for difference by Chi -Square Test, the 

result reveals Age of the leaders is not significant in Team Orientation and Development behaviour of 

leader. (Z= 37.706, p=0.263 NS). This means that the leader‟s behaviour with respect to team orientation 

does not have any impact on the age of the leader.  

 

Hypothesis 2: 

 

H0: There is relationship between leader‟s behaviour towards motivation & rewards and risk taking. 

 

In the study, to test the correlation between various factors, bivariate correlation technique has been used 

to confirm the correlation between these factors. 
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Table 4: Correlations among different factors 

  Factor 1 Factor 2 Factor 3 Factor 4 Factor 5 Factor 6 Factor 7 Factor 8 

Factor 1  Pearson 

Correlation 
1 .358

*
 -.096 .042 .225 -.097 .406

**
 -.191 

Sig. (2-tailed)  .011 .509 .773 .116 .504 .003 .183 

N 50 50 50 50 50 50 50 50 

Factor 2 Pearson 

Correlation 
.358

*
 1 .011 -.050 -.067 -.181 .274 -.021 

Sig. (2-tailed) .011  .937 .728 .643 .209 .054 .884 

N 50 50 50 50 50 50 50 50 

Factor 3 Pearson 

Correlation 
-.096 .011 1 .208 .216 .103 -.121 -.200 

Sig. (2-tailed) .509 .937  .148 .131 .477 .403 .165 

N 50 50 50 50 50 50 50 50 

Factor 4 Pearson 

Correlation 
.042 -.050 .208 1 -.132 .225 -.048 -.178 

Sig. (2-tailed) .773 .728 .148  .361 .117 .742 .217 

N 50 50 50 50 50 50 50 50 

Factor 5 Pearson 

Correlation 
.225 -.067 .216 -.132 1 -.126 .211 .169 

Sig. (2-tailed) .116 .643 .131 .361  .384 .140 .240 

N 50 50 50 50 50 50 50 50 

Factor 6 Pearson 

Correlation 
-.097 -.181 .103 .225 -.126 1 -.019 -.247 

Sig. (2-tailed) .504 .209 .477 .117 .384  .894 .084 

N 50 50 50 50 50 50 50 50 

Factor 7 Pearson 

Correlation 
.406

**
 .274 -.121 -.048 .211 -.019 1 -.058 

Sig. (2-tailed) .003 .054 .403 .742 .140 .894  .688 

N 50 50 50 50 50 50 50 50 

Factor 8 Pearson 

Correlation 
-.191 -.021 -.200 -.178 .169 -.247 -.058 1 

Sig. (2-tailed) .183 .884 .165 .217 .240 .084 .688  

N 50 50 50 50 50 50 50 50 

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

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

     

It is observed from Table 4 that there is positive correlation between Factor 1 (Team Orientation and 

Development) and Factor 2 (Facilities and Environment)  with ‟r‟ value of 0.358, Factor 5 (Rules and 
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Regulations) with „r‟ value of 0.225 and Factor 7 (Inter personal relations) with „r‟ value of 0.406 at 99% 

confidence level and 1% significant level. This indicates that leaders‟ behaviour towards Team 

Orientation and Development and Facilities and Environment as well as Interpersonal relations are 

slightly positively correlated. It is observed that there is positive correlation between Factor 2 (Facilities 

and Environment) and Factor 7- (Self-Management) with ‟r‟ value of 0.274. This asserts that Team 

Orientation and Development and Self-Management are positively correlated. It is observed that there is 

positive correlation between Factor 3 (Motivation and Rewards) and Factor 4 (Risk-taking) with ‟r‟ value 

of 0.208,  Factor 5 (Rules and Regulations) with „r‟ value of 0.216 and Factor 6 (Delegation) with ‟r‟ 

value of 0.103. This indicates that leaders‟ behaviour towards Motivation and Rewards and Risk-taking 

and Delegation are positively correlated. It is observed that there is positive correlation between Factor 4 

(Risk-taking) and Factor 6 (Delegation) with ‟r‟ value of 0.225. This denotes that leaders‟ behaviour 

towards risk-taking and delegation are positively correlated. Leaders who would like to take risk would 

delegate the duties to their subordinates. Furthermore, there is a positive correlation between Factor 5 

(Rules and Regulations) and Factor 7 (Self- Management) with ‟r‟ value of 0.211 and Factor 8 

(Interpersonal Relations) with „r‟ value of 0.169. This articulates that leaders‟ behaviour towards Rules 

and Regulations and Self-Management as well as Interpersonal relations are positively correlated. Nicely, 

Palakurthi, & Gooden, (2011) also found that there is statistically significant positive correlation 

(r =0.16; p =0.03) between the variables "Take work-related risks" and "Constantly seek knowledge.” 

Therefore, it can be stated that the more a manager takes work-related risks, the more he or she constantly 

sought knowledge. Consequently, risk-taking could create a hunger for new knowledge within 

individuals. They also propose that risk taking behaviour of leader makes the organization to perform 

better because it results in innovation. 

It is also seen from Table 4 that there is positive correlation between Factor 3 (Motivation and Rewards) 

and Factor 4- (Risk-taking) with ‟r‟ value of 0.208. Thus, null hypothesis is rejected. 

 

Hypothesis 3 

Ho: Leadership style is not influenced by Facilities and Environment of the organization. 

 

Facilities and Environment (Factor 2) consists of statements concerned with facilities available in the 

bank and the environment prevailing  such as “I enjoy the working environment in my bank”, “State of 

the art technology is important get maximum results from the employees” and “My performance depends 

on the resources available in the bank.” 

 

Regression analysis was performed to evaluate the influence of facilities and the environment prevailing 

in the bank on the leadership style adopted by the leader. 

 

Table 5: Regression Results 

ANOVA 

Model Sum of Squares Df Mean Square F Sig. 

1 Regression .245 1 .245 .596 .444
a
 

Residual 19.755 48 .412   

Total 20.000 49    

a. Predictors: (Constant), Factor 2 

b. Dependent Variable: Style 
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Table 6: Regression Results 

Coefficients  

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig.(p) 

It is significant at 95% 

confidence level i.e 5% 

significant level. As it is 

less than .05 
B Std. Error Beta 

1 (Constant) 2.916 .932  3.129 .003 

Factor2 -.196 .254 -.111 -.772 .444 

a. Dependent Variable: Style 

 

The regression analysis reveals that leadership style is not influenced by the Facilities and the 

Environment of the bank. Thus, null hypothesis is accepted. Since the p value is less than 0.05, the 

researchers have accepted the null hypothesis. This means facilities and the environment has no impact on 

the leadership style adopted by the leader rather it is related to his/her personality factors or traits. This 

result is in conformity with Greatman‟s Trait Theory of Leadership.  

 

Hypothesis 4  

Ho: There is no relationship between gender of leader and use of Motivation and Rewards.  

 

Table 7: Chi-Square Test Results 

 
Value Df 

Asymp. Sig. (2-

sided) 

It is not significant at 95% 

confidence level i.e 5% 

significant level. As it is greater 

than .05 
Pearson Chi-Square 2.587

a
 6 .859 

 

Table 7 shows the relationship between gender and motivation and rewards used by the leader. There is 

no significant influence of gender on the use of motivation and rewards. (p>.05) Hence, there is not much 

difference between the opinion of male and female respondents. Accordingly, null hypothesis is accepted 

and alternate hypothesis is rejected. These results indicate that men and women engage in this leadership 

behavior to the same extent. There is no significant influence of men and women on certain aspects of 

leadership behaviour.  

Conclusion 

Banks‟ performance is highly influenced by their leaders‟ performance. The leader‟s behaviour has an 

impact on the overall performance of the bank and its employees. Through factor analysis, the authors 

have identified various factors which influence the leader‟s behaviour towards bank performance. 

Through data reduction, the identified factors were ranked using mean. Interpersonal Skills showed the 

highest acceptance among the respondents. Bank leaders affirmed that Interpersonal relations play a 

significant role in the enhancement of employees‟ performance.  Team Orientation and Development is 

the most crucial aspect in the enhancement of employees‟ performance. However, there is no correlation 

between the age of the leader and the behaviour towards employees‟ team orientation and development.   

 

Pearson correlation of this study confirmed that there is a positive relationship between the risk taking 

behaviour of the leaders, motivation and rewards. A good reward system boosts employees‟ performance. 

Satisfactory reward practices can motivate the right performance, attract and retain the right people and 

create a supportive and good working climate within an organization.  On the use of motivation and 
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rewards, this study revealed that there is not much difference between the male and female leaders.  This 

implies that leaders have to take risks to achieve the objectives of the organization. Future studies can be 

focused on the leadership styles of other financial institutions or manufacturing organisations.   
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