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ABSTRACT  

The purpose of the current study was to investigate the role of followership on the transactional leadership style by changing the paradigm by 

integrating the effect of trust and leader-member exchange. The proposed hypotheses were tested in AMOS-SEM and SPSS. Quantitative 

method was used. Data was collected from 348 female PETs respondents from E&SD, KP Pakistan. The results indicated that followership has a 

positive and significant role upon all three dimensions of transactional leadership (contingent rewards, management by exception active and 

passive, whereas, trust and LMX has a significant mediating role between followers and transactional leaders. The study is carried out in context 

of the emerging economies so, results may not be generalized to other countries. This study empirically tested Khan et al., (2019) and Shamir 

(2007) “reversing the lens” perspective and extended the body of knowledge on social exchange theory.  
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Introduction  

Research on the followership in shaping the 

leadership style is getting momentum across the 

management researchers in the last two decades in 

general and developing countries like Pakistan in 

particular. It opens new ways to study leadership 

and a leader’s behavior from the follower’s angle. 

Studies have been conducted to investigate the 

mediating effect of trust between followership 

dimensions and transformational leadership style, 

however, review of the literature points that still 

there is a dearth of research on the followership, 

leader-member exchange (LMX) and transactional 

leadership style. Likewise, previous studies used 

the trust in leadership as a mediator, however, 

leader-member exchange need to be tested to 

know the mediating role between followership 

and transactional leadership style. The originality 

of this study lies in how followers and their 

characteristics shape the transactional leadership 

style through the mediating effect of trust and 

leader-member exchange (LMX). 

 

Kelley (2008) investigated the behavioral 

dimension of followership, and Meindl (1995) 

explored the relational aspect, while Sy (2010) 

examined the cognitive and DeRue and Ashford 

(2010) studies the constructionist aspect of the 

followership.  All these studies discussed the 

followers’ perspective concerning the leadership 

model.  However, Shamir (2007) have excluded it 

from the leadership model, it is evident from his 

findings that leadership could not be analyzed 

without social phenomenon i.e. teamwork, 

cooperation, and coordination. In the last five 

decades, research on leadership mainly focused on 

the follower’s motivation, and attitude as a 

behavioral product of the leader with leader-

centric theory, and that captured the attention of 

researchers like Judge and Piccolo (2004). This 

was a major shift in leadership research. Yet, very 

limited studies could be found on the outcomes of 

leaders as a consequence behavior of the followers 

(Benson et al. 2016). Today, researchers like 

Carsten et al. (2018) are more inclined to 

investigate the leadership from the perspective of 

the followers that opened new vistas to identify 

leader and employee relation (Blair and Bligh, 
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2018). The relationship between followers and 

transactional leaders is based on negotiation and 

expectations, clarifying responsibilities, and 

receiving rewards on completion of tasks. 

Followers expect rewards from their leaders while 

transactional leaders identify the targets before 

their followers. Followers can play a significant 

role by supporting their transactional leaders to 

achieve targets. According to Kouzes and Posner 

(2011), follower’s trust is a basic unit that holds 

organizations as a system, to reshape transactional 

leader’s behavior, it is important to establish a 

trusting relationship between followers and 

leaders (Khan, Busari, Abdullah & Mughal, 

2018). In addition to this relationship, leader-

member exchange (LMX) plays a significant role 

in developing and establishing a relationship 

between followers and leaders. LMX helps both 

followers & leaders to have friendly social 

behavior which may lead to creativity, high 

morale of followers, and promote teamwork 

(Asgharian, Anvari, Ahmad, & Tehrani, (2015). 

 

This research was conducted to study and examine 

the significant aspect of research on the leadership 

and to find the empirical evidence of followership 

in shaping the transactional leadership style, the 

mediating effect of the trust, and the leader-

member exchange (LMX), the area of significance 

in leadership model which is presently ignored by 

the studies that how and to what extent the 

followership dimensions change the transactional 

behavior of the leadership, the level of followers’ 

trust in leadership (TL) and leader-member 

exchange influence the projected relationship. 

 

Theoretical Review and Hypothetical 

Development  

 

This section gives an overview of the theoretical 

background based on which theoretical model was 

developed and hypotheses of the study were 

proposed. 

Conceptualization and Role-based View of 

Leadership 

Based on the work of Kelley (1992), researchers 

are following the notion that a follower can 

strengthen the leadership processes and their 

performance. Kelley approach has two attributes 

i.e. active engagement (AE) and independent 

critical thinking (ICT). According to Kelley, the 

followers with high critical thinking give a 

positive criticism. They dare to disagree with the 

decision of the leader, and they avoid being a 

blind follower. Contrary to this view, Brumm and 

Drury (2013), Khan et al. (2019) have identified 

that followers who have high AE qualities could 

be active engagers and support to the leader.  

The ideal followers have high engagement and 

critical thinking (Kelley, 1992, 2008). They are 

more helpful to provide substitute solutions, 

question the decisions of the leader, and bring 

changes. On the contrary, according to Uhl-Bien 

et al. (2014) and Kelley (1992, 2008), the 

followers’ low level of engagement makes the 

followers passive. Carsten et al. (2018) gave an 

idea of proactive followers, according to them, 

this type of followers believe that they must 

follow their leader, and must act as copartners 

presenting their innovative and novel ideas and 

opinions in pointing out the problems and 

suggesting the way-out to effectively accomplish 

the goals. Likewise, Collinson (2006) and Lord 

and Brown (2004) discussed in their studies the 

role-based view of the followers i.e. styles, role 

orientation, followers’ identities, characteristics, 

and theories. They further investigate that how the 

behavior and identities of the follower shape the 

attitude, behavior, and effectiveness of the leader. 

Similarly, Shamir (2007) discussed the leader-

centric approaches, according to him, the role-

based approach of followership emphasizes on 

how followers could influence the leaders’ 

attitude, behavior, and outcomes. Shamir used 

characteristics, behavior, and styles as predictors, 

and styles, behavior and characteristics as 

criterion or moderators. Shamir’s stance signifies 

the followers being the active agents that might 

affect the behavior of the leader. This implies that 

followers can play a critical role in the 

organizational hierarchy. 
 

Transactional Leader’s Attitude, Behavior, and 

Outcomes 

Transactional leadership is widely studied in the 

theories and research on leadership in recent years 

(Khan, Abdullah, Busari, Mubushar & Khan, 
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2019). Even though studies viewed it as an 

integral part of the followers’ needs. However, 

Burns (1978) argued that the action of the 

followers largely depends on the personality and 

approach of the leadership.  

There is an assumption that transactional leaders 

can influence the followers more in contrast to the 

transformational leaders (Maroosis, 2008). The 

effective communication of the vision and selfless 

performance are its main motivators. Crossman 

(2018) and Uhl-Bien et al. (2014) argued that 

transactional leaders specify the targets before 

their followers and promise to offer rewards and 

benefits upon the accomplishment of the defined 

targets. This is the main strength of the 

transactional leadership in a leader centric 

perspective. Therefore, reversing the paradigm of 

followership research, it is imperative to realize 

how the influence of the followership dimensions 

replicated in the outcome of transactional 

leadership. 

Several studies have been undertaken to 

investigate the role of transactional leadership 

however, it is critical to assess all the three 

constructs collectively. Moreover, studies assert 

that each dimension influences the response of the 

followers differently. It is reported by Deinert et 

al. (2015) that there is a need to analyze 

transactional leadership as an individual construct. 

Therefore, this research was undertaken to study 

the influence of the followership upon the 

transactional leadership to get a deeper 

understanding of the phenomenon under study.  

Succinctly, Khan et al. (2019) have claimed that 

the significance effect of the followership on the 

behavior of the leadership could be studied 

through the lens of SET. The leader and follower 

association with regard to transactional leadership 

style provides a significant ground for the award 

of the contingent rewards to the followers 

(Antonakis & House, 2013). Therefore, it is 

appropriate to say that the relationship between 

reward and trust is a very complicated 

phenomenon as both parties perceive and interpret 

it differently. Followers perceive it for bonus or 

reward, simply implies, how it is used? This 

greatly influences the intentions of followers and 

their trust on a leader (Bligh, 2017).  

 

The transactional leadership style has a positive 

significant relationship with trust, followership, 

and leader-member exchange (Asencio, 2016). 

Whereas, according to Oreg (2006) lack of trust in 

leadership results in affective, cognitive, and 

behavioral resistance. This leads to increase 

anxiety, frustration, and anger among followers, 

and here resistance and question start. Neves and 

Caetano (2009) found it as a vital factor to 

transform the attitude and behavior of the 

transactional leaders. 

 

LMX and Trust  

Trust of followers on the leader in an organization 

is defined by the Academy of Management 

Review as one's “motivation to be susceptible” 

(Mayer, et al, 1995). According to McAllister 

(1995) trust is the name of “an individual’s belief 

in, and his response to accept and act based on the 

words, actions and decisions made by a leader” (p. 

25). Graen & Uhl-Bien (1995) examined trust and 

LMX in association with follower-leadership. 

According to them, follower-leader relationship 

depends on the quality of trust, if the quality of 

trust is high, then the relationship will be positive, 

stronger, and vice versa.  

There are three kinds of trust i.e. calculus-based 

trust, knowledge-based trust, and identification-

based trust. The calculus-based trust (CBT), 

identification-based trust (IBT), and knowledge-

based trust (KBT) develop a sustainable 

relationship. Researchers have reported that LMX 

quality increases with the increase in the level of 

trust (Uhl-Bien et al. 2000).  Further, the social 

exchange theory (SET) views the relationship 

between trust and LMX and argues that followers 

expect more rewards, better working relationships, 

a friendly attitude, and behavior from the 

supervisor besides greater assistance. Therefore, 

the rewards in response to contribution and efforts 

made by the follower strengthen or weaken the 

LMX. If leaders play down the sentiments of 

followers at this stage, then followers may start 

questioning and making reasons, that further 

develop resistance and agitational attitude among 

the followers, lead toward diminishing the 

subordinate’s trust, commitment, and loyalty.  
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Hypotheses and Framework Development 

Social exchange theory explained the positive role 

of managers and organizations in developing 

positive attitudes of followers. In the current 

study, researchers have reversed the 

paradigm/lens of social exchange theory. This 

study has investigated the social exchange theory 

from a follower’s perspective. The self-interest 

concept of SET links the rewards and benefits 

with the performance and drives the followers to 

act or behave in a specific way. Blau (1964), Khan 

et al. (2019) and Gould-Williams & Davies (2005) 

have reported that fairness, trust, and justice 

enhances the relationship between follower and 

the leader. According to Stafford et al. (2014), 

SET helps both parties to have a good 

relationship. Northouse (2013) supported and 

added that if a high-quality relationship is based 

on trust, it removes communications barriers and 

allows the followers and leaders to accept the 

challenges and ongoing demands of the 

organizations. However, from followership 

perspective, the followers only control the 

transactional leader’s behavior through theory 

perceptions and attitude (Khan et al., 2019).  

 

The below schematic diagram of parallel 

mediation model based the theory illustrates the 

relationship and influence of the predictor 

(followership) over the criterion variables 

(transactional leadership). It also highlights the 

role mediators (trust and leader-member 

exchange) between followership and transactional 

leadership.  

 
Figure 1. Schematic Diagram of Theoretical 

Framework 

 

Followership, Trust, leader-member exchange 

and Transactional Leadership 

The leaders and followers are the two major 

components of human created organizations, who 

play significant role in the success of otherwise 

failure of any organization including educational 

institutions. The intimate and better working 

relations between these two human factors of the 

organization yield varying results i.e. positive as 

well as negative. The relationship between 

followers and transactional leaders is based on 

expectations, negotiation, clarifying roles, and 

giving and receiving rewards and recognition on 

completion of tasks (Khan, Busari, Abdullah & 

Mughal, 2018). Leaders specify the roles and 

targets before followers and followers expect 

rewards and recognition from leaders (khan et al., 

2019). In this exchange relationship, trust, and 

leader-member exchange (LMX) plays an 

important role between followers and leaders. 

Therefore, management and employees must 

develop a trust-based relationship (Khan et al., 

2018). A follower plays a significant role in 

modifying the transactional leader’s behavior. 

Active followers go beyond the expectations and 

produce high-quality work. According to Judge 

and Piccolo (2004), transactional leaders adopt 

consultative style which is based on follower’s 

needs and desires. In this way, followers and 

leaders build confidence in each other and put 

efforts to reach the destination. 

According to Busari, Khan Abdullah, and Mughal 

(2019), followers trust their leader on a condition 

that their benefits and interest should not be 

compromised. Trust is an important component in 

leader-member association. In social exchange, 

there is no prior agreement between two parties 

(Shamir et al., 2018). If leaders want their 

followers to act beyond expectations, they have to 

win the confidence of followers (Bligh, 2017). 

Therefore, it is concluded from the above 

discussion that trust and leader-member exchange 

are important elements in follower-leader 

relationship. In past studies, Khan et al. (2018) 

reported the positive and significant relationship 

between the active engagement of the follower 

along with their independent and critical thinking, 

besides the trust on the transactional leadership. 
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Likewise, Khan et al., (2019) also reported a 

positive and significant relationship between trust, 

leadership styles, and followership dimensions. 

Trust plays both mediating as well as moderating 

roles between follower-leader relationships 

(Busari et al., 2019). A study conducted by 

Shamir et al (2018) have found that followers 

have a critical role in reshaping the behavior of 

leadership. Earlier, Khan et al. (2019) used 

followers as predictor and trust as a mediator, in 

the same way, the current study has used 

followership as the predictor, trust as mediator 

and transactional leadership as criterion variables.  

In addition, Khan et al. (2019) suggested to use 

leader-member exchange (LMX) as a mediator in 

future studies, this gap has been filled in the 

current study, and this study has contributed to the 

body of knowledge by adding LMX as a mediator 

in social exchange theory.  

Based on the above discussion, and schematic 

diagram of the theoretical framework of the study, 

we propose the following hypotheses: 

H1a: There is a significant relationship between 

predictors, mediators, and criterion. 

H1b: Followership has a positive effect on trust. 

H1c: Followership has a positive effect on leader-

member exchange. 

H1d: Trust has a positive effect on LMX. 

H1e: Followership has a positive effect on the 

transactional leadership style.  

H1f: Trust has a positive effect on the 

transactional leadership style 

H1g: LMX significantly influence the transactional 

leadership style. 
 

H2a: Trust mediates between followership and 

LMX 

H2b: LMX mediated between trust and 

transactional leadership style. 

H2c: Trust and LMX are the significant mediators 

of followership and transactional leadership style. 

 

Methods  

Quantitative methods are appropriate for testing 

theories and analyzing relationships among 

variables (Antonakis et al., 2013; Creswell and 

Creswell, 2013). This study aimed to find the 

mediating role of trust and leader-member 

exchange on the relationship between predicting 

variable (followership) and the criterion variables 

(transactional leadership) based on social 

exchange theory. The study, therefore used 

quantitative, deductive, cross-sectional survey.  

 

Participants 
  

Due to rapid managerial and technological 

changes, the education sector is also passing 

through transformation. Today’s organizations are 

more complicated and twisting in terms of 

responsiveness and use of digital technologies in 

teaching-learning process inter alia the 

management of the educational institutions. The 

diverse culture of the education sector attracts the 

researchers and academicians to conduct studies. 

Previous studies were based on leadership (Imtiaz 

et al., 2015) and one study was conducted in the 

telecom sector (Khan et al., 2019) has used 

followership dimensions as a predictor and 

transformational leadership behavior as criterion 

variables. Based on the above-mentioned reason, 

it is evident that no study has been conducted to 

explain the importance of followers in shaping the 

behavior of transactional leadership in the 

elementary and secondary education. The 

population of the study was female teachers of the 

health and physical education from Khyber 

Pakhtunkhwa province Pakistan. A total of 400 

questionnaires were distributed and 348 

completed questionnaires were used in the 

analysis through convenient random sampling. 

The population of study was 3661 female PETs 

Using Krejcie and Morgan (1970) table, sample 

size was determined as 348. Questionnaires was 

composed in google forms, due to COVID19, 

there were movement restrictions, therefore, 

researcher was unable to administer the 

questionnaire personally as was initially planned. 

Then, the strategy was reviewed and changed to 

mailed survey, finally, the questionnaires were 

sent to sample respondents through email as well 

as WhatsApp group of the Physical Education 

Teachers Officers Association. Though initial 

response was not much encouraging, however, 

reminder and use of official channel have 

increased the response rate. 

Results of respondent’s personal information 

revealed that the majority of the respondents were 
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female physical education teachers i.e. 184 

(52.87%), followed by male counterparts i.e. 164 

(47.12%). Regarding education, majority of the 

respondents participated in the survey were 

diploma holders i.e. 200 (57.47%), followed by 

those respondents holding bachelor degrees 105 

(30.17%), 36 (10.34%) were having master 

degrees, while only 7 (2.011%) respondents were 

having doctoral degrees in elementary and 

education sector.  Further analysis of the results 

indicated that majority of respondents belong to 

the age group of 20-30 years, i.e. 128 (36.78%) 

followed by 41-50 years of age group, i.e. 90 

(25.86%), 75 respondents belong to 31-40 years of 

age group (21.55%) and only 55 respondents 

belong to 51-60 years of age group (15.80%). 

Concerning experience, most of the participants 

were having 1-5 years of experience (44.82%), 

followed by a group having 6-10 years of 

experience, i.e. 64 (18.39%), 60 respondents were 

having 11-15 years of experience i.e. (17.24%), 

while only 39 respondents were having experience 

of 16-20 years, (11.20%), and 29 respondents 

were having more than 20 years of experience i.e. 

(8.33%). Respondents were also asked about their 

income. 123 respondents had income range 

between 20-30 thousand PKR i.e. (35.34%), while 

77 respondents had income range between 31-40 

thousand PKR, i.e. (22.12%), 67 participants were 

having income between 41-50 thousand PK, i.e. 

(19.25%), 50 teacher’s income was in the range of 

51-60 thousand PKR, i.e. (14.36%), only 31 

(8.90%) had income more than 60 thousand PKR.   
 

Measures 

Bass and Avolio (2003) multifactor leadership 

questionnaire (MLQ) were used by Khan et al. 

(2019) on a five-point Likert scale. 1=strongly 

disagree to 5= strongly agree. Similarly, the trust 

instrument was developed by Gillespie (2003). It 

has five items and it was measured on a five-point 

Likert scale. Trust scale was also used and 

validated by Khan et al. (2018; 2019). In the same 

way, the instrument for followership was 

originally developed by Kelley (1992) but for the 

current study, it was adopted from Khan et al. 

(2019).  

Data Analysis 

The design of the study and schematic diagram 

suggested the correlation, regression, and 

mediation analysis. AMOS software is the first-

generation software in structural equation 

modeling, and it is the most appropriate software 

for analyzing the complex model, therefore, SPSS 

and AMOS-SEM were employed to analyze the 

data. At the first stage, researchers have developed 

the measurement model for the purpose to know 

the internal consistency of scales through 

reliability analysis, and convergent and 

discriminant validity of the instrument. In the 

second stage, the structural model was developed 

to test hypotheses, and bootstrapping was run.  
 

Results  

To test the hypotheses of the study, a structural 

model was run in AMOS-SEM. Hair et al., (2017) 

gave the below criteria of indices for model 

fitness.  
 

Table-1: Evaluating the Model Fit 
Fit Measures 

Test Value Test Value 

GFI >.90 CFI >.90 

RMSEA <.08 NFI >.90 

RFI >.90 IFI >.90 

TLI >.90 ChiSq/df <.50 
 

The below given figure-2 explains the results for 

the structural model for four latent variables and 

their constructs. All the indices shown in the 

figure-2 fully meet the standard criteria of Hair et 

al (2017) given in above table-1. 

 
Figure-2: Structural Model 

 

Measurement Model  

Hair et al. (2017) provided threshold values for 

assessing the measurement model. Factor loadings 

>0.50, average variance extracted >0.50, 

composite reliability>0.70, Cronbach alpha >0.70. 
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It is concluded that values presented in table-1 

fully meet the standard threshold criteria thus, it 

establishes the convergent validity and reliability 

of the instrument of the study. Furthermore, the 

discriminant validity of the instrument was also 

checked by Fornell-Larcker criterion and the 

discriminant validity was established as could be 

seen in the following table-2.  

Table-2: Measurement Model 
Variabl

es 

Attrib

utes 

CFA 

Loadi

ngs 

CR AV

E 

F-

Larc

ker 

Cronb

ach 

Alpha 

Follower

ship 

AE 0.81 
0.8

28 

0.7

07 

  

 ICT 0.87 0.840 0.703 

TRSL CR 0.79 
0.8

67 

0.6

85 

  

 MEA 0.81 0.827 0.866 

 MEP 0.88   

Trust T1 0.89 

0.8

44 

0.5

83 

  

 T2 0.89   

 T3 0.58 0.763 0.827 

 T4 0.64   

LMX LMX1 0.65 

0.8

85 

0.5

65 

  

 LMX2 0.88   

 LMX3 0.84   

 LMX4 0.72 0.751 0.882 

 LMX5 0.72   

 LMX6 0.67   

Note: F-Larcker, Fornell-Larcker criterion for discriminant 

validity, TRSL, Transactional Leadership Style, T, trust, 

LMX, leader-member exchange 

  

Bivariate correlation was used to test H1a. Tale-3 

shows mean and the standard deviation of the 

variables used in the study. The highest mean was 

scored by the trust M=4.08, S.D=0.672, followed 

by LMX M= 4.037, S.D=0.673. Followership and 

transactional leadership styles mean score was 

low M= 3.93, S.D=0.605, M=3.715, S.D=0.668. 

Trust and LMX exhibit their important role in 

follower-leader relationship. The relationship 

among all the variables used in this study is found 

positive and significant. This implies that when 

followers have high active engagement and high 

independent critical thinking, then, their 

association with transactional leaders will be 

positive, similarly, trust and LMX have a positive 

and significant relationship with followership and 

transactional leadership style. It means that a high 

level of trust and LMX result in the high-quality 

relationship between followers and leaders as 

could be observed from the results given in the 

table 3. Therefore, our proposed H1a is 

substantiated and accepted. 
 

Table-3: Mean, Standard Deviation & Correlation 

     Mean S.D 

Follo

wers Trust LMX TRSL 

Followers 3.93 0.605 1    

Trust 4.08 0.672 .425** 1   

LMX 4.037 0.673 .403** .533** 1  

TRSL 3.715 0.668 .418** .506** .423** 1 

 

Notes: LMX, Leader-member exchange, TRSL, Transactional 

Leadership Style, Follower, Followership**. Intercorrelation at 

0.01 level of significance (2-tailed). 
 

Direct & Indirect (Mediation analysis) effect 

hypotheses testing 

The structural model was developed for 

hypotheses the testing in AMOS-SEM (see Figure 

2). Table-4 shows the results of the direct and 

indirect effects. The value of R
2
 in the model was 

0.38 (38%) show the predicting power of the 

independent variable i.e. followership on the 

criterion variables i.e. transactional leadership. It 

was found that H1b followership has positive 

effect upon trust (β=0.722, t=7.348, p<0.01), for 

H1c, (β=0.335, t=3.747, p<0.01) for H1d, 

(β=0.330, t=5.565, p<0.01). Likewise, for H1e, 

(β=0.404, t=4.312, p<0.01), in the same way for 

H1f (β=0.206, t=3.460, p<0.01) and for H1g, 

(β=0.169, t=2.609, p<0.01) respectively. The beta 

(β) coefficient also called the standardized 

regression coefficient shows a unique contribution 

of predictors towards an outcome. For example, 

for H1b beta (β) =0.722 means that a one-unit 

increase in predictor variable 72.2% increase is 

possible in the criterion variable.  
 

 

For H1c, a one-unit increase in followership can 

increase by 33.5% in LMX. Similarly, for (β1d) 

=0.330 indicates that 1-unit change in trust 33% 

change is possible in LMX. For, (β1e)=0.404 

explain the one-unit change in followership could 

bring a 40.4% change in transactional leadership 

style, and for (β1f, β1g)=0.206, 0.169, indicated that 

one-unit change in trust and LMX 20.6% and 

16.9% change is possible in transactional 

leadership style. However, followership exhibits 

the highest beta (β) values while the lowest beta 

(β) value is shown by LMX.  
 

Table-4: Direct & Indirect Effects Hypotheses Testing 
Direct  Β S.E t Indirect β LBC UBC 

FLSTrust 0.72 0.09 7.34 
FLSTrust
LMX 

0.2
3 

0.12 0.33 

FLSLMX 0.33 0.09 3.74 TrustLMX
TRSL 

0.0
5 

0.01 0.13 
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TrustLMX 0.33 0.05 5.56 FLSTrust

LMXTRSL 

0.2

4 

0.13 0.27 

FLSTRSL 0.40 0.09 4.31     

TrustTRSL 0.20 0.06 3.46     

LMXTRSL 0.16 0.06 2.60     

 

Notes: LMX, Leader-member exchange, TRSL, 

Transactional Leadership Style (FLS) Level of 

significance for all value was 0.00 

Discussions  

 This study was aimed to determine the 

influence of followership through trust and leader-

member exchange on the transactional leadership 

style. All factor loadings of the scale met the 

minimum threshold value recommended by Hair 

et al., (2017). Likewise, the AVE, CR, Fornell-

Larcker for convergent and discriminant validity 

were all above the standard values. This 

establishes the internal consistency, reliability, 

and validity of our scales. The significance of the 

leader and follower could be easily recognized in 

the current organizational landscape. Yet, the 

relationship between the leader and follower is 

required to be ensured to keep the resistance at 

minimum (Uhl-Bien, 2011: 75-108). It implies 

that the leader should have to show willingness to 

lead, while, on other hand, follower reciprocate 

the same behavior i.e. willingness to obey and 

follow. However, till now, this willingness lacks 

in both parties to guarantee symbiosis. The way a 

leader leads and the path the follower follows, 

plays instrumental role in the leader-follower 

relationship. This necessitates the development of 

synergistic relationship between leader and the 

follower. 

 

The results point that followership and its 

dimensions positively and significantly predict 

transactional leadership behavior. This confirms 

Shamir (2007) and Khan et al., (2019) “reversing 

the lens” perception about followership. It implies 

that followership has a significant role in shaping 

the behavior of leadership. Based on the results, 

this study highlights that followership has a 

powerful influence on trust followed by 

transactional leadership, though the role of LMX 

is not much significant. It is hereby noted that due 

to non-charismatic leadership behavior, though, it 

is not the behavioral trait however, it is related to 

the response of followers. The transactional 

leaders specify the targets before followers and 

link them with rewards. This boosts the level of 

motivation among employees thereby they 

perform their best to their potentials, hence, result 

in greater contribution and enhanced performance. 

The findings of the study are consistent with Khan 

et al (2018), according to them, trust is a 

significant mediator between the followers and the 

transactional leadership. In the present study, trust 

partially mediated the relationship between 

followership dimensions (active engagement and 

independent critical thinking) and transactional 

leadership (contingent rewards, management by 

exception active and passive).  
 

Additionally, the current study used LMX as a 

mediator (leader-member exchange) to investigate 

the importance of the LMX between the 

followership and the transactional leadership. The 

findings revealed that LMX plays a significant 

role in the follower-leader relationship. LMX 

partially mediated the follower-leader 

relationship. The results of this mediation suggest 

that the strong and intimate bond of relationship 

between the follower-leader result into better 

understanding and sound working relationship 

among the follower-leader thus, the task assigned 

to a follower by the leader bear sweet fruits. 

Similarly, if promised rewards are not 

materialized on time, it might affect the follower’s 

level of trust, thereby the level of commitment and 

job satisfaction also decreases. Lack of interest in 

work, buck-passing and political play occurs and 

thus lead to decreased performance of the 

individual as well as the corporate level in the 

organization.  
 

This study reversed the lens using social exchange 

theory to investigate the empirical evidence of 

followership in shaping the transactional 

leadership style. The study concludes that 

followers with high active engagement and 

independent critical thinking play an active role in 

shaping transactional leaders’ behavior. In the 

early studies, researcher have thoroughly explored 

and investigated the impact of followers upon the 

transformational leadership style with the 

mediating impact of trust, they reported that 

followers significantly transform the 

transformational leader’s behavior through 

mediating role of trust (Khan et al., 2019).  
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Conclusion 

It is concluded that followership can change a 

leader’s behavior. Trust play an important role in 

this exchanged relationship (Shamir et al., 2018). 

It is also concluded that followers do not only 

engage themselves for rewards but can provide 

feedback to leaders. The current study pointed out 

the grey areas through a review of the previous 

studies on social exchange theory and found the 

by ignoring of followers’ dimension. Finally, it is 

concluded that the followership role is 

participative and active not passive (Grant et al., 

2011; Khan et al., 2019; Busari et al., 2019; Gupta 

et al., 2020; Scandura et al., 2008).  

 

Theoretical Contributions 

Previous studies on Social exchange theory gave 

much attention to leaders and limited attention 

was paid to followership and its dimensions. 

Findings of the current research supported the 

notion of Shamir (2007) and Khan et al. (2019) 

that the follower’s role is active, participative, and 

not passive. Followers support their leaders by 

establishing a strong relationship with them and 

help them achieve their targets on time. A strong 

theoretical contribution of the study is that 

followers are not passive, and they are not at 

receiving end always, rather they play their active 

role by participating in organizations affairs, thus, 

leaders took the breath of relaxation, pay attention 

to more significant aspects of management the 

organization to materialize maximum of the 

organizational objectives.  
 
 

Practical Contributions 

In many organizations, much emphasis is given to 

leadership by ignoring the follower’s perspective. 

This study highlighted the positive and active role 

of followers. They are considered as active, 

participative, and not passive. Elementary and 

secondary education must pay attention to their 

followers and their development so, that they may 

be able to make a better relationship with their 

leadership (Carsten et al., 2018). Organizations by 

focusing on followers might get positive support 

from their followers for their leadership and helps 

in creating a supportive and friendly culture in the 

organizations.  
 

 

Limitations and Future Directions 
 

This study has collected data from secondary and 

elementary education, future studies may use 

different samples from other sectors such as 

higher education institutions, pharmaceutical 

industries, sugar, SMEs, and other manufacturing 

industries. In the same way, data may be collected 

from services industries such as banking and 

insurance. The current study has added trust and 

LMX as mediators but still, there is space for 

adding more mediators such as cynical behavior, 

stress, anxiety, and burnout.  
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