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Abstract
This article aims to develop framework of integrative leadership, therefore sub objectives were set to achieve the
key objective of this study. The sub- objectives of this study were to form definition, initial constructs, and items
and examining the content validity of newly developed integrative leadership measure. Thorough understanding
and conceptualization of the various leadership styles and their scales was achieved by the review of literature.
The integrative leadership definition and its framework were built through integration of six leadership types
(transformational, authentic, ethical servant, spiritual and transactional). By means of synthesizing literature on
six leadership styles and asseesment of content validity, initial 13 constructs, more than 100 sub- construct and
72 items of integrative leadership were obtained. In future, researchers should focus on examining construct
validity and reliability of integrative leadership.
Keywords: construct, content validity, integrative leadership, measure
1. Introduction
1.1 Leadership Development and Requirement for Leadership Integration
The leadership development in the organization is getting progressively more critical and strategically imperative
(Leskiw & Singh, 2007). Leadership development involves developing the leader as a whole, such as the
operational, tactical, strategic and personal skills and abilities of manager, how a leader adopts the leadership
characteristics and skills and uses them in an efficient manner not only to perform his assigned job duties but
also beyond the assigned job duties (Abbas & Yakoob, 2009). In the current century, there is great need for social
and organizational change and holistic leadership (Moxley, 2000). There is a prevalent perception and
observation for crises in contemporary leadership. This perception for crunches have motivated researchers and
practitioners identical to call for further advanced approaches in leadership (Woolley, Caza & Levy, 2011). Most
of the leadership styles holds isolated components of leadership (Winston & Patterson, 2006). One can
understand that it is not the fault or mistake of scholars, researchers, consultants and leadership practitioners that
the leadership has been described in parts or with different styles and has not been described as a whole.
Furthermore, Winston and Patterson stated that each researcher’s world view is different and none of the existing
theories of leadership are wrong. Chemers (2000) stated that research on leadership theories and research on
shared thoughts and commonalities among these leadership theories provides a path for integration. Avolio
(2007) recognized that research on leadership theories has reached its level of development, and considering the
dynamic interaction between leaders and its followers, it requires for advancement and should move to the
advance level for integration. Winston and Patterson (2006) proposed the idea of integrative leadership, they
highlighted that integrative leadership is comprised of more than 90 variables, which enhances the thorough
understanding to leadership researchers and practitioners about scope and breath of integrative leadership. Rost
(1993) examined the leadership definitions, and concluded that leadership is based on five-dimensions. Bakker
(2002) evaluated the leadership definitions and suggested that leadership is combination of two elements:
process and behavior. Fernandez, Cho, and Perry (2010) mentioned that, leadership has been described by
different theories, styles, approaches and models. Each leadership theory and leadership style describes the
different pieces of the leadership puzzle and many efforts have been taken by researchers for synthesis and
integration of leadership such as Njoronge (2015); Soria Snyder & Reinhard (2015); Ismail, Hussain & Rashid
(2011); Alimo-Metcalfe & Beasley (2010); Fernandez, Cho & Perry (2010); Morse (2010); Silvia & McGuire
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(2010); Real World Group (2010a); Fernandez (2004); VanWart (2003); Yukl (2002). These studies have paid
great attention to the theoretical underpinnings and advancement in viable integrative leadership framework and
measure. These authors have developed and tested integrated leadership frameworks and models which
combines existing knowledge about leadership effectiveness. However, these studies have limited applicability
as they have focused on collaborative efforts of stake holders (internal and external) for team and organizational
effectiveness and developed specific measures on integrative leadership work in particular context. Moreover,
previous studies have not integrated the leadership styles and did not develop integrative leadership definition
and its measure as a whole of leadership. Subsequently it appears that there is a lack of suitable valid definition
and measure of integrative leadership as a whole. Thus considering the work of (Winston & Patterson, 2006;
Bakker, 2002; Rost, 1993) for leadership effectiveness and leadership success to deal with employee-related
issues, the leadership development framework should be established as a whole. Around the globe various
studies have confirmed the existence of various types of leadership, which clearly shows that leadership styles
such as transactional, transformational, ethical, authentic, spiritual, and servant leadership are widely adopted in
work settings and various scales are developed for these leadership styles to measure their constructs. Primarily
the current study is designed to develop integrative leadership definition and its measure. There is also strong
conceptual and empirical support that leadership styles (such as, transformational, transactional, servant, ethical,
authentic, spiritual and paternalistic) share some common behaviors and characteristics (Oner, 2011; Toor &
Ofori, 2009; Brown & Trevino, 2006; Stone, Russell & Patterson, 2004). This study develops the definition,
constructs and items of integrative leadership measure by integrating leadership behaviors of the six leadership
styles (transformational, authentic, ethical, servant, spiritual and transactional), and examines the content validity
of integrative leadership constructs.
1.2 Literature Review
1.2.1 Leadership and Its Styles
Leadership is well-defined and conceptualized with variety of words and ways such as personality, traits,
behavior, power, interaction and communication styles, role, and job relationships, and administrative work
position (Yukl, 2010). Yukl (2010; 2006) defined leadership as the “process of influencing others to understand
and agree about what needs to be done and how to do it, and process of facilitating individual and collective
efforts to achieve shared objectives” (p. 8). Leadership is a process through which individual leader inspires,
encourages and influences others to accomplish organizational goals. It is also a way through which employees’
self-esteem can be encouraged and enhanced for achieving organizational goals (Javaid & Mirza, 2013, p. 3).
The leadership researchers and authors have defined the leadership within different styles and definitions, no
single definition of leadership appears to cover every situation. Therefore, this section explains the definitions
and concepts of different leadership styles: 1) transformational leadership, 2) authentic leadership, 3) ethical
leadership, 4) servant leadership, 5) spiritual leadership and 6) transactional leadership.
1) Transformational Leadership Style
Bass and Avolio (1990) promoted the ideas of Burns’ (1978) and suggested the framework of transformational
leadership. Transformational leaders cultivate self-interest and also transcend interest for the “group,
organization, or society” (Bass, 1990a, p. 53). Bass (1990) defines transformational leadership as “it occurs
when leaders broaden and elevate the interests of their employees, when they create awareness and acceptance of
the purposes and mission of the group, and when they stir their employees to look beyond their own self-interest
for the good of the group” (p. 21). This kind of leadership is a practice and process to build the commitment of
the followers through organization goals and by entrusting the followers with powers to achieve those goals
(Yukl, 2010). Transformational leadership is considered leadership of morality and ethics because
transformational leadership motivate their group members for team work, serve others, look beyond self- interest
for the group purpose (Burns, 1978). Avolio, Waldman and Yammarino (1991) developed four major
dimensions that build transformational leadership:
i. Idealized Influence
Idealized influence is interesting and charismatic aspect of transformational leadership. Under this aspect, the
leader becomes a role model and is admired and respected by their followers (Bass, 1998; Bass & Avolio, 1994).
As a result, followers exhibit greater level confidence and trust in their transformational leaders (Jung & Avolio,
2000; Bass, 1990). The idealized influence element in transformational leadership contains integrity in the form
of moral and ethical conduct (Traccy & Hinkin, 1998; Kanungo & Mendonca, 1996). The expansion of collective
vision is a fundamental dimension of the idealized influence (Jung & Avolio, 2000). A transformational leader
helps their followers to look at the future, and stimulates them to align their personal interest and values with
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purposes of the group and mutual interest (Jung & Avolio, 2000; Bass, 1998, 1990). Transformational leaders
are whole- hearted and enthusiastic to share risk with their followers (Bass, 1998).
ii. Inspirational Motivation
Inspirational motivation denotes the degree to which leaders provide to their followers a sense of finding goals
and purpose in their work and that goal and purpose develops additional goal that is directed strategy for
organization (Bass, 1985). It involves communicating vision and generating high performance expectation
among the followers. With inspirational motivation, leaders communicate the attractive vision to their followers.
These leaders also motivate their followers by assigning work objectives and challenges (Avolio & Bass, 2002),
as cited in Stone, Russell & Patterson, 2004). Transformational leaders develop spirit of the team, and show
enthusiasm and optimism (Bass, 1998, p. 5). To construct relationship, the inspirational leaders build interactive
communication with followers, and cultural bond is developed between the leader and member.
iii.

Intellectual Stimulation

Transformational style of leaders inspires followers’ “to be innovative and creative by questioning assumptions,
reframing problems, and approaching old situations in new way” (Avolio & Bass, 2002, p. 2); yet the
transformational leaders do not publicly criticize their followers but encourage them openly. Transformational
leaders ask for creative solution and ideas from their followers for a problem and thereby involve them in
problem solving. According to Bass (1990), the intellectually stimulating leaders encourage their followers to try
new approaches and emphasize on rationality.
iv.

Individualized Consideration

Avolio and Bass (2002) mentioned that transformational leader pays individual and personal attention to his
followers, centered on the individual follower’s needs for achievement and growth (as cited in Stone, Russell &
Patterson, 2004). Bass (1998) stated that transformational leader acts as mentor and coach, provides the followers with
encouraging and supportive climate to achieve “higher levels of potential” (p. 6). They recognize and accept the
different desires and needs of their followers. These leaders build and foster effective listening and two-way
communication (Bass, 1998). The leaders delegate task to their followers and unobtrusively monitor those tasks
to see if support or guidance is needed to followers. The net effect of individualized consideration and other
behavior is empowerment (Behling & Mcfillen, 1996).
There are a number of versions of scales for measuring transformational leadership, such as the Transformational
Leadership Questionnaire (Private sector version) developed by Alban- Metcalfe and Alimo- Metcalfe (2007),
and Transformational Leadership Questionnaire (local government version) constructed by Alban- Metcalfe and
Alimo- Metcalfe (2000). Multifactor Leadership Questionnaire (MLQ 5X) by Avolio, Bass & Jung,1999; Bass &
Avolio,1990). Another short measure on Transformational Leadership was given by (Carless, Wearing & Mann,
2000).
2) Authentic Leadership
The prevailing literature relating to the authentic leadership notifies that theory of authentic leadership has
converged around several underlying dimensions (Walumbwa, Avolio, Gardner, Wernsing & Peterson, 2008).
Luthans and Avolio (2003, p. 243) defined authentic leadership as “a process that draws from both positive
psychological capacities and a highly developed organizational context, which results in both greater
self-awareness and self-regulated positive behaviors on the part of leaders and associates, fostering positive
self-development” (as cited in Walumbwa, Avolio, Gardner, Wernsing & Peterson, 2008). Luthans and Avolio
(2003) and May, Chan, Hodges and Avolio (2003) proposed that authentic leadership comprises positive aspects
of morality and high ethical standards that guide behavior and decision making. Authentic leaders are
“individuals who are deeply aware of how they think and behave and are perceived by others as being aware of
their own and others' moral perspective, knowledge, and strengths; aware of the context in which they operate;
and who are confident, hopeful, optimistic, resilient, and high on moral character” (Avolio, Luthans &
Walumbwa, 2004, p. 4). The Gardner, Avolio, Luthans, May and Walumbwa (2005) model of authentic
leadership focuses on the core self-awareness and self-regulation components of authentic leadership. They
identified several distinguishing features associated with authentic leadership self-regulation processes:
internalized regulation, balanced processing of information, relational transparency, and authentic behavior.
Walumbwa, Avolio, Gardner, Wernsing and Peterson (2008) developed the authentic leadership model centered
on previous definitions and produced multidimensional constructs of authentic leadership, comprising four
dimensions, as follows:
Self-Awareness: It is defined to get to know one’s own position in the context of other people living around in
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this world and how one can contribute and influence the different phenomena encountered in daily life. It also
refers to grasp the real substance of one’s own self and explore what one really feels in the context of other’s
perceptions and its ultimate effects on the society.
Relational Transparency: It is mainly concerned with showing one’s true self through providing credible
information as to build confidence and showing real emotions and feelings in order to minimize the ambiguity of
being fake.
Balanced Processing: This balance processing is practiced by leaders who expose that they accurately evaluate all
the relevant data making final decision. Moreover, leaders ask opinions from their followers that challenge their
own profoundly held positions.
Internalized Moral Perspective: An internalized and integrated form of self-regulation, which is guided by internal
moral standards and values versus group, organizational, and societal pressures, and results in expressed
decision-making and behavior that is consistent with these internalized values. The Authentic Leadership
Questionnaire (ALQ), 16 items scale was extensively used to measure authentic leadership which is developed
by Walumbwa, Avolio, Gardner, Wernsing & Peterson, 2008)
3) Ethical Leadership
The leadership effectiveness is associated with perceptions of the leader’s honesty, integrity, fair, principled and
trustworthiness by many researchers (Kuntz, Kuntz, Elenkov & Nabirukhina, 2013; Eubanks, Brown & Ybema,
2012; Den Hartog, House, Hanges, Ruiz-Quintanilla, Dorfman & Globe- Associates, 1999). Trevino, Hartman
and Brown (2000) and Trevino, Brown and Hartman (2003) extended conducted exploratory research to
understand and examine what is meant by the term ethical leadership. The unstructured interviews were
conducted with twenty senior executives and twenty compliance officers in different industries. The interviews’
results found that ethical leaders are honest, fair, trustworthy, principled and ethical decision makers and their
behaviors in personal and professional life were based on ethics and care about people and society. Moral
management is also another important aspect of ethical leadership. The moral management aspect of ethical
leadership formulates ethics as explicit dimension of ethical leadership and also portrays the leader’s positive
and proactive effect on follower’s ethical and unethical attitude. The ethical leaders visibly show role modeling
ethical behaviors and use reward system (reward and discipline) to grasp followers accountable for their ethical
conduct in organization (Trevino, Hartman & Brown, 2000; Trevino, Brown & Hartman, 2003). Brown, Trevino
and Harrison (2005) merged the two dimensions of ethical leadership under one umbrella and developed
definition of ethical leadership as “the demonstration of normatively appropriate conduct through actions and
interpersonal relationships, and the promotion of such conduct to followers through two-way communication,
reinforcement and decision making” (p. 120). The ethical leaders encourage followers to participate in
organizational decision-making and also listen to them. In addition, they perform a role of mentor to their
followers and are concerned about the progress, development, and growth needs of followers (Brown & Trevino,
2006). Moreover, Brown, Trevino and Harrison (2005) established a 10-item scale based on the mentioned
literature to measure the several aspects of ethical leadership, popularly known as the Ethical Leadership Scale
(ELS). De Hoogh and Den Dartog (2008) proposed another scale for measuring the ethical leadership, consisting
of three elements: morality and fairness (fair and honest), role clarification (open communication, clarification of
expectations and responsibilities), and power sharing (listening follower’s ideas, allowing them to participate in
decision making and worrying about them). De Hoogh and Den Dartog used three construct scale to establish
ethical leadership measure: morality and fairness- six items; role clarification- five items and power sharing- six
items. The De Hoogh and Den Dartog (2008) and Brown, Trevino and Harrison (2005) instrument are
considered valid and reliable for measuring ethical leadership.
4) Servant Leadership
Greenleaf (1970) was the first person who initiated the concept of servant leadership in modern organizational
theories. Leadership primarily means to serve others, meet the expectations of others. The servant leadership
focuses on others rather than upon self and understands the role of the leader as a servant (Russell & Stone, 2002;
Greenleaf, 1977). Spears (1995a) expanded the servant leadership model to include ten characteristics: listening,
empathy, healing, awareness, persuasion, conceptualization, foresight, stewardship, community-building, and
growth of people (as cited in Ganoe, 1996). Servant leaders create vision, gain trust and credibility from
followers (Farling, Stone & Winston, 1999). Liden, Wayne, Zhao, and Henderson (2008) developed
psychometrically tested multidimensional instrument of servant leadership and suggested seven behaviors
(Putting Followers first, Creating Value for the Community, Emotional Healing, Empowering, Helping
Followers, Grow and Succeed, Behaving Ethically, conceptual skills). Barbuto and Wheeler (2002) describe
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servant leadership with 11 characteristics: calling, listening, empathy, healing, awareness, persuasion,
conceptualization, foresight, stewardship, growth and community building. There are many measurement scale
on servant leadership which have received great attention (Greenleaf, 1977; Barbuto & Wheeler, 2002; Dennis,
2004; Ehrhart, 2004; Sendjaya, 2005; Barbuto & Wheeler, 2006; Liden et al., 2008).
5) Spiritual Leadership
The spiritual leadership is formed from an intrinsic model of motivation that integrates the spiritual leadership
with three components and their sub components are as follows. Vision is a broad appeal to key stakeholders,
destination and journey (Fry, 2003). It reflects high ideals and integrity, does what it takes, encourages
hope/faith, and establishes a standard of excellence. Fry (2003) defines vision with three aspects (changing
direction, simplifying decisions and coordinating the actions of different people) which serve in creating change.
Vision examines the organizational objectives, directs high ambitions, creates sense of meaningful work and
develops hope and faith (Daft & Lengel, 1998). Kotter (1996) proposed that vision refers to image of the future
with subsequent description as to why individuals should try hard to develop that future. Altruistic Love is
forgiveness, kindness, integrity empathy/compassion, honesty, patience, courage, trust/loyalty, humility. Altruistic love
refers to “a sense of wholeness, harmony, and wellbeing produce by care, concern, and appreciation for both and others”
(Fry, 2003, p. 712). This definition is built on values and morals such as kindness, honesty, lack of greed, forgiveness,
acceptance, patience, appreciation for both self and others, and ability to control and regulate oneself (Reave, 2005; Fry,
2003). Hope and Faith comprising of endurance, perseverance, ‘does what it takes’ stretches goals, expectations
of reward. Hope is a wish with an expectation of accomplishment and faith enhances the possibility that hope
will come true and exact. Faith is founded on behaviors, values, and attitudes that show what will happen. Hope
and faith create an image for the people where they are going and how to reach there, and create a belief for the
people that their vision will be achieved (Fry & Melanre, 2008; Fry, 2003). Fry and Cohen (2009) stated that
“the purpose of spiritual leadership is to tap into the fundamental needs of both leader and follower for spiritual
well-being through calling and membership, to create vision and value congruence across the individual, to
empower team, and organization levels and, ultimately, to foster higher levels of organizational commitment and
productivity (p. 269)”. The basic qualities of spiritual leaders are to understand their self and others; good
intuition; love; interrelated view of tasks, staff and process and true picture of the future (Altman, 2010). The
widely used instrument for measuring spiritual leadership was established by Fry, Vitucci & Cedillo (2005).
6) Transactional Leadership
Transactional leaders are those who possess task oriented objectives, concentrate on work standards and ensure
that they have specific time to attain organizational tasks (Burns, 1978). In addition, they behave in accordance
with desires, give extrinsic rewards to their followers, and short term contingent exchanges, negotiate contracts,
clarify responsibilities, specify expectations, recognition, and achieve expected performance are the key features
of transactional leaders (Bass, 1985). To ensure short-term success, transactional leadership gives followers
clarity about rules and standards to protect the status quo and involve closely monitoring and correcting
followers’ errors (Yukl, 2010; Bass & Avolio, 1995; Bass, 1985; House, 1971). Transactional leadership is
measured by Multifactor Leadership Questionnaire (MLQ form 5X), created by (Bass & Avolio, 1990; Avolio,
Bass & Jung, 1999).
1.3 Resemblances among Leadership Styles
Based on different definitions of leadership, some authors define leadership as a behavior and others deem it to
be a process, the term ‘leadership’ is undoubtedly a multi-dimensional word consisting of certain behaviors,
roles and a set of characteristics which in turn is a combination of three or more components (traits, skills,
behavior and attitudes). In fact, there are numerous types of leadership behaviors which are ultimately
transformed into various leadership styles (Stone, Russell & Patterson, 2004; Brown & Trevino, 2006; Toor &
Ofori, 2009; Oner, 2011).
1.4 Integrative Leadership
To cognize the concept of integrative leadership, it is necessary to move away from traditional models of dyadic
leadership (Alban-Metcalfe & Alimo-Metcalfe, 2010). Morse (2010, p.233) stated that “majority of leadership
theories rest on hierarchical assumption and leader-follower dynamics that break down in the collaborative
context.” Avolio (2007) recognized that research on leadership theories has reached its level of development and
considers the dynamic interaction between leaders and followers. Now, it requires development and moves to the
next step which is integration. Fernandez, Cho and Perry (2010) mentioned that development of shared
leadership theory encourages scholars to make an effort to integrate. Chemers (2000) stated that functional
integration emphasizes on developing and adopting effective leadership characteristics and skills to influence
55

http://ibr.ccsenet.org

International Business Research

Vol. 11, No. 9; 2018

followers to achieve the goals. Fernandez, Cho and Perry (2010) indicated in their research that leadership is
characterized by different groups of theories, approaches, and models for each group. The leadership literature
elaborates that from time-to-time, different theories, models and leadership styles have been developed. These
indications show that leadership is not a destination but a journey or a continuous process which needs to be
developed over time. Therefore, leadership scholars have emphasized that leadership should be further
developed with integrative models and frameworks. Scholars have given different definitions of integrative
leadership. For instance, Alban- Metcalfe and Alimo- Metcalfe (2010) defined integrative leadership as shared
and collective leadership, in which the person succeeds by collaboratively working with one another. Crosby and
Bryson (2010) conceptualized the integrative leadership as “bringing together diverse groups and organization in
semi-permanent ways and - typically across sector boundaries – to remedy complex public problems and achieve
the common good” (p. 211, as cited in Alban-Metcalfe & Alimo-Metcalfe, 2010). Fernandez, Cho and Perry
(2010) stated that integrated leadership is known as a combination of certain leadership roles, performed by
combining the efforts of employees and managers at different levels of hierarchy, such as tasks, relations, change
diversity and integrity. The model and framework of integrative leadership includes leadership skills, behaviors,
traits, and styles, situational and moderating factors in joint form that explain the leadership effectiveness.
(Fernandez, 2004; Yukl, 2002). Integrative leadership is defined as “the antithesis of conception of leadership as
a process undertaken by an autonomous, self – determining individuals with a secure unitary identity (who see
themselves at) the center of social universe” and a leader “whose behavior is solipsistic and often autocratic”
(Alvesson & Deetz, 2000, p. 89). Integrative leadership is not only bounded by partnership working but it has
greater applicability (Huxman & Vangen, 2005). Some scholars have synthesized leadership knowledge for
leadership effectiveness and developed models. They have also tested the integrated leadership models with
workplace outcomes (Yukl, 2002; Van Wart, 2003; Fernandez, 2004; Morse, 2010; Silvia & McGuire, 2010;
Fernadez, Cho & Perry, 2010; Ismail, Hussain & Rashid, 2011; Njoronge, 2015; Soria, Snyder & Reinhard,
2015). There are two well know measurement tools to measure integrative leadership. The first is the Board
Leadership quality 360-BLQ360; developed by Alimo-Metcalfe and Beasley (2010). In this tool, the integrative
leadership is measured in eight dimensions. These eight dimensions are: engaging as effective teams,
constructive challenges, ensuring a shared vision, promoting quality and improvement, connecting and
influencing effective performance and risk-taking, clarity and accountability, personal qualities and values. The
second one is the Partnership Leadership Quality 360 developed by (Real World Group, 2010a). In this tool, the
integrative leadership is measured on four scales: commitment to partnership, political skills and system thinking
and commissioning.
2. Research Method
2.1 Development of Integrative Leadership Framework for an Integrative Leadership Measure
This study has two objectives: to develop initial constructs of integrative leadership measure and to examine
content validity of integrative leadership constructs. Therefore, the procedure for the development of the
integrative leadership measure was performed in two phase: synthesizing the literature and content validity and
panel of experts.
2.1.1 Synthesizing the Literature
To achieve the first objective, the study develops the initial constructs of an integrative leadership measure, the
constructs of integrative leadership were obtained through synthesizing the literature, and three sub-topics are
covered under synthesizing the literature: 1) literature review 2) integrative leadership framework and 3) item
generation and initial draft of the integrative leadership measure.
1) Literature Review and Construct Analysis
In this study, the extensive review of existing literature was done to explore the constructs of an integrative
leadership measure. A methodological review of the literature was first conducted and then research gaps were
identified. The key words used to find and review the literature were: leadership, leadership styles,
transformational leadership, ethical leadership, authentic leadership, servant leadership, spiritual leadership and
transformational leadership, integrative leadership and their measures. The literature was reviewed by using the
published research papers from research journals, journal articles, working papers and PhD thesis (both
published and unpublished).
2) Integrative Leadership Framework
The integrative leadership framework was built to discover the constructs of the integrative leadership measure.
Initially, in this study, similar and dissimilar behaviors, characteristics, skills, traits, and roles of six leadership
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styles (Transformational, Authentic, Ethical, Servant, Spiritual and transactional) were analyzed in the literature
review. Then all the interrelated behaviors (characteristics/skills/ traits/roles) were integrated together to develop
constructs. These integrated leadership behaviors were selected from six leadership types: Transformational
leadership (Yukl, 2010; Avolio & Bass, 2002; Parry & Proctor-Thomson, 2002; Jung & Avolio, 2000; Bass,
1998; Tracey & Hinkin, 1998; Behling & McFillen, 1996; Kanungo & Mendonca, 1996; Bass & Avolio, 1994;
Tracey & Hinkin, 1994; Avolio, Waldman & Yammarino, 1991; Bass & Avolio, 1990; Bass1990a; Bass, 1990b;
Burns, 1978; Bass, 1985), Authentic leadership (Walumbwa, Avolio, Gardner, Wernsing & Peterson, 2008;
Gardner, Avolio, Luthans, May & Walumbwa, 2005; Avolio, Luthans & Walumbwa, 2004; Luthans & Avolio,
2003; May et al., 2003). Ethical leadership (Kuntz, Kuntz, Elenkov & Nabirukhina, 2013; Eubanks, Brown &
Ybema, 2012; De Hoogh & Den Dartog, 2008; Brown & Treviño, 2006; Brown, Trevino & Harrison, 2005;
Trevino, Brown & Hartman, 2003; Trevino, Hartman & Brown, 2000; Den Hartog et al., 1999; Posner &
Schmidt, 1992), Servant leadership (Liden et al., 2008 Barbuto & Wheeler, 2006; Barbuto & Wheeler, 2002;
Russell & Stone, 2002; Greenleaf, 1977), Spiritual leadership (Altman, 2010; Fry & Cohen, 2009; Fry &
Melanre, 2008; Reave, 2005; Fry, 2003), Transactional leadership (Yukl, 2010; Yukl, 2002; Bass & Avolio,
1995; Bass, 1985; Burns, 1978; House, 1971). Consequently, for an integrative leadership framework, around
100 behaviors of leaders and 13 constructs were developed by synthesizing the literature. These 13 constructs
and their behaviors are as follows.
The integrative leadership constructs developed for this study were: Charismatic leadership (leader acts as a role
model, admired and respected by followers); Providing reward and recognition leadership; Commitment to goals
and perseverance; Rational leadership (possesses knowledge, the leader has rational rationale and sound
reasoning, analyzes data before making decisions); Power sharing/ empowering leadership (shares information,
solicits followers’ views and opinions, involves followers in problem-solving and decision-making, delegates
tasks, encourages followers to followers to use new tactics for old situations, encourages followers to reframe the
problems); Visionary/inspirational motivation leadership (has a vision, communicates vision/shows picture of
future, shared vision, foresight); Emotional healing leadership (understands the emotions of others, provides a
platform for employees to express their emotions); Supportive leadership (acts as coach and mentor, motivates
followers with purposeful work/goal, monitoring and correcting followers’ errors, provides guidance for
achieving goals, persuasion); Ethical leadership (honest and fair, integrity, high ethical standards, avoids
unethical behaviour, influences followers in relation to ethical behaviour, ethical and principled decision-making,
does not publicly criticize the followers’ mistakes, communicates ethics and ethical values); Teamwork-oriented
leadership (aligns own work values with others’ values, builds teamwork, works for the collective interest,
elevates interest of followers, takes and shares followers’ risks, builds long-term interpersonal relationship with
followers, appeals broadly to key stake holders, looks beyond self-interest); Individualized consideration and
altruistic love leadership (aware of others values/aware of others, concern for followers’ development and
achievement, aware of context/considers individual differences in terms of different needs, concern for society,
concern for followers needs/concern about people/cares for others/serves others, humility/forgivingness,
acceptance/gratitude/patience/endurance, kindness/ empathy, loyal, involves organizational members in
philanthropic activities/builds community spirit); Role clarification/task-oriented leadership (interactive
communication/listening/open communication/collaborative communication, builds two-way communication,
focuses on work standards, clarifies performance expectation and responsibilities, provides challenges to followers,
sets ideal and high goals, negotiates expected performance of followers with rewards/contracts, focuses on
short-term goals/takes time to complete task, describes rules and standards, clarifies priorities); Self-awareness
/self-regulatory leadership (aware of own values and strength and weaknesses, encourages self to think creatively,
confident, optimistic, expresses true feelings, enthusiastic/resilient, hopeful/faithful, practices
self-regulation/self-control, appreciates courage by himself).
3) Item Generation and Initial Draft for an Integrative Leadership Measure
This study developed the uni-dimensional items of IL. Furthermore, the items for measuring the integrative
leadership were selected from previous studies. Moreover, the items for measuring the integrative leadership
were selected from previous studies (Salanova et al., 2011; Walumbwa, Avolio, Gardner, Wernsing & Peterson,
2008; Hoogh & Den Hartog, 2008; Liden et al., 2008; Barbuto & Wheeler 2006; Brwon, Trevino & Harrison, 2005;
Fry, Vitucci & Cedillo, 2005; Avolio, Bass & Jung, 1999; Hartog, Muijen & Koopman, 1997; Bycio, Hackett &
Allen, 1995). Later, the selected items from review of literature were revised due to the context and sample of the
study. In addition, some additional sample items were also developed for certain characteristics/behavior of
integrative leadership.
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2.1.2 Proposed Content Validity by a Panel of Experts
Consistent with above-mentioned research objectives, the development of the integrative leadership measure was
also achieved by checking its content validity. Content validity was conducted for the integrative leadership
measure by using the concept of indices of item objective congruence (IOC). The items were incorporated into
the IOC form, which was sent to panel of experts (experts in conducting quantitative research, academicians and
practitioners). Rovinelli and Hambleton (1977) suggested the idea of index of item-objective congruence.
Content validity primarily measures the sufficiency, examines the area of interest and meets the objective
(Hinkin, 2005). The indices of the item-objective congruence is a procedure used in test development for
evaluating content validity at the item-development stage (Turner and Carlson, 2003). For developing and
designing any scale, it is necessary to avoid errors and mistakes in choosing constructs and their measures, it
needs to be reviewed by experts (Babbie, 2007). In this study, the IOC form was developed by considering the
guidelines of Rovinelli & Hambleton (1977), in which the items were evaluated by assigning a score of 1 (for
clearly measuring power), -1 (clearly not measuring), 0 (degree to which content measurement is not clear or not
sure), and a space was provided for writing suggestions. The IOC form and covering letter was sent to all five
experts (1 advisor, 2 committee members and 2 bank managers), who possessed enough knowledge on the given
subjects and were experts in research. These experts were requested to give their feedback and comments on the
definitions of the construct and its items in the IOC form. They were requested to evaluate whether each item of
the construct measured what is planned to measure, whether items were clearly written and understandable,
whether there was any repetition among the items of each construct, and whether there was a need to develop
another item to measure any construct. The IOC form and the covering letter were sent to content experts are
presented in Appendix A. The basic formula for calculating the IOC was adopted and developed by (Crocker &
Algina, 1986). It is as follows:

Where Iik is the index of item-objective congruence for item i on objective k, N = the number of objectives, k =
the judges’ mean rating of item i on objective k, and μ = the judges’ mean rating of item i on all objectives.
3. Result
The five content experts evaluated the validity of the items. After the experts had completed the rating process,
the ratings of all the items given by five (5) experts was pooled in a table and the IOC was calculated to obtain
the IOC results of measures for each item and for each objective, as suggested by Rovinelli and Hambleton
(1977). The item was said to be effective in terms of the IOC if the score of the item was greater than 0.5
(Guntayoung & Chinchai, 2013). The scores of the items on the IOC are presented in Table 1.
Table 1. Score of Content Validity on the IOC form
Constructs
Charismatic Behaviour
Providing
Rewards
Recognition of Behaviour
Rational Behaviour

and

Commitment
with
goals
/Perseverance Behaviour
Visionary/Inspirational
motivation
Behaviour
Emotional Healing Behaviour
Supportive Behaviour

No of Items
1
2
1
2
1
2
3
1
2
1
2
3
4
1
2
1
2
3
4
5

Scores Rated by (5) Experts
1
2
3
4
1
1
1
1
1
-1
1
1
1
1
0
1
1
1
0
1
1
1
1
1
1
0
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
0
1
1
1
0
1
1
1
1
1
1
1
1
1
1
0
1
1
1
1
0
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
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5
1
1
1
1
1
-1
1
1
1
1
1
1
-1
1
1
1
1
1
1
1

Content Validity
Score
1.00
0.6
0.8
0.8
1.00
0.4
1.00
1.00
1.00
0.8
0.8
1.00
0.6
0.8
0.8
1.00
1.00
1.00
1.00
1.00
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Constructs
Ethical Behaviour

Power sharing
/Empowering Behaviour

Teamwork-Oriented Behaviour

Individualized
Consideration
and Altruistic love /Behaviour

Role Clarification/
Task-oriented Behaviour

Self-awareness/Self-Regulatory
Behaviour

International Business Research

No of Items
1
2
3
4
5
6
7
8
9
1
2
3
4
5
1
2
3
4
5
6
7
8
1
2
3
4
5
6
7
8
9
10
1
2
3
4
5
6
7
8
9
1
2
3
4
5
6
7
8
9
10
11

Scores Rated by (5) Experts
1
2
3
4
1
1
1
1
1
1
1
1
1
1
1
1
1
0
1
1
1
0
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
0
0
-1
1
1
1
1
1
1
1
1
1
-1
1
1
1
-1
1
1
1
0
1
1
1
0
1
1
1
0
1
1
1
1
1
1
1
-1
1
1
1
1
1
1
1
0
1
1
1
0
1
1
1
1
0
1
1
-1
1
1
1
1
1
1
1
1
0
1
1
1
1
1
1
1
0
1
1
-1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
0
1
1
1
0
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
-1
1
1
0
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
0
1
1
1
0
1
1
1
1
1
1
1
1
1
1
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5
1
1
1
0
1
1
1
1
1
1
1
1
1
1
0
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
0
1
1
1
1
1
1
1
1
1
-1
-1
1
1

Content Validity
Score
1.00
1.00
1.00
0.6
0.8
1.00
1.00
1.00
1.00
1.00
1.00
1.00
1.00
1.00
0
1.00
1.00
0.2
0.8
0.8
0.8
0.8
1.00
0.6
1.00
0.8
0.8
0.8
0.6
1.00
0.8
1.00
0.8
0.6
1.00
1.00
1.00
0.8
0.6
1.00
1.00
1.00
1.00
0.6
0.8
1.00
1.00
1.00
0.4
0.4
1.00
1.00

Once the integrative leadership measure was developed, it was revised by the advisor. The proposed items of
integrative leadership measure achieved the scores on IOC by five experts, it was found that five items of the IL
measure had a low IOC scores and they needed to be rewritten as suggested by the IOC experts in this study, and
those of low reliability items were revised. None of items were removed from the integrative leadership measure
after the IOC score because there was only one item for each behavior in the constructs.
3.1 Item Scaling of the Integrative Leadership
Once the content validity of the constructs was obtained and the items were refined, the next step was to set the
scale of items. For the integrative leadership six points Likert scale: strongly agree, agree, somewhat agree,
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somewhat disagree, disagree, and strongly disagree were used to collect the data from the study’s participants
Likert- type scale were broadly used scale in one’s survey research (Cook, Trapp & Williams, 1981), and the
coefﬁcient alpha reliability increased with Likert scales up to the use of the 5 to 7 Likert scale (Hinkin, 2005).
4. Discussion
This research article was written to develop definition, initial constructs, and items and to measure content
validity of the integrative leadership measure. The extensive review of the literature was done and the
operational definition of integrative leadership was derived from six types of leadership (transformational,
authentic, ethical, servant, spiritual and transactional). The behaviors under these six leadership styles were
integrated and constructs and their items were developed. The developed items were obtained from existing
scales available on various leadership styles, and were revised and some new item were also built. Kuhn (1996)
stated that new approaches and frameworks should be developed when existing paradigms and models are
insufficient in explaining the perceived phenomena. Past leadership research involved research theory in periodic
form; such as one theory focusing on trait leadership at one time; cognitive, situational leadership, charismatic
leadership at another time (Chemers, 2000). These leadership theories systematically define shared findings and
streams of thought across theoretical perspectives. In the last, the content validity of developed items was
evaluated. Overall, it was concluded that integrative leadership is a multidimensional process in which leaders
possess traits, characteristics, skills, and perform various roles and behaviors, comprising of 13 constructs such
as: Charismatic Leadership, Providing Reward and Recognition Leadership, Commitment with Goals and
Perseverance Leadership, Rational Leadership, Power Sharing/Empowering Leadership, Visionary/Inspirational
Motivation Leadership, Emotional Healing Leader, Supportive Leadership, Ethical Leadership, Team- Oriented
Leadership, Individualized Consideration and Altruistic Love Leadership, Role Clarification/Task-Oriented
Leadership and Self -Awareness/ Self- Regulation Leadership. The definition of integrative leadership was
consistent with previous definitions of integrative leadership given by Winston & Patterson (2006), Fernandez,
Cho and Perry, (2010), Bakker (2002) Chemers (2000) and Rost (1993). This study found that most of the
integrative leadership constructs name cannot be seen as the same as particular constructs in any existing
leadership style and in integrative leadership. The leadership researchers provide new theories, findings and
results, which originate to understand leadership differently, but integrative leadership provides an avenue to
cognize whole of leadership (Winston & Patterson, 2006). The name of each construct of integrative leadership
seems innovative and rare due to the integration of various leadership styles. Many dimensions of the integrative
leadership are virtuous (Winston & Patterson, 2006). The definition and measure of IL was supported by Weber
(1947). Weber (1947) claimed that the nature and type of leadership depends on the culture of that organization.
This study followed the principle of facet theory (Donald, 1995) for developing IL measures; and that statement
of each item was redrafted and revised because behavior is always influenced by culture (Hofsted, 2001).
Chemers (2000) stated that functional integration helps in making an effort and emphasizes on developing and
adopting effective leadership characteristics and skills to influence followers in order to achieve the goals. Hence,
it can be said that integrative leadership is novel approach, different from old theories of leadership. It may be
amalgamation or combination of leadership styles consisting different characteristics, trait, skills, behaviors, and
roles. It creates a notion of shared leadership (between employees and managers) for leadership effectiveness
and influences followers to achieve organizational goals
5. Implications and Recommendations for Future Research
The current study provides advantages to human resource and leadership scholars, HR professionals and
managers of various organizations. The current study is addition to academic literature as it contributes literature
with revised and theorized definition of integrative leadership, and developed initial constructs of integrative
leadership measure. The future researcher may adopt definitions, constructs and developed items of integrative
leadership for the purpose of further development and upgradation. Another key finding of this study is that it
provides implications and recommendations in the area of leadership development. Leaders may use this
integrative leadership framework in their leadership development plan. Organization may also use the integrative
leadership characteristics when recruiting managers or leaders. In addition, the integrative leadership framework
may help the top management, supervisors and middle level managers, greatly, in the development of leadership
plans and leadership reports. Integrative leadership creates a notion of shared leadership (between employees and
managers) for leadership effectiveness and influences followers to achieve organizational goals.
To enhance authenticity of the integrative leadership measure, future researcher should study the psychometric
properties of integrative measure. Therefore, it is recommended that data should be collected form large number
of respondents who are working in different industries. Moreover, research should adopt confirmatory factor
analysis to evaluate construct validity, criterion validity and reliability analysis of 13 constructs of integrative
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measurement tool. The integrative leadership can be further refined and developed in to the existing leadership
models. Therefore, future researchers are directed to incorporate the advanced leadership types such as
benevolent leadership, paternalistic leadership into proposed integrative leadership framework in order to expand
the scope of integrative leadership model.
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