
Supplementary file 1:  Assessing key concepts   

Assessing leadership behaviours  

S4 TABLE 1 LEADERSHIP DEFINITIONS presents the definitions of leadership behaviour we 

used in the thematic analysis: laisser-faire leadership, transactional, transformational, 

distributed and complex leadership  

S4 TABLE 1 LEADERSHIP DEFINITIONS 

Leadership 

Practices  Summary 

Laisser-faire 

leadership 

No leadership is displayed. Leaders are avoiding getting involved 

and decisions are delayed. Leaders’ authority and responsibilities 

are not exercised. (Bass and Riggio, 2006) 

Transactional 

leadership  

Top-down style of leadership with reinforcement of behaviour. 

Leaders used contingent rewards to constrain the behaviours of 

followers.  Rewards are given when specific tasks are accomplished. 

Leader can supervise and take actions or wait until errors are 

produced to take action (Bass and Riggio, 2006) (Jaffee,  2001)  

Transformational 

leadership  

Transformational leadership combines four dimensions: idealized 

influence (use of role models), inspirational motivation (inspiring 

followers by making a sense of their missions), intellectual 

stimulation (encouraging and stimulating to address problems, and 

showing concern for individual needs (acting as a mentor)  (Miner, 

2015) (Bass and Riggio, 2006) 

Distributed 

leadership  

“Leadership is seen as an emergent property of a group or a 

network of interacting individuals. It recognise openness of the 

boundaries of leadership and the varieties of expertise are 

distributed across several actors”. (Bennet et al., 2003) 

Complex 

leadership  

Complex leadership (CL) is seen as balancing between 

transactional, transformational and distributed leadership in 

function of the situation and need. CL behaviours include 

stimulating the formation of networks,  fostering bottom-up 

initiatives and delegating of tasks to frontline staff (Belrhiti et al., 

2018) 

 

Assessing organisational culture   

The widely used definition of Cameron and Quinn states that organisational culture (OC) is the 

shared values, underlying assumptions and expectations that characterise organisational 

membership (Cameron and Quinn, 2011). OC is rooted in history, evolving with the context and 

somewhat resistant to manipulation from managers (Schneider et al., 2013, Schein, 2004) (see Table 

2). 

(Cameron and Quinn, 2011) identified four different types of OC and their defining 

attributes:   
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Hierarchical culture: strong emphasis on stability, predictability and efficiency. Formalisation, 

procedures and rules govern individual behaviour. 

Clan culture: teamwork, employee involvement and commitment within an autonomy supportive 

environment. 

Market culture: employee productivity, results and profit orientation, individualism and 

competitiveness, in an environment that is considered as hostile.   

Adhocratic culture: creativity, innovation, individuality, experimentation, risk taking and 

adaptability. Power is decentralised to task teams and it is tolerant flew from members task 

teams.  

 

 

Table 2 DEFINITIONS OF ORGANISATIONAL CULTURE  

Author, year  Definitions  

Alvesson, (2002) “Culture is generally viewed as the shared rules governing cognitive and 

affective aspects of membership in an organisation, and the means 

whereby they are shaped and expressed” 

Bock,(2005)  “Culture refers to an evolved context within which specific situations are 

embedded. Thus, it is rooted in history, collectively held, and sufficiently 

complex to resist attempts at direct manipulation” 

Cameron,(2011) " the taken - for - granted values, underlying assumptions, expectations, 

and definitions that characterize organizations and their members" 

Pettigrew, (1979) “Culture is the system of such publicly and collectively accepted 

meanings operating for a given group at a given time.The offspring of 

the concept of culture . . . are symbol, language, ideology, belief, ritual, 

and myth”. 

Sackmann,(1991) “Sackmann (1991) uses the analogy of an iceberg to differentiate 

between the visible aspects of culture, observed behavioural regularities 

(the tip of the iceberg), and the central cognitive components of culture; 

values and beliefs (the underlying bulk of the iceberg)” 

Schein, 2004 "a pattern of shared basic assumptions that was learned by a group as it 

solved its problems of external adaptation and internal integration, that 

has worked well enough to be considered valid and, therefore, to be 

taught to new members as the correct way to perceive, think, and feel in 

relation to those problems" 

Schneider 2013 “ the shared basic assumptions, values, and beliefs that characterize a 

setting and are taught to newcomers as the proper way to think and 

feel, communicated by the myths and stories people tell about how the 

organization came to be the way it is as it solved problems associated 

with external adaptation and internal integration ." 
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Assessing organisational climate  

Organisational climate (OCli) is defined as the shared perceptions and meanings attached to 

organisational, job and work group characteristics (Bock et al., 2005, Jones and James, 1979, 

Ostroff and Schmitt, 1993, Schneider et al., 2013, Schneider, 1975). OCli relates directly to 

situational characteristics and  individual’s experiences (Jones and James, 1979).   

 

S4 TABLE 2 ORGANISATIONAL CLIMATE DEFINITIONS 

Author Year Definitions  

Bock, (2005) "Organisational Climate refers to a contextual situation at a point in 

time and its link to the thoughts, feelings, and behaviours of 

organizational members. Thus, it is temporal, subjective, and often 

subject to direct manipulation by people with power and influence " 

Jones and James, 

(1979) 

 “it is a global impression of how an organisation is dealing with its 

members and environment  "psychological climate: (a) refers to the 

individual's cognitively based description of the situation; (b) involves 

a psychological processing of specific perceptions into more abstract 

depictions of the psychologically meaningful influences in the 

situation; (c) tends to be most closely related to situational 

characteristics that have relatively direct and immediate ties to 

individual experience; and (d) is multidimensional, with a central core 

of dimensions that apply across a variety of situations” 

Ostruff, (1993) “Climate is held to be a summary perception of how an organisation 

deals with its members and environments, and thus develops 

specifically from internal factors primarily under managerial 

influence” 

Schneider, (1997) “set of macro perceptions derived from micro perception of  specific 

events, conditions, and experiences via the psychological processes of 

abstraction and concept formation” 

Schneider, (2013) 

 “Organizational climate may be defined as the shared perceptions of 

and the meaning attached to the policies, practices, and procedures 

employees experience and the behaviours they observe getting 

rewarded and that are supported and expected “ 
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S4 TABLE 3 ORGANISATIONAL CLIMATE DIMENSIONS 

 

 

Assessing individual motivation  

Motivation of individuals in public setting differs according to a continuum of motivation that ranges 

from extrinsic motivation that requires an instrumentality between the activity and some separable 

consequences (such as tangible or verbal rewards), intrinsic motivation (people doing an activity because 

they find it interesting and derive spontaneous satisfaction from the activity itself) (Deci and Ryan, 2008) 

(Gagné and Deci, 2005). A specific form of motivation in public setting is public service motivation 

defined as    “The motivational force that induces individuals to perform meaningful public, community, 

and social service.” (Brewer and Selden, 2000). 

 

Assessing individual performance  

In our study, we define individual performance to include task and extra role performance. 

Task performance includes performance related to prescribed roles and behaviours that 

employee carry in exchange for pay. Extra role performance includes activities that 

employees perform besides their task activities, such as volunteering, working  out of work 

hours, and helping other employees (Goodman and Svyantek, 1999, M.Podsakoff et al., 

1997, Graham, 1991, Brief and Motowidlo, 1986). 
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