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ABSTRACT
Purpose: The aim of study is to establish relationship between leader member exchange
andjoboutcomesincludingjobstressandjobperformanceandtoestablishmediatingroleothigh-
qualityworkplacerelationship.
Method: A cross-sectional study with sample size of 300, with 5% margin of error andconfidenceintervalof95%,
in4healthsectorusingnon-
probabilityconveniencesamplingwasconducted. Thosewhowerenotwillingtoparticipateandhavingexperienceofless
thanlyearin institution were excluded from study. A validated questionnaire tool with 5 sections and 4variables
with respective items was employed (Tran, 2018), and data collected was
analyzedthroughSPSSversion26andMicrosoftexcel365.
Findings: LMX has positive significant effect on job performance owing to high LMX
whichisestablishedontrust,responsibilityandcommitmentandthistendstoincreasejobperformance and  decrease
turnover intention. Significant positive role of HQWR with JP isalso established. Negative influence of LMX on
JS is also established through mediating roleofHQWR.
Originality / Value: Limited data was available in Pakistan considering impact of leadermember exchange on
job outcomes. Our study though not all in one added to the knowledgeand established positive relationship
between leader member exchange and job  outcomesthrough mediatingroleof high-quality
workplacerelationship.Thisstudy providesnewinsights about the effects of LMX on JS and JP through mediating
role of HQWR. This is aconceptualmodeldeveloped and testedandfirstofitskindinPak-Army institutions.
Limitations: Sincesamplesizewassmallandstudywasconductedin 4healthcarecenters, soit can’t be generalized to
whole population. Present research is based on self-report measures,the limitations of social desirability bias and
common method bias are inherent. However,sufficientcare istakentominimize theselimitations.
Implications: Our study has found a way to improve job outcomes considering role of high-
qualityworkplacerelationshipandleadermemberexchange.Theresearchhasimplicationsforhumanresourcemanagers
inworkorganizations.
Keywords: Leader member exchange, Job performance, Job stress, Mediating role, High-
qualityworkplacerelationship.
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INTRODUCTION
There are three types of relationships in any
organization: organization-employee,

leader-employee,andemployer-
employeerelationship.Qualityexchangerelati
onshipbetweenemployees and their leaders
has a significant effect on employees' job
outcomes. In theliterature, this relationship
is known as leader-member exchange
(LMX). Employees considertheir leader to
be part of the management and thus look to
them for justice (Sheeraz, 2020).Leader-
memberexchange(LMX)referstothequality
ofrelationshipexchangeformedbetweenalead
erandsubordinates(Gerstner,1997).Leaders
maybesupervisors,managers,oradministrator
s.LMXtheoryisbasedontheideathatleadersde
velopuniquerelationshipswitheach
subordinate, and the quality of this
relationship then has the power to influence
variousattitudes,behaviors,andjoboutcomes.
Whereasmostleadershiptheoriesfocusentirel
yontherolethataleaderplays, LMXdiffersinth
atitemphasizesthedyadicnatureoftherelations
hipbetween leaders and followers; that is,
both leader and follower have the power to
impact thenature of the relationship and
influence each other (Dulebohn,
2012).High-quality LMXcrelationships
usually involve a great degree of respect,
trust, and obligation between the
twoparties,whereaslow-quality LMX
relationships tend to be more transactional
in
nature,meaningtheleaderandfollowerhaveam
oresurface-
levelrelationshipthatissimplybasedondoing
workinexchangeforpay(Graen,1995).
LMZXisimportantbecausehighLMXqualityisp
ositivelyassociatedwithfollowerbehavioursa
ndattitudesintheworkplace. Whenmeasuredfr
omfollowers’perspectives, LM Xismoderatel
y associated with better follower job
performance, job satisfaction,
organizationalcommitment,andorganization
alcitizenshipbehaviours(Dulebohn,2012);(M
artin,2016).

There is a moderate negative relationship
between LMX and counterproductive
performance,meaning that higher LMX
quality is  associated  with  fewer
counterproductive behaviours
suchasactsoftheft,deviance,aggression,andpr
opertymisuseintheworkplace(Martin,2016).
High LMX quality is also moderately
associated with lower turnover intentions
but
isnotassociatedwiththeactualrateofturnover(
Gerstner,1997).

The main limitation of LMX theory is that it
focuses on  dyadic leader-member
relationshipsandfailstoconsiderthefactthatthe

serelationshipsoccurinawidersocialcontextof
thegroupas a whole(Hogg, 2003). Leader-
member dyads are treated as though they
develop, and
havetheireffects,inisolationfromotherleader-
memberdyads,fromotherdyadicrelations,orfr
omthe group. Most of the research on LMX
is, quite explicitly, located at the dyadic
level, withvery little theorizing or empirical
work examining LMX at the group or
social-network level.One consequence of
this approach is that LMX theory assumes
that people evaluate their ownLMX
relationshipinanabsolute sense.

While much work has been done on leader—
member exchange (LMX) in the past forty
years,LMXisstillbeingactivelyresearched.O
neofthemainquestionsregardshowL M Xrelati
onships form and how managers can most
effectively create them. Thus far, most
large-
scalestudieshavereliedonexistingdyadsand
investigatedtheconsequencesofthoseexisting
relationships. There exist many theories
about how the initial dyadic relationship
forms, andhowtoformstrongleader—
memberrelationships,yetthereislittleconsens
usamongscientists.
Additionally,thereismuchtobelearnedaboutt
hecontextsurroundingLMX. Although some
research has been done examining national
culture and LMX, it is stillbeing heavily
investigated. Another area for future
research, which is  suggested by
(Graen,1995),isinvestigatingLMXrelationshi
psonanetworkscale. Thisinvolveslookingatm
ultipleLMXTrelationshipsacrossanorganizatio
nandanalyzinghowtheserelationshipsinfluen
ceanddependoneachother,andhowthequality
oftheserelationshipsinfluencesperformancea
crosstheorganization.Furtherresearchcouldal
sobedoneonhowLMXandjobembeddedness
mayinteract to lead to Thigher job
satisfaction. According to a study by
(Harris, 2011), LMX
leadstojobembeddedness,whichthenleadstoh
igherjobsatisfaction(Harris,2011).Job
embeddednessisameasurementoftheextentto
whichpeoplefeelapartoftheircompanyandit
is also related to the many antecedents of
LMX that are discussed above. Currently
most ofthe research on LMX focuses more
on behavioral and job performance
outcomes than onemployee's  job
satisfaction. Since employee job satisfaction

can have many
organizationalbenefits,thisareamightwarrant
furtherinvestigation.
LITERATUREREVIEW

Leadership practices in healthcare setup are
facing challenges in today’s era to
improveperformanceandwellbeingofthehealt
hcareworkers(Tran,2018).Inthecomplexorga
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nizationLMXrelationshipbetweenleadersand
theiremployeesarefundamentalandhavebeen
described as the foundation of leadership.
The LMX relationships are unique in
qualityfrom low to high. The quality and
nature of LMX relationship can be assessed
throughexchange  and  communication
between leaders and employees and the
relationship  developedthrough reciprocal
exchange process (Graen, 1995).The LMX
process is also altered throughthe
interactions and exchanges between the
leaders and employees ( (Brower, 2000).
Theoccurrence of affective event can cause
the relationship to fluctuate in quality in
each of theirdevelopment stages. LMX
making the relationship dynamic rather than
static (Brower,
2000).ThenatureofexchangewithintheLMXr
elationshipbothdefinethequalityofrelationshi
pandsimultaneously developit(Sheer,2015).
Exchange processis sometimes perceived as
aquantum.

Healthcare is the prevention, treatment, and
management of illness and the preservation
ofmental and physical well-being through
the services offered by the medical, nursing,
andalliedhealthprofessions.

Job performance relates to the act of doing a
job. Job performance is a means to reach a
goalor set of goals within a job, role, or
organization (Campbell, 1990). Campbell
affirms that jobperformance is not a single
action but rather a “complex activity”.
Performance in a job isstrictly a behavior
and a separate entity from the outcomes of a
particular job which relate
tosuccessandproductivity. Employeesperfor
mancewillhavebeneficialvalueforanorganiza
tion. Thecombinationofattitude,perceptionan
dbehaviorexistingintheorganizationis a good
strength when itis combined with the
organizational goal. This strength is
insurmountable
andbasicforenhancingemployee’sperforman
ce.

Jobstressisatypeofstressand
iscausedbyconditionsintheworkplacethat
negativelyaffectanindividual’sperformancea
ndoverall,well-
being.Jobstress,withinthecontextofworkplac
ehealth, refers to a physiological condition
in which work-related duties and
responsibilitiesbecome  burdensome and
overwhelming to the point that it imposes
unhealthy effects on themental and physical
wellness of employees. The workplace is
often a breeding ground
forstressfulsituationsbecauseoftherelativehi
ghexpectationsandprioritiesassignedbyempl
oyers.Theclashofmultiplepersonalitytypesbe
tweenemployeesandthefearoflosingasourceo
fincomecanalsofactorintocreatingjobstress.
Workplacerelationshipisdefinedastheinform
ationexchangebetweenindividualsandgroups
who want to complete their goals in

organization (Ferris, 2009). Individuals are
supposed tobuild and maintain positive
relationships with others in the workplace.
Employees
workplacerelationshipareveryimportanttothe
employeewellbeing,organizationalreputatio
ninsocietyand job outcomes of the
employee  (Tran, 2018) . Positive
relationship should be
maintainedbyindividuals
atworkplace.(Baumeister&Leary,1995).
Leader-MemberExchangeLMXTheory
LMX is widely accepted theory for leader-
subordinate relationship. (Scandura T.A.,
1984).This theory suggests that leaders
should encourage their subordinates, they
should motivatethem through positive and
helping interactions through different
exchange levels to positivelyenhance job
outcomes — job stress and job participation.
This relationship depends upon themutual
trust, respect, obligation, internal motivation
and HQWR. (Liden R.C., 1980);
(MattaF.K., 2015); (Lindsey Hall K.K.,
2016). High quality LMX employees
experience
moreinformationexchange,moresupportanda
ttentionfromtheirleadersascomparedtoemplo
yeesof low LMX. Positive association
between LMX and employee’s information
establishesdirection for examining of LMX
on HQWR. (P.M., 2005). In a working
environment whereLMX is high, employees
show commitment and motivation to their
job and workplace.
Theemployeeswhowerewellinformed,hadmo
rejobsatisfaction,lowerintentiontoquitandmo
resense of responsibility and commitment
towards organization. (M.W., 1996);
(Maertz C.P.,2004); (Ballinger G.A., 2010).
Azim and Islam stated that perceived social
support,
whichincludesinformationalandinstrumental
supportfromothersinnetworking,
isanantecedentofnurses’ commitment in
Saudi Arabia. However, private nurses
exhibited a higher level
ofcommitmentthannursesworkinginthe
public sector(AzimM.,2018).

Basedonaboveliteraturefollowinghypothesisaremade:
H1:LMXhassignificantnegativeeffect onjobstress.

H2:

LMXhassignificantpositiveeffectonjobperformance

Graen’s leader member exchange model
also known as vertical dyad linkage theory
viewsleadershipnumberof dyadic
relationships connecting supervisorand
employee(Graen,1995). Thisqualityofrelati
onshipdependsondegreeofmutualtrust,loyal
ty,support,respect,and obligation. LMX
suggests that manager should encourage
positive interaction
betweenleadermemberand

employeesthroughdifferentexchangelevels.
HighqualityLMXemployees  tend  to
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receive more support and attention from
their leaders which in turn haspositive
association with experiences affecting
quality of workplace relationship. As a
result,quality of
LMXisrelatedtonumberofindividual
andorganizational outcomes.Inaworkplace
with positive LMX employees are
provided  with  organizational  and
instrumentalknowledgeandaremotivatedwi
threspect
andfeedbackwhichinturnappearsasemploye
e’smotivation to work and lower intention
to quit. When there is positive LMX,
workplacequality is improved, and job
stress isreducedcasing significant increase
in job performanceand negligible intention
to leave the job. Based on the above
paragraph LMX have
positiveeffectsonemployee’sjobperforman
ce andnegativeeffectonjobstress.
H3:TherelationshipofLMXand
jobstressisnegativelymediatedbyH
QWR.H4:
TherelationshipLMXandjobperfor

manceispositively

mediatedbyHQWR.

High quality workplace relationship refers
to positive relationship between manager,
leadermember,employeesandmostimportan
tlyamongcolleagues.Peerrelationshipthatisr
elationbetweensamestatuspeopleisreallyver
yimportant.Inhealthcareorganizationoneex
periencespain,  mortality,  inadequate
number of nursing staff, insufficient
knowledge to deal withemergencies and
patient-work overload which collectively
tends to increase job stress
andpsychological exhaustion leading to
intention to leave work. When there is
high qualityworkplace relationship and
high quality LMX job stress is reduced to
significant number
andjobperformanceisincreased.

BasedontheaboveparagraphLMXandemployeejobstres

swillbelowerwhenhighquality
workplacerelationshipisstronger,

LMXandemployeejobperformancequalityworkishighe
rwhenHighqualityworkplacerelationshipis stronger.

Figure 1: Theoretical research Model: Relationship between LMX and joboutcomesis

mediatedthroughHQWR.

METHODOLOGY

1. ParticipantsAndProcedure
Datawascollectedfromhealthcareworkers(nu
rses)from4tertiarycarehospitalsinRawalpind
iwithminimumexperienceofnot
lessthan1year.Thiscross-
sectionalstudyframecomprisedofhealthcarew
orkers(nurses).Convenient
methodofdatasamplingwasemployed. Wecoll
ecteddatausingquantitativemethodologysinc
eitisappropriateforstatisticalanalysisandappl
icabletolargesurveysize.Avalidatedquestion
nairewasusedasdatacollectiontool.(Tran,201
8).Thosewhowerevoluntarilyparticipatingw
ereincludedin study.

The survey conducted between December
2022 and January 2023, was self-
administered
andanonymous.Equalnumberofquestionnair
esweredistributedamongeachhospitalandcoll
ectedaftercompletion.Datawasacquiredfrom
nursesthroughself-administeredpaperandpen
questionnaires and google forms. Since
English is official language, questionnaire
was inEnglish language. During the survey,
the respondents were informed that there
are no trickyquestions, we asked only close
ended questions and requested to report
concerning actualexperiencesintheircurrent
job.Itwasalso
informedtotheparticipantsthattheirparticipati
on
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is  voluntary, response would be
confidential, and this survey results used
only for study
andresearchpurpose.Participantsparticipatio
nandconfidentialitywaspromisedandmaintai
ned.

Calculated sample size was 306 with 5%
margin of error, 95% confidence interval
and 70%response rate 438 respondents were
required to participate in study. 340
questionnaires weredistributed, and 260
usable questionnaires were returned with
response rate of 76.47% inphysical and 100
questionnaires were shared online as google
forms and 40 were filled withonline
responserateof40%.

In the final responses, 223 (74.3%) were
female participants, and 77 (25.7%) were
maleparticipants.Majorityoftheparticipants1
44(48%)wereinagegroup25to3Syears.189(6
3%)participants were reported as married
and 111 (37%) as single. Among the study
respondents, 100(33.3%)hadintermediateedu
cationand200(66.7% )werepost-
graduates.Majority153

(51%)had1 1to20yearsofexperience.
Tablel:DemographicSurvey

Frequen Percent
cy age %

Age Under25 48 16%

From25to35 144 48%

From36to45 73 24%

Over45 35 12%
Gender male 77 26%

female 223 74%
Marital single 111 37%

married 189 63%
Educatio primary 0 0%
n

secondary 0 0%

intermediate 100 33%

post-graduate 200 67%
Experien Fromltol0Ye 11 4%
Ce ar

From11to20Y 153 51%

ears

From21to30Y 91 30%

ears

>30 Years 45 15%
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2. Measurement And
ScaleMeasure
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Thekeyvariablesinthestudywereleadermemberexchang

e(LMX),jobperformance(JP),

job stress (JS), and high-quality workplace
relationship (HQWR). Here LMX is
independentvariable,JS and JP
aredependentvariablesand
HQWRisplayingmediating role.

Relevant literature provided measurement
items of all variables. Questionnaire
contained Ssections,respondents’
demographicinformationsection
andvariablesectionscontainingseparateitems
foreachvariable.Forallvariablesexceptdemo
graphics,five-
pointLikertscalewasemployedtomeasureallit
emswhere lrespondstostronglydisagreeand5
meantstronglyagree. Minor adjustments
were made, for HQWR and JP, 1 indicates
poor and 5 very
goodwhereasforJS, Irespondstostronglydisa
gree andSindicatesmuchbetter.

Variables

1. LeaderMemberExchange

LMX is independent variable in our study

HQWR=highqualityworkplacerelationship.
ControlVariables

Additionally, we measured several control
variables in the study,including age,
gender,education,maritalstatus,andexperienc
e.Thesefactorsarenotthefocusofthecurrentres
earch.However, the above variables were
included in the measurement underneath the
assumptionthattheymightmisrepresenttherel
ationshipbetweentheantecedentsandtherelev
antvariableofinterest,possiblyrequiringtheirc
ontrolduringthe analysis.
AnalysisofVariance

A one-way ANOVA performed to control
variation in LMX, JS, JS and HQWR based
ondemographic variables used in study.
Results obtained from the one-way
ANOVA (see Table3) indicates significant
positive impact of gender, marital status,
and education on LMX. Allmentioned
demographic variables have positive impact
on JS, marital status, and experiencehave
positiveimpacton JPinourdata.
Table3:One-Way ANOVA

and was assessed through five item LM IS JP

scale(Tran,2018).Sampleitemsforthescalewe X

re“‘myworkingrelationshipwithmymanageris

effective”and “I respect my supervisor’s Fval Pva Fval Pva Fva Pva

knowledge and competence on the job.” ue lue ue lue  Tue  lue

Cronbach alphareliabilityforthis scalewas Age 279 . 505 .00 1.6 .18

0.818. 8 1 2 15 6

2. JobStress 4

JSislst 1

dependentvariable,apdSitemscaleisemployed Gender 192 ) 575 00 38 .53

(Tran,2018).Sampleitemsarehowoften  do 63 0 89 0 4 6

you find your work stressful?” and 0

“Wo;lking with people di’r’eétly bpu;lslt;)lo 0

muchpressure onme.”.Cronbachalpha .

reliabilityforthisscalewas0.748. Maritalst  5.23 ) 53.5 .00 26. .00

3. JobPerformance atus 3 0 94 0 086 0

JP is 2" dependent variable, and 4 item 2

scale is employed (Tran, 2018). Sample item 3

is “howdo you rate yourself in terms of your .

performance potential among coworkers?”. Educatio  5.61 : 246. 00 .54 46

Cronbachalpha reliabilityforthis scale was n 8 0 043 0 8 0

0.702. !

4. HighQualityWorkplaceRelationship 8

HQWR is mediating variable and 3 item Experien .740 . 970 .00 25 .05

scale is employed (Tran, 2018). Sample ce 5 2 0 97 3

item is “ingeneral, how would you describe 2

relations at your workplace between nurse 9

managers andnurses?”.Cronbachalpha N=300,LMX=leadermemberexchange,JS=jobstress,JP

reliabilityforthis scalewas0.69. =jobperformance

Table2:Reliability Analysis AnalyticalProcedures

Variables Items Cronbach’salpha CollecteddatawasanalyzedbySPSSversion26andMicro
softExcel360.Reliabilitytest,Correlationanalysis, One-

HQWR 3 0.69 wayANOV Aandregressionanalysiswasappliedtocollec
teddata.

JS 5 0.748

JP 4 0.702

LMX 5 0.818

N=300, LMX= leader member exchange,
JS= job stress, JP=job performance,
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RESULTS LMX—JP 31| .04] 631 .0000 | .211| .403
1. DescriptiveAnalysisandCorrelations 07| 87 | 7 6 1
The estimated correlations among four Indirecteffects

latent constructs are shown in Table 4.

LMX hasnegative correlation with JS (r = - B Boot | BootL, | BootULC
123, p < 0.05), which supports our HI.

While LMX SE_|LCI I
haspositiveimpactonJP(r=.466,p<0.001),wh LMX—HQ | -.0347] .0248) -.0810 | .0177
ichprovidesinitialsupportforH2. WR —
Thecorrelationresultsconfirmedthatthemodel JS

couldbetestedformediationasthevariables:lea
der member exchange, job stress and job LMX—HQ | .1256 | .0283| .0761 1879
performance are positively and WR—
significantlycorrelatedwitheachother. JP

Table4:DescriptiveAnalysis andCorrelations N=300, LMX= lcader member exchange,

Mea  S.D 1 2 3 : JS= job stress, JP=job performance,

n HQWR=highqualityworkplacerelationship.
LMX 3.86 676 1 DISCUSSION

00 90 LMX theory specifies that the leader tends

to create different relationships with

HQW 3.61 791 36 1 followerswhich are reciprocal and can

R 22 77 7 strengthen the relationship between leader
JS 3.16 706 - - 1 and follower. Thesocio-emotional exchange
87 36 A2 .20 is defined as high LMX, while financial

3 4" trades is defined as lowquality LMX

JP 3.89 606 46 46 .0 (Dulebohn, 2012). Based on the relationship
08 16 6™ 3 56 followers should receive

importantresourcesfromtheirleaders.(TRAN
,2020).LMXwasindicatedtobepositivelyands
ignificantlyrelatedtoworkplacerelationshipq

** Correlationissignificantatthe0.
01 level(2-tailed).

*. Correlationis uality,employeecommitment,andperformanc
significantatthe0.05level(2- e appraisal. And this significance is result of
tailed). mutual trust, commitment,
N=300, LMX= leader member exchange, respect,andhighperformance.(Tran,2018).
JS= job stress, JP=job performance, This study explores the direct effect of
HQWR=highqualityworkplacerelationship. LMX on JS and JP and effect of LMX on JS
2. RegressionAnalysis and
Multiple regression analysis was used to JPthroughmediatingroleofHQWR.Theresult
test the main effects as well as mediation sareconsistentwithpreviousstudies.HighLM
effects ofvariables. The results obtained Xhassignificanteffectonnurses’commitment,
from the regression analysis are presented jobperformancewhilepoorLM Xissignificantl
in Table 5. Theresults indicate that LMX yrelatedtohighturnoverintention.(Han&Jekel
has strong negative effect on JS (= -.229, ,2011);(Sepdiningtyas,Gadjah,Budi,Univers
p<0.05), thus H1 issupported. Regression itas,&Mada,2017).OurstudyshowedthatLM
analysis further indicates that LMX has Xhaspositivesignificantrelationwithjobperfo
strong positive effect on rmancewhichis
JP(B=.307,p<0.05),thus H2is supported. supportingourhypothesismade.
The test of mediation supported that LMX Similarly, HQWR plays significant
statistically influences HQWR, which in mediating role between LMX and JP. High
turn hasnegative significant influence on the LMXandHQWR means workplace with
JS (B= -.0347, p<0.05), thus H3 is high peer-peer relationship, high employee-
supported. Similarly,the test of mediation leader relationshipand high employee-
supported that LMX statistically influences organization relationship established on
HQWR, which in turn hasstrongpositive trust, responsibility,
effectonthe commitmentandallthesefactorstendtopositiv
JP(B=.1256,p<0.05),thusH4issupported. elyeffectjobperformance(Tran,2018).
Table5:RegressionAnalysis HighLMXhassignificantnegativerelationwit
Directeffects hjobstress.High-
qualityworkplacerelationship was
B |se |t p LL | UL negatively and significantly related to job
Cl | C1 stress, which is highly
LMX—JS _ 051 - 0001 | - _ consistel}tvx{ithpreviousgtudies..SiI.nilarly,HQ
WRhassignificantnegativemediatingrolebet
228|391 343) .13 weenLMXand JS. This is implied by the
9 8 7 9 fact that, within positive workplace
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relationships, nurses arepowered by
instrumental resources and emotional
support from supervisors and peers,
whichresults in a lower level of reported
stress. Moreover, the findings revealed that
high-qualityworkplace relationships were
considered as a significant driver of social
impact. This isbecause a positive workplace
relationship quality creates an
understanding for the nurses ofwhat they are
doing and their awareness of the difference

they are making in society.
(Tran,2018);(Dutton&Heaphy,2003).
IMPLICATIONS

Theoreticallmplications
Thestudycontributestotheliteratureasitestabli
shessignificant positiverelationship
betweenLMXandJPandnegativeimpactofL
MXonJSthroughsignificantmediatingroleof
HQWR.The research has implications for
human resource managers in healthcare or
any professionalorganization.
Practicallmplications

The findings of this study will provide
valuable evidence and implications for
healthcaremanagementwith  regards  to
theimportance of
enhancinginterpersonalinteractionsi.e.,HQ
WRandperformanceratings. Adequateattenti
onmustbepaidtoprioritizeleaderinteraction
with the subordinates / employees to
establish healthy, high quality,
responsible,committedworkingenvironment
withhighjobperformance,lessjobstressandlo
werintentiontoquitorleave.
LIMITATIONS

Since sample size was small and study was
conducted in 4 healthcare centers, so it can’t
begeneralizedtowholepopulation.Presentres
earchisbasedon self-
reportmeasures,thelimitationsofsocialdesira
bilitybiasandcommonmethodbiasareinherent
However,sufficient care 1is taken to
minimize these limitations. Another obvious
limitation is that alarger-
scalestudyacrossseveralcountriesshouldbeco
nductedtoeliminatethepossibleeffectsofthedi
sparitybetweencountries onthe
qualityofhealthcare services.
FUTUREDIRECTIONS
Furtherstudiesmaybeconductedbyincreasing
variablesofjobperformanceandjobcommitme
nttodevelopbetterunderstandingbetweenthes
e2variables.Inaddition,consideringgeneraliz
abilityofthefindings,
futureresearchshouldexamineotherpotential
jobperformancedriversandanypositiveoutco
mesofcoworkerrelationshipsinnurseperform
anceand nurses’ working attitudes among
various hospital sizes and characteristics.
There is adynamic demographic shift in
workplace based on Sex and gender. More
women are enteringformal workforce in
office settings mainly being explored for
team leader and LMX.
Womeninworkingagegrouparetypicallyfrau

ghtwiththeirownsetof social
andbiologicallimitations. Thisaspecthasnotbe
endiscussedandexploredinanyofthestudies.F
urtherstudywould like to explore and
investigate the factors affecting females at
workplace in South

Asiawithtypicallydisadvantagededucational

andsocioculturalbackgroundascomparedtom

enastheircontemporaries.

CONCLUSION

Empiricalstudieshaverevealedthathighqualit

yofLMXenhancesorganizationalcommitmen

t,job satisfaction, organizational
citizenshipbehavior,creativebehavior,andem
ployeeperformance.Leaderscreatetrustandco
nfidenceamongthefollowers,whichmakesthe

m perform better. Current research has also

established  this  relationship,  direct

positiveimpactofLMXonJP
andnegativeimpactofLMXonJSthrough
mediatingroleofHQWR.
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